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Abstract. The Ministry of Law and Human Rights DI Yogyakarta has a Correc-
tional Division which is divided into several Correctional UPTs in Yogyakarta,
there are 5 UPT, namely Yogyakarta Class IIA Prison, Yogyakarta Class
IIA Women’s Prison, Yogyakarta Class IIA State Detention Center, Class I
State Confiscated Goods Storage House. Yogyakarta, and Yogyakarta Class I
Pemasyarakatan. In this study using a sampling technique with proportional strat-
ified random sampling method, the sample in this study was 201 employees of the
Correctional Service Unit in Yogyakarta. The results showed that organizational
commitment and work culture had a positive and significant effect on organi-
zational citizenship behavior (OCB) and performance, as well as organizational
citizenship behavior (OCB) capable of being a mediating variable between orga-
nizational commitment and work culture on performance. From this study, the
authors suggest that the UPT Pemasyarakatan in Yogyakarta City can increase
organizational commitment and work culture so that organizational citizenship
behavior (OCB) and employee performance will increase.

Keywords: organizational commitment · work culture · organizational
citizenship behavior (OCB) · performance

1 Introduction

The Ministry of Law and Human Rights D.I Yogyakarta regional office is a hierarchical
organization of theMinistry of Law and Human Rights that belongs to and is responsible
to theMinister of Law and Human Rights. The Regional Office is formed of several divi-
sions as well as several Technical Implementation Units or Unit Pelaksana Teknis (UPT)
that reliable with conducting the principal activities and functions of theMinistry of Law
and Human Rights of the Republic of Indonesia in the Province region in conjunction
with the Minister’s policy. Lembaga Pemasyarakatan is one of the divisions under the
Regional Office of the Ministry of Law, and Human Rights D.I Yogyakarta, and its
function is to support the Regional Office’s Head in carrying out some of the Regional
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Table 1. Employee of “UPT Pemasyarakatan Yogyakarta”

No UNIT PELAKSANA TEKNIS
Pemasyarakatan

Person

1. Lapas Kelas IIA Yogyakarta 141

2. Lapas Perempuan Kelas IIB Yogyakarta 70

3. Rumah Tahanan Negara Kelas IIA
Yogyakarta

88

4. Rumah Penyimpanan Barang Sitaan
Negara Kelas I Yogyakarta

35

5. Balai Pemasyarakatan Kelas I Yogyakarta 70

Total 404

Office’s tasks in the correctional sector based on technical policies, aswell as to supervise
several Technical Implementing Units or Unit Pelaksana Teknis (UPT), an autonomous
entity that performs operational, technical responsibilities on behalf of its parent orga-
nization consist of Lembaga Pemasyarakatan (Lapas), Rumah Tahanan Negara (Rutan),
Balai Pemasyarakatan (Bapas), Dan Rumah Penyimpanan Barang Sitaan Negara (Rup-
basan). As for the UPT located in Yogyakarta, there are 5 UPT, namely Lapas Kelas IIA
Yogyakarta, Lapas Perempuan Kelas IIAYogyakarta, Rumah Tahanan Negara Kelas IIA
Yogyakarta, Rumah Penyimpanan Barang Sitaan Negara Kelas I Yogyakarta, and Balai
Pemasyarakatan Kelas I Yogyakarta (Table 1).

Organizational commitment is the degree to which individuals take sides and intend
to continue participating actively in the organization, as demonstrated by the follow-
ing characteristics: A strong belief in and acceptance of the organization’s values and
goals, a willingness to achieve the best for the company, and a strong desire to stay
in the organization [1]. Work is a set of basic beliefs or mental programs owned by a
group of employees that can be used to improve work efficiency and human cooperation,
especially attitudes toward work and work time behavior [2]. organizational citizenship
behavior (OCB) is private choice behavior that is not directly or expressly related to the
reward system and can enhance the organization’s effective functioning. Understand-
ing OCB has various aspects, including Altruism, Conscientiousness, Sportsmanship,
Courtesy, and Civic Virtue [3]. The ultimate goal of human resource management is con-
tinuous improvement, which is the result of a person’s work completed in accordance
with job specifications. Performance can be judged by the amount, quality, punctuality,
attendance, and ability to collaborate required for a certain task [4].

From the various descriptions above, the author is interested in conducting research
with the title “Contribution of Organizational Commitment and Work Culture
To Employee Performance with Organizational Citizenship Behavior (OCB) as
a Mediator”.
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2 Literature Review

2.1 The Effect of Organizational Commitment on Employee Performance

Employees who have a high commitment to the organization have different attitudes
than those who have a low level of commitment. Work performance, absenteeism, and
employee turnover are all enhanced by high organizational commitment. Employees
who are highly dedicated will be incredibly productive [5]. Employees with high orga-
nizational commitment will show a straight line of performance, indicating that employ-
ees with high work commitment will also produce high performance, and vice versa,
employees with low organizational commitment, or no organizational commitment at
all, will produce low performance [6, 7]. Furthermore, [8] argues that high employee
commitment will raise awareness of the importance of continually improving perfor-
mance in order to attain organizational goals. This is consistent with earlier research that
suggest that organizational commitment improves employee performance [9]. Based on
the description above, the hypothesis is determined as follows.

(H1): Organizational commitment has a positive effect on employee performance

2.2 The Effect of Work Culture on Employee Performance

Work culture is defined as a set of assumptions or belief systems, values, and stan-
dards formed in an organization and utilized as a behavioral guide for its members
to address external adaption and internal integration challenges. Previous research has
found that work culture has a favorable effect on employee performance. Work culture
has a beneficial impact on employee performance because every individual’s conduct in
the organization is always influenced by the existing work culture; therefore, good work
culture has a favorable impact on increasing employee performance [10]. Based on the
description above, the hypothesis is determined as follows:

(H2): Work Culture has a positive effect on Employee Performance

2.3 The Effect of Organizational Commitment on Organizational Citizenship
Behavior (OCB)

Organizational commitment is defined as employees’ wanting to be active in their orga-
nization and remain a member, which includes an attitude of loyalty and employees’
readiness to perform optimally [11]. Employees with high organizational commitment
are likely to want to be active in a variety of activities to advance and sustain organiza-
tional goals [4]. Individual commitment to the company is directly related to the drive to
work beyond the tasks assigned and great concern for the burdens of work partners [12].
The previous study has demonstrated that organizational commitment influences organi-
zational citizenship behavior (OCB) [6]. Based on the description above, the hypothesis
is determined as follows:

(H3): Organizational Commitment has a positive effect on Organizational Citizen-
ship Behavior (OCB)
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2.4 The Effect of Work Culture on Organizational Citizenship Behavior (OCB)

Work culture is a concept based on a value-based view of life that becomes the nature,
habits, and driving force of a community group or company [13]. Work culture, as a
value established in employees by the organization, will develop into qualities, habits,
and strengths that can support Organizational Citizenship Behavior (OCB). A healthy
work culture will raise individual awareness in the organization, causing it to be more
sensitive to the demands of the organization and each person [14]. Previous research
has found that work culture influences organizational citizenship behavior (OCB) [15].
Based on the description above, the hypothesis is determined as follows:

(H4): Work Culture has a positive effect on Organizational Citizenship Behavior
(OCB)

2.5 The Effect of Organizational Citizenship Behavior (OCB) on Employee
Performance

Organizational Citizenship Behavior (OCB) is a type of work habit characterized as indi-
vidual behavior that is very useful to the organization and is a freedom of choice, which
is indirectly or explicitly recognized by the formal incentive system [16]. Employees
who have a special type of voluntary work behavior and their satisfaction in performing
work outside the job desk get them involved in many things in their daily work can also
increase organizational performance [17]. Employees with the willingness and sincerity
to provide more at work will immediately enhance performance [18, 19]. The previ-
ous study has indicated that Organizational Citizenship Behavior (OCB) has a favorable
effect on employee performance [17, 20]. Based on the description above, the hypothesis
is determined as follows:

(H5): Organizational Citizenship Behavior (OCB) has a positive effect on Employee
Performance

2.6 Organizational Commitment on Employee Performance Mediated
by Organizational Citizenship Behavior (OCB)

The largest influence is organizational commitment, where employees connect with
requests and are driven to carry them out even when the source of incentive is no longer
there [18, 21]. A solid organization combined with a willing attitude to work in the
company is a compelling reason for employees to give and even increase performance
regularly [9]. Previous research has found that Organizational Citizenship Behavior
(OCB) can act as a moderator between organizational commitment and performance [8,
22]. Based on the description above, the hypothesis is determined as follows:

(H6): Organizational Citizenship Behavior (OCB) mediating the effect of organiza-
tional commitment to employee performance

2.7 Work Culture on Employee Performance Mediated by Organizational
Citizenship Behavior (OCB)

Work culture is defined as a series of basic beliefs or mental programming that can be
used to promote work efficiency and human interaction [23]. A good work culture that
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is instilled in employees from an early age and is repeated over and over creates basic
thoughts and mental programs that can be used by organizations to improve employee
work efficiency and increase collaboration among colleagues to continue to improve
their performance, in conjunction with Organizational Citizenship Behavior (OCB) [24,
25]. Previous research suggests that Organizational Citizenship Behavior (OCB) can act
as amoderator between work culture and performance [26–28]. Based on the description
above, the hypothesis is determined as follows:

(H7): Organizational Citizenship Behavior (OCB) mediating the effect of work
culture to employee performance.

3 Research Methods

The population in this study consisted of all 404 employees of the Yogyakarta City
Pemasyarakatan Unit. The research sample was then determined using proportionate
stratified random sampling, with a sample size of 201 employees. The sample partici-
pated in the collection of primary data by completing a standardized questionnaire with
5 Likert-Scales. The determination of the sample size in this study was calculated based
on the opinion of Slovin (Husein, 2005), where the sampling error rate was 5%, with
the following formula:

n = N

1 + Ne2

n: sample total
N: population
e: (error tolerence)
N = 404

1+4040,05)2
= 404/2,01 = 200,99

Sample Total (n) = 200,99 = 201 employees

4 Results

Table 2 provides the standardized regression weight value, which demonstrates the
coefficient of effect between variables.

4.1 The Effect of Organizational Commitment on Employee Performance

The standardized regression weight coefficient estimated parameter value is 0.140, and
the C.R value is 2.468, indicating that the link between organizational commitment and
performance is positive. This result suggests that the higher the level of organizational
commitment, the higher the level of performance. Testing the association between the
two variables has p value of 0.014 < 0.05, indicating that organizational commitment
and performance have a positive and substantial influence.

It can be interpreted as an increase in organizational commitment dimensions such as
confidence, employees receiving knowledge related to their main duties and work func-
tions and understanding PASTY values, employees carrying out the values that exist in
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Table 2. .

Hypothesis Composite Reliability P Value Results

Organizational Commitment → Employee
Performance

2,468 0,014 Supported

Work Culture → Employee Performance 2,176 0,030 Supported

Organizational Commitment → OCB 6,661 0,000 Supported

Work Culture → OCB 6,217 0,000 Supported

OCB → Employee Performance 7,051 0,000 Supported

correctional institutions and knowing knowledge related to agency goals, and employee
willingness to do the best work at their organization. Every job and employee empha-
sizes the agency’s interests over personal interests, and employees do not want to move
to other agencies when constant evaluation and continuous development undoubtedly
improve the performance of UPT Pemasyarakatan in Yogyakarta City. Previous research
has demonstrated that organizational commitment has a positive effect on employee
performance [12, 20, 29].

4.2 The Effect of Work Culture on Employee Performance

The standardized regression weight coefficient estimated parameter value is 0.151, and
the C.R value is 2.176, indicating that the association between work culture and perfor-
mance is favorable. This result suggests that the more positive the work environment,
the higher the performance. Testing the association between the two variables yields a
probability value of 0.030 < p value 0.05, indicating that work culture has a positive
and substantial influence on performance.

It can be interpreted that an increase in the work culture dimension includes the
attitude of employees who like the job desk and their work and employees feel satisfied
with their busy work and behavior that they are diligent in working and always come
on time so that work meets the targeted deadline, voluntarily overtime (overtime), take
full responsibility for every job given by superiors, have a strong will to learn the duties
and obligations of work at the agency and voluntarily help co-workers who need help in
work, when continuous evaluation and continuous improvement will certainly improve
employee performance at work.

This research is supported by previous research which shows that work culture has
a positive effect on employee performance [19, 30, 31].

4.3 The Effect of Organizational Commitment on Organizational Citizenship
Behavior (OCB)

The standardized regression of the coefficient’s estimated parameter value is 0.479, and
the C.R value is 6.661. This demonstrates that there is a positive association between
organizational commitment and organizational citizenship behavior. This suggests that
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the stronger the organizational commitment, the stronger the organizational citizenship
behavior. Testing the correlation between the two variables yields a probability value
of 0.000 < p value 0.05, indicating that organizational commitment and organizational
citizenship conduct have a positive and substantial influence.

It can be interpreted as an increase in organizational commitment dimensions such as
confidence, employees receiving knowledge related to their main duties and work func-
tions and understanding PASTY values, employees carrying out the values that exist in
correctional institutions and recognizing ability related to agency goals, and employee
willingness to do the best work at the organization. Every function and employee pri-
oritizes the interests of the institution above personal interests, and employees do not
want to go to other agencies when continuous evaluation and continuous development
definitely improve organizational citizenship behavior (OCB) at UPT Pemasyarakatan
in Yogyakarta City. This research is supported by previous research which shows that
organizational commitment has an effect onOrganizational Citizenship Behavior (OCB)
[32, 33].

4.4 The Effect of Work Culture on Organizational Citizenship Behavior (OCB)

The standardized regression’s coefficient estimated parameter value is 0.560, and theC.R
value is 6.217, indicating that the association between work culture and organizational
citizenship behavior is favorable. This suggests that the stronger the organizational cul-
ture, the better the organizational citizenship behavior. Testing the association between
the two variables yields a probability value of 0.000< p value 0.05, indicating that work
culture has a positive and significant influence on organizational citizenship behavior.

It can be interpreted that an increase in the work culture dimension includes the
attitude of employees who like the job desk and their work and employees feel satisfied
with their busy work and behavior that they are diligent in working and always come
on time so that work meets the targeted deadline, voluntarily overtime (overtime), Fully
responsible for every job given by superiors, has a strong will to learn the duties and
obligations of work at the agency and voluntarily help co-workers who need help in
work, when continuous evaluation and continuous improvement will certainly improve
organizational citizenship behavior at the UPT Pemasyarakatan in Yogyakarta. This
research is supported by previous research, which shows that work culture has an effect
on Organizational Citizenship Behavior (OCB) [34–36].

4.5 The Effect of Organizational Citizenship Behavior (OCB) on Employee
Performance

The standardized regression value coefficient estimated parameter value is 0.507, and the
C.R value is 7.051, indicating that the link between organizational citizenship behavior
and performance is positive. This means that the greater the corporate citizenship, the
better the performance. Testing the association between the two variables yields a prob-
ability value of 0.000< p value 0.05, indicating that organizational citizenship behavior
and performance have a significant and positive influence. It can be interpreted that
an increase in the dimensions of organizational citizenship behavior includes altruism,
employees always help co-workers who need help, co-workers are willing to help with
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Table 3. Standardized Direct Effects (Group Number 1-Deafult Model)

Work Culture Organizational
Commitment

OCB Employee
Performance

OCB → Employee
Performance

.451 .467 .000 .000

.152 .170 .631 .000

Table 4. Standardized Indirect Effects (Group number 1 Default model)

Work Culture Organizational
Commitment

OCB Employee
Performance

OCB → Employee
Performance

.000 .000 .000 .000

.284 .295 .000 .000

work assignments that are not yet able to be done, and employees are willing to listen
to co-workers’ complaints, and find solutions to their problems, courtesy of employees
working and trying exceeds the agency’s expectations, employees do not mind if they
get additional work, and employees do not mind if they get other work. Then, when
there are coworkers who make mistakes at work and strive not to create issues and avoid
problems between coworkers, the civic virtue of employees tends to remain silent; the
conscious experience of employees is also responsible for the correctional institution’s
goals. Continual evaluation and continuous improvement will almost certainly enhance
the efficiency of employees of UPT Pemasyarakatan Yogyakarta.

To analyze the mediation relationship between the independent variable and the
dependent variable through the mediating variable, that is, to compare the significance
of standardized direct effects with the value of standardized indirect effects. This means
that if the standardized direct effect value is below the standardized indirect effect value,
the mediating variable has an indirect influence on the relationship between the two
variables (Tables 3 and 4).

4.6 Organizational Citizenship Behavior (OCB) Mediating the Relationship
Between Organizational Commitment and Employee Performance

The estimated parameter for examining the influence of organizational commitment on
performance via organizational citizenship behavior yielded a direct effect value of 0.170
< 0.295. The study’s findings show that corporate citizenship behavior can reduce the
effect of work culture on performance. The greater the value of corporate citizenship
behavior, the greater the impact of organizational commitment on performance.

It can be interpreted that an increase in the dimensions of organizational citizenship
behavior includes altuism, employees always help co-workerswhoneedhelp, co-workers
are willing to help with work assignments that I haven’t done too well and employees are
willing to listen to co-workers’ complaints, and find solutions to their problems, courtesy
of employees working at work and trying to exceed agency expectations, employee
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sportsmanship does not mind if they get additional tasks outside of the main task and
employees do not object when asked for help to help colleagues, employee civic virtue
tends to be silent when friends make mistakes at work and try not to cause problems and
avoid problems between co-workers, employee conscientiousness is also responsible
for the goals of the correctional facility. When continuous evaluation and continuous
improvement are carried out, it will certainly increase the influence of organizational
commitment on employee performance at the Correctional Unit in Yogyakarta City. This
research is supported by previous research, which shows that Organizational Citizenship
Behavior (OCB) can be a mediating variable between organizational commitment and
performance [34, 37].

4.7 Organizational Citizenship Behavior (OCB) Mediating the Relationship
Between Work Culture and Employee Performance

The estimation parameter for testing the influence of work culture on performance
through organizational citizenship behavior obtained a direct effect value < indirect
effect value, which is 0.152< 0.284. The research results prove that organizational citi-
zenship behavior can mediate the influence of work culture on performance. The higher
the value of organizational citizenship behavior, the more the effect of work culture on
performance will be.

It can be interpreted that an increase in the dimensions of organizational citizenship
behavior includes altuism, employees always help co-workerswhoneedhelp, co-workers
are willing to help with work assignments that I haven’t done too well and employees are
willing to listen to co-workers’ complaints, and find solutions to their problems, courtesy
of employees working at work and trying to exceed agency expectations, employee
sportsmanship does not mind if they get additional tasks outside of the main task and
employees do not object when asked for help to help colleagues, employee civic virtue
tends to be silent when friends make mistakes at work and try not to cause problems and
avoid problems between co-workers, employee conscientiousness is also responsible
for the goals of the correctional facility. When continuous evaluation and continuous
improvement are carried out, it will certainly increase the influence of work culture on
employee performance at the Correctional Unit in Yogyakarta City.

This research is supported by previous research, which shows that Organizational
Citizenship Behavior (OCB) can be a mediating variable between work culture and
performance [5, 38, 39].

5 Conclusions

Based on the findings of the investigation, the following conclusions can be drawn:

1. Organizational commitment has a strong and positive effect on employee perfor-
mance. This suggests that the more the organizational commitment of superiors, the
better the employee’s performance.

2. Work culture has a strong and positive effect on employee performance. This sug-
gests that the better and more effective the employee’s work culture, the higher the
employee’s performance.
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3. Organizational commitment influences organizational citizenship behavior in a good
and meaningful way. This suggests that the greater the organizational commitment
of superiors, the greater the organizational citizenship behavior of employees.

4. Work culture influences corporate citizenship behavior in a good and meaningful
way. This indicates that if the employee’s work culture improves and becomes more
effective, so will the employee’s organizational citizenship behavior.

5. Corporate citizenship has a beneficial and considerable impact on employee per-
formance. This indicates that when employees’ corporate citizenship behavior
improves, so will their performance.

6. Organizational citizenship conduct can act as a moderator of the impact of orga-
nizational commitment on employee performance. This indicates that as organiza-
tional citizenship behavior improves, the impact of organizational commitment on
employee performance improves even more.

7. Organizational citizenship behavior act as a mediator in the relationship between
work culture and employee performance. This suggests that increased organiza-
tional citizenship behavior will increase the impact of work culture on employee
performance.
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