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Abstract 
This study aims to see the effect of (1) Job Satisfaction with OCB employees of the Community and Village 
Empowerment Service of Fifty Cities Regency (2) Organizational commitment to the OCB of the Community 
and Village Empowerment Service Office of Fifty Cities District (3) Organizational culture towards OCB 
employees of the Fifty Cities Regency Community and Village Empowerment Service (4) Job satisfaction, 
organizational commitment and organizational culture have a joint effect on the OCB of the employees of the 
Village and Community Empowerment Service of Lima Puluh Kota Regency. The population and sample in 
this study are all There are 47 employees of the Lima Puluh Kota Regency Community and Village 
Empowerment Service. The results of this study indicate that (1)Job satisfaction has a positive significant effect 
on the OCB of the employees of the Village and Community Empowerment Service of the Regency of Fifty 
Cities (2) Organizational commitment provide a positive influence on the OCB of the Community and Village 
Empowerment Service Office of Fifty Cities Regency (3) Organizational culture provide a positive influence on 
the OCB of the employees of the Fifty Cities District and Village Empowerment Service (4) Job satisfaction, 
organizational commitment and organizational culture jointly have a positive effect on the OCB of the 
employees of the Community and Village Empowerment Service of Fifty Cities District 
 
Keywords: Job Satisfaction, Organizational Commitment and Organizational Culture  
 
 
Preliminary 
 

The main focus of managers in improving agency effectiveness is the behavior of human resources 
(HR) at work. The effectiveness of an agency can be seen from work interactions at the level of individual, 
group, and organizational systems that produce human output that has low absenteeism, low employee turnover, 
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lack of deviant behavior in the organization, achievement of job satisfaction, commitment to the agency and also 
Organizational Citizenship Behavior (OCB) (Robbins & Judge, 2015). 

This OCB is not yet well known, but basically employees in an agency or organization sometimes have 
implemented OCB in their work. One of the strategic attitudes in the HR division is to develop Organizational 
Citizenship Behavior (OCB) within the organization. This OCB is reflected through the behavior of helping 
others, volunteering for extra tasks, obeying the rules and procedures in the workplace. This behavior illustrates 
the added value of employees which is a form of prosocial behavior, namely positive, constructive and helpful 
social behavior. 

In Gunawan's article (2011) defines OCB as individual behavior that is free (discretionary), which is 
not directly and explicitly rewarded by the formal reward system, and which overall encourages the 
effectiveness of organizational functions. It is free and voluntary, because the behavior is not stated in the job 
description, which is clearly required by contract with the organization; but rather as a personal choice 
(Podsakoff, Gunawan 2011). 

The Village Community and Empowerment Service of Fifty Cities Regency has the task of carrying out 
some of the tasks of the Regent of government affairs in the technical field of implementing community and 
village empowerment activities which include community empowerment, village development and community 
institutions, customs and socio-culture as well as carrying out administrative services. In addition to the above 
tasks, this office has a function in the context of policy formulation in accordance with the scope of its duties in 
the field of community and village empowerment; Implementation of policies in accordance with the scope of 
their duties in the field of community and village empowerment; Implementation of evaluation and reporting in 
accordance with the scope of their duties in the field of community and village empowerment; Implementation 
of service administration in accordance with the scope of its duties in the field of community and village 
empowerment; 

Based on table 1, it can be seen that the OCB in the Department of Community and Village 
Empowerment in Fifty Cities Regency is still low. Therefore, the needs and desires of employees as HR must 
also be supported by the agency so that employees can be motivated to perform well and feel satisfied with their 
work. Every job demands interaction with coworkers and superiors, following organizational rules and policies, 
meeting performance standards, accepting work conditions that are often less than ideal, etc. (Robbins and 
Judge 2015). So it takes the contribution of agencies in creating job satisfaction for employees so that the 
resulting performance is also maximal. The following is the initial survey data for OCB at the Community and 
Village Empowerment Service of Fifty Cities Regency: 

 
Table 1: 

Initial Survey Results of Employee OCB Variables 

No Opinion About OCB 
Alternative Answer 

Agree Do not 
agree 

1 You are always involved in company functions 7 13 
2 Have you ever invited your co-workers to have lunch 

together and share about the obstacles or problems 
they faced in completing their assignments? 

5 15 

3 Have you ever reminded your friends not to forget to 
complete the task 

6 14 

          Source: Survey Results 
 
Based on the above background, the authors are interested in researching "The Influence of Job Satisfaction, 
Commitment and Organizational Culture on OCBP employees in the Community and Village Empowerment 
Service of Lima Puluh Kota Regency". 
 
Research methods 

The population and sample in a study have a central role and determine the research objectives (A. 
Muri, 2015). The population is the whole of the object of study that provides an accurate picture of the research. 
According to Hamid (2014), population is the total number of objects or subjects that are used as data sources in 
a study that have the same nature or characteristics. Thus, the population in this study is allThere are 47 
employees at the Village Community and Empowerment Service in the Lima Puluh Kota Regency. 
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Table 2:  

Number of Employees by Class and Educational Qualification Village Community and Empowerment Service 
District of Fifty Cities in 2020 

No Number of Employees By Information group Education 
1 I 0 SD 0  
2 II 0 junior high 

school 
0  

3 II 5 high school 5  
4 III 5 high school 5  
5 III 7 D-3 7  
6 III 20 S-1 20  
7 IV 10 S-2 10  

Amount  47  47  
Source: Fifty Cities Regency Community and Village Empowerment Service 2020 
 
The research sample is a limited number and part of the selected and representative population of the 

population (A. Muri, 2015). Meanwhile, according to Sugiyono (2017) the sample is part of the number and 
characteristics possessed by the population and what is learned from the sample, the conclusions will be 
applicable to the population. However, because the sample used is the entire population, the sample in this study 
is the same as the population, namely the entire populationthere are 47 (forty-seven) employees at the Fifty 
Cities Regency Village Community and Empowerment Service. 

The technique in taking this sample uses a total sampling technique (whole sample), ttotal samplingis a 
sampling technique where the number of samples is the same as the population (Sugiyono, 2007). The reason 
for taking total sampling is because according to Sugiyono (2007) the total population is less than 100 and the 
entire population is used as a research sample. 
 
Research result 
Classic assumption test 
Normality test 
 This normality test is used by the author to test the normality of the regression model. The test is 
carried out using the methodkolmogorov-smirnov testto each variable. The regression model is normally 
distributed if the value of the Kolmogorov-Smirnov sign of each variable is greater than = 0.05. The following 
results of the Variable Normality test can be seen in Table 3: 
 

Table 3: 
 Normality Test Results 

One-Sample Kolmogorov-Smirnov Test 
  

OCB Job 
satisfaction 

Organization
al 

commitment 

Organizational 
culture 

N 47 47 47 47 
Normal Parameters mean 42.8545 33.7091 24.0545 63.9091 

Std. 
Deviation 3.54557 3.38664 4.26188 3.92651 

Most Extreme 
Differences 

Absolute .119 .152 .097 .139 
Positive .101 .104 .082 .097 
negative -119 -.152 -.097 -.139 

Kolmogorov-Smirnov Z 1.049 1,130 .718 1.032 
asymp. Sig. (2-tailed) .221 .155 .680 .237 
a. Test distribution is Normal.     
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 Source: SPSS output results, 2021. 
 From Table 3 above which is a normality test, it can be seen that in the regression model, the 
confounding or residual variables have a normal distribution. This can be seen from the results of the sig 
variable valueOCB (Y) is 0.421 > 0.05 the job satisfaction variable (X1) is 0.155 > 0.05; organizational 
commitment variable (X2) is 0.680 > 0.05; organizational culture variable (X3) is 0.237 > 0.05. So it can be 
concluded that for the variables of OCB, job satisfaction, organizational commitment, and organizational culture 
of the employees of the Department of Community and Village Empowerment in Fifty Cities Regency, the 
distribution is normal. 
 
Multicollinearity Test 
 Multicollinearity test is useful to test whether the regression model found a correlation between 
independent variables. A good regression model should not have a correlation between the independent 
variables if the independent variables are correlated then these variables are not orthogunal. Orthogunal 
variables are independent variables whose correlation value between independent variables = 0 (Ghozali, 2011). 
Multicollinearity can be seen fromtoleranceand Variance Inflation Factor (VIF). The way to find out whether 
there is a deviation in the multicollinearity test is to look at the Tolerance and VIF values of each independent 
variable, if the Tolerance value is > 0.10 and the VIF value is < 10 then the data is free from multicollinearity 
symptoms can be seen in Table 4. 

Table 4: 
Multicollinearity Test Results 

Coefficientsa 

Model 
Collinearity Statistics 

Tolerance VIF 

1 
Job satisfaction 0.882 1.134 

Organizational commitment 0.942 1.062 
Organizational culture 0.849 1.178 

a. Dependent Variable: OCB 
 Source: SPSS output results, 2021 
Based on the multicollinearity test in the table above, it can be seen that there is no relationship between 

the independent variables. 
 

Heteroscedasticity Test 
 The heteroscedasticity test aims to test whether in a regression model there is an inequality of variance 
from the residuals from one observation to another observation. If the variance from the residual of one 
observation to another observation remains, it is called a homokedastability and if different it is called 
heteroscedasticity. Detecting the presence of heteroscedasticity in this study used the Plott Graph (Scatter Plot) 
test. This test, if there is no clear pattern, such as points spread above and below the number 0 (zero) on the Y 
axis, then there is no heteroscedasticity. The test results can be seen in Figure 1. 

Figure 4.1: 
Heteroscedasticity Test Results 
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In Figure 1 it can be seen that there is no clear pattern and the points spread above and below the 
number 0 on the Y axis. The spread of data points does not form a wavy pattern that widens then narrows and 
widens again. The distribution of data points is also not patterned, so this shows that the data in this study does 
not occur heteroscedasticity. 

 
Research Hypothesis Test 
Multiple Linear Regression Analysis 
 In testing the hypothesis of this study, multiple linear regression was used, which aims to determine 
how much influence several independent variables have on the dependent variable. Multiple regression analysis 
was performed by comparing tcountwith ttable and sig value with = 0.05. In detail the results of multiple 
regression testing can be seen in Table 5. 

Table 5: 
Multiple Regression Equation 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 26,982 8,240  3.274 .002 

Job satisfaction . 509 .089 .617 5.701 .000 
Organizational 
commitment .344 .095 .445 3,614 .001 

Organizational culture .236 . 089 .273 2,665 .009 
a. Dependent Variable: Y     

 Source: SPSS Output Results (year 2021) 
 
From table 5 above, the form of the regression equation model for the effect of job satisfaction, 

organizational commitment, organizational culture on OCB of employees at the Community and Village 
Empowerment Service of Lima Puluh Kota Regency is as follows: 

Y = 26,982+ 0.509(X1) + 0.344(X2) + 0.236(X3) 
 Based on the above equation it can be explained that: 
a. From the above equation it can be seen that there is a constant value of 26,982 which means that if job 

satisfaction, organizational commitment, organizational culture is zero, then the value of the OCB 
variable is at 26,982. This means that the variables of job satisfaction, organizational commitment, 
organizational culture contribute to the increase in OCB of the employees of the Community and 
Village Empowerment Service of Lima Puluh Kota Regency. 

b. The value of the regression coefficient of job satisfaction is positive 0.509. This means that if job 
satisfaction increases by one unit, it will result in an increase in OCB of 0.509 unit.  

c. The value of the organizational commitment regression coefficient is positive, namely 0.344. This 
means that if organizational commitment increases by one unit, it will result in an increase in employee 
OCB by 0.344 unit.  

d. The value of the organizational culture regression coefficient is positive, namely 0.236. This means that 
if the organizational culture increases by one unit, it will result in an increase in employee OCB by 
0.236 unit. 

 
Statistical test t test and F . test 
 (t test) 

This (partial) t test is intended to determine the effect of partially (individual) job satisfaction, 
organizational commitment and organizational culture on employee OCB. Fifty Cities Regency Community and 
Village Empowerment Service. From table 4.15, a partial test (t test) of each causal variable (independent) can 
also be carried out on the effect variable (bound) as follows: 

Hypothesis Testing 1 
 The first hypothesis put forward, that Job satisfaction partially has a positive effect on employee OCB. 
Based on the results of the analysis of the t test, it is known that the significance level of the job satisfaction 
variable is 0,000 < of the significance value (0.05). Thus Ho is rejected and Ha is accepted. So that the 
alternative hypothesis proposed in this study is accepted, meaning that there is a significant negative effect 
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between job satisfaction on the OCB of the employees of the Community and Village Empowerment Service of 
Lima Puluh Kota Regency. 

Hypothesis Testing 2 
 The second hypothesis proposed is that organizational commitment partially has a positive effect on 
employee OCB. Based on the results of the analysis of the t test, it is known that the significance level of the 
organizational commitment variable is 0,001 < of the significance value (0.05). Thus Ho is rejected and Ha is 
accepted. So that the alternative hypothesis proposed in this study is accepted, meaning that there is a significant 
positive effect between organizational commitment to the OCB of the employees of the Community and Village 
Empowerment Service of Lima Puluh Kota Regency. 

Hypothesis Testing 3 
  The third hypothesis proposed is that organizational culture partially positive effect on OCB. Based on 
the results of the analysis of the t test, it is known that the significance level of the organizational culture 
variable is 0,009 < of the significance value (0.05). Thus Ho is rejected and Ha is accepted. So that the 
alternative hypothesis proposed in this study is accepted, meaning that there is a significant positive influence 
between organizational culture on the OCB of employees of the Community and Village Empowerment Service 
of Lima Puluh Kota Regency. 
 
F test (simultaneous) 

The F test (feasibility of the model) is intended to determine the effect of the independent variables 
simultaneously (together) on the dependent variable. From table 4.13, it is also possible to perform a 
simultaneous test (F test) of the independent variables together on the dependent variable. 
1. Hypothesis Testing 4  

Job satisfaction, organizational commitment, and organizational culture together have a positive effect 
on employee OCB. Based on the results of the analysis of the F test, it is known that the significance level of the 
variables of job satisfaction, organizational commitment, and organizational culture is 0.000 <0.05. Thus Ho is 
rejected and Ha is accepted. So that the alternative hypothesis proposed in this study is accepted, meaning that 
there is a jointly significant influence between job satisfaction, organizational commitment, and organizational 
culture on OCB employees of the Community and Village Empowerment Service of Lima Puluh Kota Regency. 
As can be seen in table 6 below: 

Table 6: 
F . Test Results 

ANOVAb 
Model Sum of Squares df Mean Square F Sig. 
1 Regression 813,367 3 406,684 883,625 .000a 

Residual 15,188 43 .460   
Total 828,556 46    

a. Predictors: (Constant), X3, X2, X1    
b. Dependent Variable: Y     

 Source: SPSS Output Results (year 2021) 
 

Coefficient of Determination (Adjusted R Square) 
 The Coefficient of Determination aims to see or measure how far the model's ability to explain the 
variation of the independent variable, where the value of R squareused for research with 2 variables and the 
value of Adjusted R Square is used for research with more than 3 variables. The value of the coefficient of 
determination in this study was taken from the value of Adjusted R Square which can be seen in table 7. 

Table 7: 
R Square Test Results 

Model Summaryb 

Model R R Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 
1 .991a .982 .981 .67841 
a. Predictors: (Constant), X3, X1, X2  
b. Dependent Variable: Y   
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 Source: SPSS Data Processing Results (Year 2021) 
 

 Based on the analysis results Adjusted R square is 0,981this means that 98.1% of employees' OCB is 
influenced by the independent variables of job satisfaction, organizational commitment and organizational 
culture. While the remaining 1.9% is influenced by other variables outside the model. 

 
Discussion 
 The discussion of the research results is intended to explain and interpret the research results. 
 
Influence Job Satisfaction with Organizational Behavior Citizenship (OCB) Employees 
of the Community and Village Empowerment Service of Lima Puluh Kota Regency 

The results of this study indicate that job satisfaction has a significant positive effect on organizational 
behavior citizenship (OCB) for the employees of the Community and Village Empowerment Service of Lima 
Puluh Kota Regency. This indicates that job satisfaction determines organizational behavior citizenship (OCB) 
employees of the Community and Village Empowerment Service of Lima Puluh Kota Regency. This means that 
the better and higher the job satisfaction of employees in the agency, it will increase the employee's 
organizational citizenship behavior (OCB). 
  From the results of this study, it can be seen that the job satisfaction variable has a coefficient of 
0.509which means that job satisfaction has a greater influence than other variables. This indicates that job 
satisfaction can play a role in improving employee organizational behavior citizenship (OCB). If the Department 
of Community and Village Empowerment of Lima Puluh Kota Regency wants to improve employee 
organizational behavior citizenship (OCB), it must increase employee job satisfaction in the agency. 

This is in line with the opinion of Robbins (2015) the term job satisfaction refers to the general attitude 
of an individual towards the work he does. A person with a high level of job satisfaction shows a positive 
attitude towards the job, while someone who is dissatisfied with his job shows a negative attitude towards the 
job. 

The results of this study are in line with the research of Mahendra (2009) Mohammad, Farzana (2011) 
which shows that job satisfaction has a positive and significant effect on employee organizational citizenship 
behavior (OCB). (Astri, 2017) the results of his research also show that job satisfaction has a significant effect 
on employee organizational behavior citizenship (OCB). So it can be concluded that job satisfaction has a 
significant effect on the OCB of the employees of the Community and Village Empowerment Service of Fifty 
Cities Regency. 

 
Influence Organizational Commitment to Organizational Behavioral Citizenship (OCB) 
Employees of the Community and Village Empowerment Service of Lima Puluh Kota 
Regency . 

The results of this study indicate that organizational commitment has a significant positive effect on 
organizational behavior citizenship (OCB) employees of the Community and Village Empowerment Service of 
Lima Puluh Kota Regency. This indicates that the organizational commitment of employees determines 
organizational behavior citizenship (OCB) of the employees of the Community and Village Empowerment 
Service of Lima Puluh Kota Regency. This means that the better the organizational commitment of the 
employees in the agency, the better the employee's organizational citizenship behavior (OCB). 

From the results of this study, it can be seen that the work organization commitment variable has a 
coefficient of 0.344which means that work organization commitment has a great influence. This indicates that 
organizational commitment can play a role in improving employee organizational behavior citizenship (OCB). 
If the Department of Community and Village Empowerment of Lima Puluh Kota Regency wants to improve 
employee organizational behavior citizenship (OCB), it must increase employee organizational commitment in 
the agency. 

 This is in line with the opinion of Gibson (1997) is the identification of a sense of involvement, loyalty 
shown by workers to the organization or organizational unit. Commitment is shown in an attitude of acceptance, 
a strong belief in the values and goals of the organization, and a strong drive to maintain membership in the 
organization in order to achieve organizational goals. Modway, Steer, & Porter in Wahyuningsih (2017) define 
organizational commitment as how far the level of a worker in identifying himself in the organization and his 
involvement in an agency. Robbins and Judge (2015) define commitment as a condition in which an individual 
sided with the agency and its goals and desires to maintain its membership in the agency. 

The results of this study are in line with research (Wahyuningsih (2009) Yohanas Oemar (2013) which 
shows that organizational commitment has an effect on employee organizational citizenship behavior (OCB). 
The results also show that organizational commitment has a significant effect on employee organizational 
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citizenship behavior (OCB). it can be concluded that organizational commitment has a significant effect on the 
OCB of the employees of the Community and Village Empowerment Service in the District of Lima Puluh 
Kota. 
Influence Influence Organizational Culture on Organizational Behavior Citizenship 
(OCB) Employees of the Community and Village Empowerment Service of Lima Puluh 
Kota Regency. 

The results of this study indicate that organizational culture has a significant positive effect on 
organizational behavior citizenship (OCB) employees of the Community and Village Empowerment Service of 
Lima Puluh Kota Regency. This indicates that organizational culture determines organizational behavior 
citizenship (OCB) employees of the Community and Village Empowerment Service of Lima Puluh Kota 
Regency. This means that the better and better the organizational culture of employees in an agency, the better 
the organizational behavior citizenship (OCB) of employees. 

From the results of this study, it can be seen that the organizational culture variable has a coefficient of 
0.236which means that organizational culture has a great influence. This indicates that organizational culture 
can play a role in improving employee organizational behavior citizenship (OCB). If the Lima Puluh Kota 
Regency Community and Village Empowerment Service wants to improve employee organizational behavior 
citizenship (OCB), it must create a good organizational culture in the agency. 

 This is in line with the opinion of According to (Badriah, 2015)organizational culture is a pattern of 
assumptions discovered or developed by a group of people as they learn to solve problems, adapt to the external 
environment, and integrate with the internal environment. Andrew Brown in(Badryah, 2015), defines 
organizational culture as a learned pattern of beliefs, values, and ways of dealing with experiences that have 
been developed throughout the history of the organization which manifests in the material arrangements and 
behavior of organizational members. 

The results of this study are in line with the research of Yohanas Oemar (2013) which shows that there 
is a significant negative influence between organizational culture on organizational behavior citizenship (OCB) 
employees. So it can be concluded that organizational culture has a significant effect on the OCB of the 
employees of the Community and Village Empowerment Service of Lima Puluh Kota Regency 

 
Effect of Job Satisfaction, Organizational Commitment, Organizational Commitment 
on Organizational behavior citizenship (OCB) Employees of the Community and 
Village Empowerment Service of Fifty Cities Regency. 

The results of this study indicate that job satisfaction, organizational commitment, organizational 
culture together have a significant influence on organizational behavior citizenship (OCB) employees of the 
Community and Village Empowerment Service of Lima Puluh Kota Regency. This indicates that job 
satisfaction, organizational commitment, organizational culture determine the organizational behavior 
citizenship (OCB) of the employees of the Community and Village Empowerment Service of Lima Puluh Kota 
Regency. This means that job satisfaction, organizational commitment, organizational culture, will increase 
employee organizational citizenship behavior (OCB). 

This is in line with the research, Mahendra (2009) Farzana (2011) (Wahyuningsih (2009), Yohanas 
Oemar (2013) which shows that the results show that there is a significant influence between job satisfaction, 
organizational commitment and organizational culture on organizational behavior citizenship (OCB). So it can 
be concluded that the hypothesis of this research, namely job satisfaction, organizational commitment and 
organizational culture simultaneously have a significant effect on the OCB of the employees of the Community 
and Village Empowerment Service of Lima Puluh Kota Regency. 

 
Conclusions and suggestions 

 Based on the results of testing and discussing the hypotheses described in the previous chapter, some 
conclusions can be drawn as follows: 

1. Job satisfaction has a positive influence on organizational behavior citizenship (OCB) employees of the 
Community and Village Empowerment Service of Lima Puluh Kota Regency. This means that 
employee organizational behavior citizenship (OCB) will increase if employee job satisfaction in high 
institutions is for employees and leaders, so as to be able to provide encouragement to employees in 
improving organizational behavior citizenship (OCB), thus the first hypothesis (H1) is accepted. . 

2. Organizational commitment has a positive influence on organizational behavior citizenship (OCB) 
employees of the Community and Village Empowerment Service of Lima Puluh Kota Regency. This 
means that organizational behavior citizenship (OCB) of employees will increase if the organizational 
commitment is good so that they are able to provide morale to employees in carrying out their work. 
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The better the organizational commitment of employees in the agency, the lower the organizational 
behavior citizenship (OCB) of employees in carrying out their work in the agency, thus the second 
hypothesis (H2) is accepted. 

3. Organizational culture has a positive influence on organizational behavior citizenship (OCB) 
employees of the Department of Community and Village Empowerment in Lima Puluh Kota Regency. 
This means that Organizational behavior citizenship (OCB) of employees will increase if the 
organizational culture of employees is high, it will increase organizational behavior citizenship (OCB) 
at work, thus making employees become enthusiastic in doing a good job. Thus, the third hypothesis 
(H3) is accepted. 

4. Job satisfaction, organizational commitment, organizational culture together have an influence on 
organizational behavior citizenship (OCB) employees of the Community and Village Empowerment 
Service of Lima Puluh Kota Regency. From the ANOVA test, the significance probability value is 
0.000. The significance probability is less than 0.05, with a significance level of 0.000 as a result Ho is 
rejected and Ha is accepted. The variables of job satisfaction, organizational commitment and 
organizational culture together have an effect on organizational behavior citizenship (OCB) of the 
employees of the Community and Village Empowerment Service of Lima Puluh Kota Regency. 
Based on the results of the discussion analysis and some conclusions in this study, the suggestions that 

can be given through the results of this study in order to get better results, namely:  
1. Future researchers are expected to be able to examine other variables outside of this variable in order to 

obtain more varied results that can describe what things can affect organizational behavior citizenship 
(OCB) and it is recommended to expand the scope of research on the effect of job satisfaction, 
commitment organization, organizational culture on employee organizational behavior citizenship 
(OCB) used in this study.  

2. For job satisfaction, it is suggested to agencies to pay attention to job satisfaction of employees in the 
agency, because this will result in organizational behavior citizenship (OCB) of the agency. 

3. For organizational commitment, it is suggested to agencies to pay attention to employee organizational 
commitment in working by increasing organizational commitment to employees in the agency, because 
this will have an impact on increasing organizational behavior citizenship (OCB) and enthusiasm for 
work. 

4. For organizational culture, it is suggested for agencies to pay attention to the organizational culture of 
the agency by creating an organizational culture in the agency, because this will have an impact on 
employees if the agency feels that the organizational culture of employees in a good agency will have 
an impact on increasing employee organizational behavior citizenship (OCB). 

5. For the agency management is expected to pay attention to job satisfaction, organizational commitment 
to employees, and create a good organizational culture in the agency. Because to achieve better 
productivity and achievement of agency goals requires good organizational commitment and job 
satisfaction, good organizational culture, low organizational commitment to employees and agencies, 
and employee loyalty. When job satisfaction, organizational commitment, organizational culture, are 
given in a balanced way, the organizational behavior citizenship (OCB) of employees also increases. 
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