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Abstract 

Nowadays, technology and information are developing rapidly. It compels an organization or a company strive to excel in its field. In the 
Industrial Revolution 4.0 era, companies must maintain their assets and technology to face the competition. One asset that should be paid 
attention to is human resources. Human resource has two important variables, namely Organizational Citizenship Behavior (OCB) and 
Employee Engagement (EE). This study aims to analyze the relationship between OCB and EE on Employee Performance (EP) in the 
manufacturing industry in Tangerang. This study is conducted using a quantitative method with 200 respondents. The data is collected by 
distributing questionnaires to respondents, which is then analyzed using Structural Equation Modeling (SEM) with AMOS 23 software. 
The result of this study indicates that OCB has a significant effect on EE and EP. This study also finds that employee engagement has a 
significant effect on employee performance and can mediate the relationship between OCB and EP. From these results, the implication that 
can be taken is that the manufacturing industry in Tangerang must pay attention to their employees for them to develop OCB and EE, and 
eventually increase their performance towards the organization.
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leave the company voluntarily. Therefore, an organization 
or company must pay more attention to employees because 
the company will have better competitiveness if it has good 
human resources and good employee performance, therefore, 
the company must be able to see the success of employee 
performance (Paais & Pattiruhu, 2020).

Some previous literature found that there are two 
important variables to improve employee performance, 
namely Organizational Citizenship Behavior (OCB) 
(Harwiki, 2016; Muzakki et al. 2019; Bagyo, 2018; Affandi 
et al. 2018, Lestari, 2018; Hidayah & Harnoto, 2018; Haerani 
et al., 2020) and Employee Engagement (EE) (Bedarkar 
& Pandita, 2014; Tensay, 2020; Anitha, 2014; Koech & 
Cheboi, 2018; Kuruppuge & Gregar, 2017; Torku & Dai, 
2020). These two variables are important aspects that have 
been discussed recently by literature and practitioners in 
improving employee performance.

One of the company’s problems in improving the 
performance of their employees is the formal atmosphere 
in the company, as it tends to be stiff and less relaxed. 
These problems can be overcome with OCB (Lestari, 
2018). Indirectly, OCB can improve the effectiveness of 
the organization, therefore OCB is performed without 
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1. Introduction

The most important asset in a company is human 
resources. Humans are assets of the company that cannot 
be duplicated or imitated by competitors (Anitha, 2014). 
Employees are the only living assets, so special treatment 
is needed to maintain loyalty and reduce their desire to 
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restraint by a person (Udin & Yuniawan, 2020). With OCB, 
the relationship between employees will be more relaxed, 
thus the performance and productivity of the employees 
can be improved. Alkahtani (2015) revealed that OCB has 
many positive effects for the company such as creating 
organizational efficiency, the ability to attract and retain 
capable employees, as well as able to adapt to environmental 
change.

Another important variable to improve employee 
performance is EE. More engaged employees will be able 
to improve their performance and provide good outcomes 
for the company (Sendawula et al. 2018). EE has a positive 
attitude and a greater work ethic which is characterized 
by enthusiasm, dedication, and absorption. This makes 
employees psychologically loyal to their work and minimizes 
their mistakes at work.

This study deeply discusses the relationship between 
Organizational Citizenship Behavior and employee 
engagement and their effect on employee performance. 
Previous literature related to OCB and EE mainly discusses 
companies in the banking industry (Alkahtani, 2015), the 
hospitality industry (Lyu et al. 2016), education (Runhaar 
et al., 2013), and service industry (Ariani, 2013; Zhang 
et al. 2017). This study provides novelty, namely the OCB 
and EE employee engagement analysis in the manufacturing 
industry. Besides, this study will also analyze the mediation 
effect of employee engagement on OCB and employee 
performance.

2. Literature Review

2.1.  Organizational Citizenship Behavior (OCB)

OCB is defined by Robbins and Judge (2013) as 
optional behavior that is not a part of an employee’s formal 
work obligations but supports the effective functioning 
of the organization. Another opinion expressed by Gary 
(2012) explained that OCB is the voluntary behavior 
of a worker to do tasks or jobs outside of his or her 
responsibility or obligation for the advancement or benefit 
of his organization.

The dimension of OCB which is widely known and 
used in study is OCB dimension proposed by Organ (2006) 
which consists of: (1) Altruism, namely the behavior of 
helping colleagues to complete their work, for example 
willing to voluntarily help colleagues who not understand 
and and are new, help colleagues who are overloaded 
with work, and do the colleague’s work who is absent; 
(2) Courtesy, namely the behavior for problems related to 
work, for example encouraging colleagues who work lazily; 
(3) Sportsmanship, which is defined as the behavior of 
accepting conditions or circumstances that are unpleasant 

and less ideal, for example, they do not like to complain 
and ignore reality; (4) Civic virtue, namely responsible 
behavior to participate in corporate life activities, for 
example attending meetings that are not necessary for him 
but beneficial for the company, being willing to follow 
or obey the changes that occur in the company, having 
initiative to increase productivity in the company; and (5) 
Conscientiousness, namely dedication to work and achieve 
results above the standards set, for example work all day 
long, not wasting time, obey all company regulations 
voluntarily, as well as willing to carry out responsibilities 
that are not a part of their responsibility.

OCB is important for companies because it significantly 
increases employee engagement (EE) (Alkahtani, 2015; 
Kataria et al., 2012; Mansoor et al., 2012; Runhaar et al., 
2013; Ariani, 2013; Zhang et al., 2017). Previous literature 
has proven the relationship between OCB and EE in several 
industries such as the banking industry (Alkahtani, 2015), 
hospitality industry (Lyu et al. 2016), education (Runhaar 
et al., 2013), and service industry (Ariani, 2013; Zhang et al., 
2017). This study provides novelty, namely the analysis 
of Organizational Citizenship Behavior and employee 
engagement in the manufacturing industry.

The relationship between OCB and EE is also proven in 
the leader-member exchange (LMX) context (Matta et al., 
2014). EE will be formed when the company can create an 
atmosphere that provides work motivation for employees 
(Mansoor et al. 2012). Besides, Ariani (2013) analyzes 
differences in OCB practices in males and females. The 
results of her study found that OCB implemented by males 
is higher than OCB in females.

Previous studies have also proven that OCB has a 
significant direct effect on employee performance (Harwiki, 
2016; Muzakki et al., 2019; Bagyo, 2018; Affandi et al., 
2018, Lestari, 2018; Hidayah & Harnoto, 2018). Thus, the 
literature proves that OCB provides an effective function in 
the company because it can increase employee engagement 
and employee performance.

H1: Organizational Citizenship Behavior (OCB) has a 
significant effect on Employee Engagement (EE).

H2: Organizational Citizenship Behavior (OCB) has a 
significant effect on Employee Performance (EP).

2.2. Employee Engagement (EE)

Employee engagement (EE) is a condition when 
employees are enthusiastic, passionate, energetic, and 
committed to their work (Maylett & Warner, 2014). 
According to Marciano (2010), employee engagement 
is the extent to which a person is committed, dedicates 
himself, and loyal to the organization, superiors, work, and 
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colleagues. The concept of engagement refers to individual 
involvement and job satisfaction which has the same level as 
work enthusiasm.

Schiemann (2011) argues that EE is a condition when 
an employee does three things, namely attracts positive 
feelings about the company, predicts important employee 
behaviors such as high wise behavior, and exceeds the 
lowest limit, which results in higher performance or 
adaptive behavior such as problem-solving and creative 
decision. These adaptive behaviors can be influenced by 
the company’s actions, especially the supervisor. In other 
words, engaged employees have a physical, cognitive, 
and emotional connection with their work roles (Albrecht, 
2010).

EE has three key drivers, namely communication, work-
life balance, and leadership (Bedarkar & Pandita, 2014). 
Further, EE has several other determinants namely work 
environment, leadership, team and co-workers, training and 
career development, compensation, organizational policies, 
and workplace well-being (Anitha, 2014). The importance 
of EE encourages many researchers to examine more deeply 
the determinants and effects of EE on other variables in 
the company. According to Rub and Fawzi (2004), the 
measurement of EE consists of teamwork, pleasant working 
conditions, treatment of employees, growth opportunities, 
flexible working practices, and good leadership and 
management practices.

Previous literature has suggested the essential role of 
EE. One of which is EE can improve employee performance 
(Bedarkar & Pandita, 2014; Tensay, 2020; Anitha, 2014; 
Koech & Cheboi, 2018; Kuruppuge & Gregar, 2017; Torku 
& Dai, 2020). EE is a concept that has a significant role in 
an organization and has been widely discussed in different 
literature in the last ten years. As a result, it is common that 
some companies use engaged employees as business strategy 
partners (Bedarkar & Pandita, 2014).

Humans are one of the factors that cannot be 
duplicated or imitated by competitors and are recognized 
as the company’s most valuable asset if they are managed 
properly. Engagement, in this matter, can become a 
solution to create quality human resources and improve 
employee performance. Besides, EE can also mediate 
other variables, one of which is the OCB on employee 
performance. Bagyo (2018) found the ability of EE to 
mediate the relationship between OCB and employee 
performance.

H3: Employee engagement (EE) has a significant effect 
on Employee Performance (EP).

H4: Employee engagement (EE) significantly mediates 
the relationship between Organizational Citizenship 
Behavior (OCB) and employee performance.

2.3. Employee Performance (EP)

EP is a financial or non-financial outcome of an 
employee who has a relationship or direct effect on company 
performance (Anitha, 2014). EP is an individual thing 
because each employee has different abilities. EP depends 
on the level of skills and abilities, effort, and opportunities 
they have (Bagyo, 2018).

Some previous literature found that improving EP requires 
EE (Bedarkar & Pandita, 2014; Tensay, 2020; Anitha, 2014; 
Koech & Cheboi, 2018; Kuruppuge & Gregar, 2017; Torku 
& Dai, 2020) and OCB (Harwiki, 2016; Muzakki et al. 2019; 
Bagyo, 2018; Affandi et al., 2018, Lestari, 2018; Hidayah & 
Harnoto, 2018). This is because the employee who is engaged 
will develop positive feelings toward their company, which 
will eventually result in improved performance. These two 
aspects are important variables for the company and have 
been studied in the last 10 years.

According to Robbins and Judge (2013), performance 
measurement consists of several indicators including 
quality, quantity, accuracy, effectiveness, and independence. 
Quality is the level at which the outcome is close to 
perfect in adjusting ideal ways of performing activities 
or fulfilling the expected goals. Quantity is the amount 
produced expressed in the number of units or activity 
cycles completed. Accuracy is the coordination angle time 
with the output results and maximizing the time available 
for other activities.

Furthermore, effectiveness is the level of organizational 
resources to increase profits or reduce losses from each unit 
when using the resources. Independence is the level at which 
an employee conducts his work function without asking 
for help and guidance from the supervisor to avoid adverse 
results (Robbins & Judge, 2013).

3. Research Methods

This study is conducted using a quantitative method 
with Structural Equation Modeling (SEM). The population 
of this study is employees in the manufacturing industry 
in Tangerang. The manufacturing industry is one of the 
largest labor absorbers in Tangerang, Indonesia. It is 
interesting to analyze because it is expected to represent 
the majority of Tangerang people. From this population, 
a sample of 200 respondents is taken. The data in this 
study is obtained by distributing questionnaires to each 
of the respondents, which is then analyzed using AMOS 
23 software.

This study analyzes 3 variables including one exogenous 
variable, namely OCB, and two endogenous variables, 
namely EE and employee performance. The variables and 
indicators in this study are described in Table 1.
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Table 1: Variable Measurements

Variable Indicator Item
Organizational 
Citizenship
Behaviour (OCB) 
(Organ,2006)

Altruism 
(The nature of being concerned with 
the interests of the other)

1.  Help other people’s assignments when they are the 
absence

Civic Virtue 
(Support the organizational functions)

2.  Support cooperation and decisions of the team

Conscientious 
(Behavior that exceeds the minimum 
prerequisites)

3.  Willing to work extra time

Courtesy 
(Behavior of being kind & respect 
others)

4.  Supportive behavior among colleagues

Sportsmanship 
(Behavior that emphasizes the 
positive aspects of the organization)

5.  Give a positive effect on inside and outside environment

Employee 
Engagement (EE) 
(Rub & Fawzi, 2004)

Team Work 1.  Contribution in the organization
Pleasant Working Condition 2.  Adequate facilities and equipment
The treatment of employees 3.  Appreciation from the company
Growth Opportunities
(Opportunity to develop)

4.  Jobs which provide hope for future needs

Flexible Working Practice 5.  Time availability to take annual paid leave
Good Leadership and Management 
Practice 

6.  Good commitment from management leadership

Employee 
performance 
(Robbins & Judge, 
2013)

Quality of work 1.  Work with full of calculating, meticulous, and scrupulous
Quantity of work 2.  Work quantity in accordance with the work standards 

expected by the company
Accuracy 3.  Work completion in accordance with the planned time
Effectiveness 4.  Ability to determine and manage work priorities 

effectively
Independency 5.  Properly work execution without any guidance or 

direction from the head department or their respective 
superiors

4. Results

4.1. Respondents’ Characteristics

Respondents’ characteristics in this study are explained 
in several criteria, including gender, age, education, and 
income. The majority of the respondents is male (52.2%), 
the age is in the range of 41-50 years old (34.5%), the 
latest education is mostly in high school (56%), and 
most of the respondents have worked or working in the 
manufacturing industry for about 2-6 years (44.5%). 
A detailed explanation of the respondents’ characteristics 
can be seen in Table 2.

4.2. Normality Test and Outlier

The normality test is used to determine whether the data 
is normally distributed or not. In the normality test, data is 
normal if the multivariate CR value is in the range +/- 2.58. 
The result of the normality test can be seen in Table 3:

Table 3 shows that the multivariate CR value is 2.475, 
which is still in the +/- 2.58 range, so the data in this study 
has been normally distributed. Meanwhile, the outlier test is 
conducted by the Mahalanobis Distance as a benchmark. The 
data has no outliers if the value of the Mahalanobis distance 
does not exceed the Chi-square value. In this study, the Chi-
square value with a degree of freedom of 16 indicators at 
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Table 2: Respondents’ Characteristics

Description Frequency Percentage 
Gender
Male 95 47,5%
Female 105 52,5%
Age 
20-30 years old 34 17
31-40 years old 65 32,5
41-50 years old 69 34,5
< 50 years old 32 16
Education 
High School 112 56
Diploma 39 19,5
Bachelor degree 34 17
Master degree 15 7,5
Length of work
>1 years 33 16,5
2-6 years 89 44,5
<7 years 78 39
Total Respondent 100%

Table 3: Normality Test

Variable Min Max skew c.r. Kurtosis c.r.
EE6 2,000 5,000 -,637 -3,678 ,054 ,156
OC5 2,000 5,000 -,876 -5,058 ,206 ,596
OC4 2,000 5,000 -,758 -4,376 -,063 -,181
OC3 2,000 5,000 -,566 -3,265 -,144 -,415
OC2 2,000 5,000 -,802 -4,629 ,349 1,006
OC1 2,000 5,000 -,691 -3,990 ,076 ,221
EE5 2,000 5,000 -,768 -4,436 ,258 ,745
EE4 2,000 5,000 -,696 -4,019 ,125 ,360
EE3 2,000 5,000 -,566 -3,268 ,098 ,282
EE2 2,000 5,000 -,668 -3,857 ,069 ,199
EE1 2,000 5,000 -,677 -3,907 ,345 ,996
EP1 2,000 5,000 -,961 -5,549 ,093 ,267
EP2 2,000 5,000 -,790 -4,561 ,183 ,529
EP3 2,000 5,000 -,815 -4,706 ,220 ,635
EP4 2,000 5,000 -,725 -4,187 -,075 -,216
EP5 2,000 5,000 -,494 -2,849 -,400 -1,155
Multivariate 8,399 2,475
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GOFI (Goodness of Fit Index) criteria into 3 types, namely 
absolute fit indices, incremental fit indices, and parsimony 
fit indices. In this study, several criteria are taken from each 
type of GOFI, namely CMINDF and RMSEA representing 
absolute fit indices, CFI and TLI representing incremental 
fit indices, and PGFI and PNFI representing parsimony fit 
indices. The results of the confirmatory analysis can be seen 
in Table 4.

Table 4 shows that all the criteria for the goodness of fit 
have fulfilled the standard, therefore, the model in this study 
fulfilled the goodness of fit standard.

4.6. Hypothesis Test 

The next analysis is a full model Structural Equation 
Model (SEM) analysis to test the hypotheses developed in 
this study. The results of the regression weight test can be 
seen in Figure 1 and Table 5.

Critical Ratio (CR) value and the probability (P) value of 
the data processing results can be seen to decide whether the 
hypothesis is accepted or rejected. If the test results show a 
CR value above 1.96 and a probability value (P) below 0.05 / 
5%, the proposed study hypothesis is accepted. In this study, 
5 hypotheses are proposed, as follows:

H1: Organizational Citizenship Behavior (OCB) has a 
significant effect on Employee Engagement (EE)

Based on data processing, it is known that the CR value 
is 8.366 and the P value is 0.000. These results indicate 
that the CR value is above 1.96 and the P value is below 
0.05. Therefore, it can be concluded that Organizational 
Citizenship Behavior (OCB) has a significant effect on 
Employee Engagement (EE). Therefore, H1 is supported.

the p level of <0.001 is 32. The results of the outlier test 
show that the highest Mahalanobis distance value is 31.917. 
Therefore, the value does not exceed the Chi-square value, 
which is 32, thus it can be concluded that the data do not 
contain outliers.

4.3. Validity Test

The validity test shows the questions on the questionnaire 
reveal something that is measured by the questionnaire. 
Validity measurement is conducted by looking at the loading 
factor value. According to Hair et al. (2010), the minimum 
number of factor loading is ≥0.5, or ideally, ≥0.7 is said to 
be valid. Based on the loading factor value obtained from the 
test results, all indicators in this study have a loading factor 
value above 0.5. Therefore, all indicators are valid.

4.4. Reliability Test

A reliability test is used to measure whether the constructs 
in this study are reliable or not. Good reliability is when the 
value of construct reliability is > 0.7 and the value of the 
variance extracted is > 0.5. From the calculation results, the 
construct reliability of all variables has shown a value ≥ 0.7. 
Each variable of the variance extracted has a value of ≥ 0.5. 
Therefore, it can be concluded that the questionnaire used 
for this study is reliable.

4.5. Goodness of Fit

The confirmatory model suitability test is tested using 
the Goodness of Fit Index. Hair et al. (1998) divided the 

Table 4: Goodness of Fit

Fit Index Goodness of Fit Criteria Cut-off value Description

Absolute Fit
RMSEA ≤ 0.08 0,055 Fit

GFI ≥ 0.90 0,902 Fit

Incremental Fit
TLI ≥ 0.90 0,965 Fit
CFI ≥ 0.90 0,971 Fit

Parsimony Fit
PGFI ≥ 0.60 0,656 Fit
PNFI ≥ 0.60 0,765 Fit

Table 5: Regression Weight

Relationship between variables Estimate S.E. C.R. P
EE <--- OCB 1,177 ,141 8,366 ,000
EP <--- OCB ,590 ,287 2,055 ,040
EP <--- EE ,524 ,254 2,061 ,039
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H4. Employee Engagement (EE) significantly mediates 
the relationship between Organizational Citizenship 
Behavior (OCB) and Employee Performance. 

Table 6 shows that the relationship between 
Organizational Citizenship Behavior (OCB) and Employee 
Performance (EP) mediated by Employee Engagement (EE) 
has a significance value of 0.014. These results indicate that 
Employee Engagement (EE) significantly mediates the effect 
of Organizational Citizenship Behavior (OCB) on Employee 
Performance (EP). Therefore, H4 is supported.

5. Discussion

The most effective business strategy in increasing 
productivity is to produce quality human resources. Human 
resource is the most important asset for the company; 
therefore the company must work hard to improve its 
quality and performance. This study proposes an increase 
in employee performance (EP) through Organizational 
Citizenship Behavior (OCB) and employee engagement 
(EE). This study also analyzed the mediating role of EE on 
OCB and EP.

The results of this study state that OCB has a significant 
effect on EE. It supports previous studies conducted by 
Alkahtani (2015), Kataria et al. (2012), Mansoor et al. 
(2012), Runhaar et al. (2013), Ariani, (2013), and Zhang 
et al. (2017). The results of the statistical analysis also find 
that OCB has a significant effect on EP and also supports 
previous studies by Harwiki (2016), Muzakki et al. (2019), 
Bagyo (2018); Affandi et al. (2018), Lestari (2018), and 
Hidayah and Harnoto (2018).

H2: Organizational Citizenship Behavior (OCB) has a 
significant effect on Employee Performance (EP)

Based on data processing, it is known that the CR 
value is 2.055 and the P value is 0.040. These results 
indicate that the CR value is above 1.96 and the P 
value is below 0.05. Therefore, it can be concluded 
that the Organizational Citizenship Behavior (OCB) 
has a significant effect on Employee Performance (EP). 
Therefore, H2 is supported.

H3: Employee Engagement (EE) has a significant effect 
on Employee Performance (EP)

Based on data processing, it is known that the CR value 
is 2.061 and the P value is 0.039. These results indicate that 
the CR value is above 1.96 and the P value is below 0.05. 
Therefore, it can be concluded that Employee Engagement 
(EE) has a significant effect on Employee Performance (EP). 
Therefore, H3 is supported.

4.7. Mediation Testing

Mediation testing is seen from the significance of the 
indirect effect between variables from the table the indirect 
effect-two tailed significance. The results of the indirect 
effect analysis are as shown in Table 6:

Based on the mediation test in Table 6, it is known that:

Table 6: Mediation Test Results

P-Value
OCB – EE – EP 0,014

Figure 1: Path Analysis
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This study proposes four aspects in the OCB that can 
improve EE and EP, namely Altruism (The nature of being 
concerned with the interests of the other), Civic Virtue 
(Support the organizational functions, Conscientious 
(behavior that exceeds the minimum prerequisites), 
Courtesy (Behavior of being kind & respect others) and 
Sportsmanship (Behavior that emphasizes the positive 
aspects of the organization). Good implementation of these 
aspects can increase EE and EP.

This study analysis also finds the relationship between 
employee engagement and employee performance. EE is 
proven to have a significant effect on EP which supports 
previous studies conducted by Bedarkar and Pandita (2014), 
Tensay (2020), Anitha (2014), Koech and Cheboi (2018), 
Kuruppuge and Gregar (2017), and Torku and Dai (2020). 
EE also significantly mediates the relationship between 
OCB and EP

Companies, mainly in the field of the manufacturing 
industry need to focus on several aspects, such as Team 
Work, Pleasant Working Conditions, Growth Opportunities, 
Flexible Working Practice, Good Leadership, and 
Management Practice to implement EE.

Thus, this study proposes an EP development concept 
that is supported by two variables, namely the OCB and EE. 
Manufacturing companies in Tangerang are expected to pay 
more attention to employees and create an environment that 
can motivate employees, therefore will create OCB and EE 
among employees. When employees have developed OCB 
and EE, their performance toward the organization will also 
increase.

6. Conclusion

This study emphasizes the importance of employees as 
company assets which have a big role in business strategy. 
From the statistical analysis results, there are 4 findings to 
improve employee performance, namely:

1.  Organizational Citizenship Behavior (OCB) has a 
significant effect on Employee Engagement (EE)

2.  Organizational Citizenship Behavior (OCB) has a 
significant effect on Employee Performance (EP)

3.  Employee Engagement (EE) has a significant effect 
on Employee Performance (EP)

4.  Employee engagement significantly mediates the 
relationship between Organizational Citizenship 
Behavior (OCB) and Employee Performance (EP)
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