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Abstract 

Purpose: This study aims to analyze the direct and indirect effects 

of Quality of Work Life (QWL) and Organizational Citizenship 

Behavior (OCB) on employee performance, with work motivation 

as a mediating variable within the manufacturing industry context. 

Methodology: A quantitative approach was used involving 150 

permanent employees of PT Garuda Metalindo. Data were 

collected using a 1–5 Likert-scale questionnaire and analyzed 

using the Partial Least Squares Structural Equation Modeling 

(PLS-SEM) technique through SmartPLS 4. The measurement 

model, structural model, and mediation effects were evaluated to 

determine significance and explanatory power. 

Result: Findings show that QWL and OCB have positive and 

significant effects on employee performance. Both variables also 

significantly influence work motivation, which in turn positively 

affects performance. Work motivation partially mediates the 

influence of QWL and OCB on employee performance. The model 

explains 55.4% of employee performance variance and 71.9% of 

work motivation variance. 

Conclusion: Improving QWL and OCB directly enhances 

employee performance and indirectly strengthens performance 

through increased work motivation. These results confirm the 

importance of supportive work environments and voluntary 

employee behavior in improving organizational outcomes. 

Limitation: This study is limited to one manufacturing company 

and uses cross-sectional data, which may restrict generalizability 

and causal interpretation. 

Contribution: This research contributes by validating the 

mediating role of work motivation in the relationships between 

QWL, OCB, and performance, offering empirical insights for HR 

practitioners and manufacturing organizations to design strategies 

that improve employee motivation and performance. 
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1. Introduction 
The manufacturing industry is one of the main sectors supporting the Indonesian economy. In 2024, the 

manufacturing sector contributed 18.89% to the Gross Domestic Product (GDP) and became the largest 

contributor to national economic growth, accounting for 0.9% of Indonesia’s total economic growth of 

5.03% (Amila, 2025). This indicates that the manufacturing sector plays a strategic role in maintaining 

economic stability and growth. Therefore, the manufacturing industry’s performance must be 
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continuously improved to adapt to market dynamics and maintain its competitiveness amid increasingly 

intense global competition. 

 

Enhancing the performance of the manufacturing industry cannot be separated from the quality of 

human resources owned by a company. Human resources are a strategic asset and a key determinant of 

organizational success in achieving its objectives. Employees are an important investment that must be 

continuously developed to make optimal contributions to organizational productivity and effectiveness. 

The success of a company is largely determined by employee performance, which serves as an indicator 

of the extent to which human resources contribute to organizational progress, form the foundation for 

achieving goals, and act as the main determinant of organizational success (Handayani & Khairi, 2022; 

Pratama & Handayani, 2022; Widodo & Yandi, 2022).  

  

PT Garuda Metalindo Tbk (PT GM) operates in the manufacturing sector, with its primary products 

consisting of fasteners and engineered parts for various industrial needs in both the automotive and non-

automotive sectors. Established in 1982, PT GM has become a pioneer in Indonesia’s fastener industry, 

with a large production capacity and facilities located in three regions: Jakarta, Tangerang, and Bekasi. 

As a long-standing company, PT GM continues to maintain its product quality and competitiveness 

through improvements in operational performance and human resources. Increasing competition in the 

fastener industry requires PT GM to develop strategies to ensure that employee performance and 

productivity remain optimal, one of which is through conducting employee performance assessments. 

The employee performance results at PT GM are shown in Table 1. 

 

Table 1. Employee Performance Results 

Year Very Good (%) Good (%) Fair (%) Poor (%) Very Poor (%) 
2022 4,7 13,3 64,9 17,0 0,0 
2023 5,2 14,7 63,2 15,9 1,0 
2024 4,0 16,4 60,3 17,5 1,8 

Source: Processed Data, 2025 

 

Based on employee performance data over the past three years, there has been a noticeable fluctuation 

and a decline in employee performance in 2024 compared to the previous year. This can be observed 

from the decrease in the percentage of employees categorized as having very good performance, while 

the proportion of employees with poor and very poor performances increased. Although employee 

performance improved in 2023 compared to 2022, these findings indicate that efforts to enhance 

employee performance have not yet been fully optimized. Several internal factors potentially contribute 

to the decline in employee performance, including Quality of Work Life (QWL), Organizational 

Citizenship Behavior (OCB), and work motivation (Assa & Dachi, 2023; Lukito, 2020; Thakur & 

Sharma, 2019). These three factors play an important role in creating a healthy work environment, 

fostering work enthusiasm, and encouraging employees to contribute their best to the company. 

 

QWL reflects the extent to which a company can provide a high-quality work environment through 

comfort, working conditions, and supportive organizational policies, which ultimately enhance 

employee satisfaction and organizational effectiveness (Allam & Shaik, 2020; Cascio 2022). QWL is 

essential for companies to attract and retain quality employees, while for workers, it ensures well-being 

and comfortable working conditions that positively influence their psychological states (Angelia et al., 

2021). Previous studies have shown that the implementation of QWL has a positive effect on employee 

performance, meaning that the better the QWL, the better the employee performance (Riskawati et al., 

2023). 

 

OCB refers to voluntary behaviors exhibited by individuals in the workplace, both towards colleagues 

and the organization, which are reflected in adherence to company rules and policies, willingness to 

take on additional tasks, helping colleagues, and properly carrying out extra assignments given (Lukito, 

2020). OCB focuses not only on employees’ performance in carrying out their main tasks but also on 

their initiative to take on responsibilities beyond their job descriptions without expecting additional 

rewards to support organizational goals (Ali et al., 2022; Astaginy et al., 2022). OCB significantly 
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contributes to improving employee performance; the better the employees’ OCB, the higher their 

performance (Magdalena et al., 2022). 

 

Work motivation plays an essential role in fostering positive relationships and achieving optimal 

employee performance (Assa & Dachi, 2023). Motivation is crucial for ensuring that organizational 

goals are achieved. Motivated individuals tend to persist with their tasks for a longer period to reach 

their objectives (Robbins & Judge, 2015). A lack of motivation can lead to decreased performance, low 

enthusiasm at work, and frequent errors, which may result in increased operational costs for mistake 

correction (Daeli et al., 2024). Therefore, work motivation is important not only for directly supporting 

employee performance but also for indirectly acting as a mediator between QWL and OCB on employee 

performance. Previous studies have shown that work motivation successfully mediates the effects of 

QWL and OCB on employee performance (Farmi et al. 2020; Raharjo et al. 2022; Sari et al. 2024). 

When employees are motivated, they are encouraged to work productively and achieve better 

performance outcomes (Hapsari et al., 2024).  

 

Based on the above phenomena, inconsistencies exist in previous research findings regarding QWL, 

OCB, work motivation, and employee performance. Some studies have concluded that QWL does not 

significantly affect employee performance (Nadiroh & Rijianti, 2022). Other studies have found that 

OCB does not influence employee performance (Lukito, 2020). Several studies have also shown that 

work motivation does not affect employee performance (Assa & Dachi, 2023). Another study concluded 

that QWL does not affect employee performance and work motivation and that work motivation does 

not mediate the relationship between QWL and employee performance (Hapsari et al., 2024). 

 

These inconsistencies highlight the importance of conducting the present study to empirically examine 

and analyze the influence of QWL and OCB on employee performance, with work motivation as a 

mediating variable. Moreover, research examining work motivation as a mediator between QWL and 

OCB remains limited, particularly in the manufacturing sector, thereby offering new insights into the 

manufacturing industry, especially in the fastener sector. 

 

2. Literature review 
2.1. Employee Performance 

The term performance originates from job performance or actual performance, referring to the real 

achievements of an individual. Employee performance is defined as the result of work, both in quality 

and quantity, achieved by an employee in carrying out their duties in accordance with the 

responsibilities assigned to them (Mangkunegara, 2021). According to Sagita and Assa (2019), 

employee performance is the output produced by employees based on the tasks they have completed 

using their skills. Meanwhile, Setyaningsih et al. (2022) define employee performance as the work 

output produced by employees, both in quality and quantity, in executing tasks according to the 

responsibilities given by the organization, which must align with company expectations and meet 

established standards at both individual and organizational levels. Based on the definitions above, 

employee performance can be concluded as the result of employee efforts within a certain period, 

measured through quality and quantity, which serves as a benchmark for an organization’s achievement 

in meeting its goals. 

 

According to Akob (2016) in Budiasa (2021), several indicators constitute employee performance, 

including work quantity, work quality, knowledge, creativity, teamwork, initiative, and dependability.  

• Work Quantity: The volume of work that can be completed within a certain period. 

• Work Quality: The quality of work produced by employees. 

• Knowledge: Employees’ understanding of procedures and information related to their job. 

• Creativity: The ability to adapt to conditions and remain resilient in various work situations. 

• Teamwork: The ability to collaborate effectively with colleagues within the organization. 

• Initiative: The ability to generate ideas and concepts in the workplace. 

• Reliability: The ability to handle various working conditions and problems effectively.  
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2.2. Quality of Work Life (QWL) 

Quality of Work Life (QWL) refers to employees’ perceptions of their physical and psychological well-

being in the workplace, which includes providing opportunities for employees to participate in decision-

making related to their work, designing a conducive work environment, and ensuring a balance between 

work and personal lives. Its primary focus is on fostering joint involvement between employees and 

management in running the organization (Cascio, 2022). According to Kesti et al. (2023), QWL is a 

multidimensional concept that describes individuals’ perceptions and attitudes toward their work 

environment, including opportunities for self-development, utilization of talents and skills, 

compensation, impact on personal life, and overall workplace well-being. Agustina et al. (2022), state 

that QWL is a management system approach that functions to optimize and align human resource 

potential, aiming to simultaneously and sustainably fulfill the needs of both employees and the 

organization through effective leadership roles. Based on these expert views, it can be concluded that 

QWL is a management concept that emphasizes employees’ physical and psychological well-being by 

offering opportunities for participation in decision-making, developing skills, and balancing work and 

personal life, which ultimately enhances motivation, productivity, employee satisfaction, and long-term 

organizational sustainability.  

 

According to Cascio (2016) in Angelia and Soeharto (2020), several indicators constitute Quality of 

Work Life, including communication, conflict resolution, employee participation, equitable 

compensation, job security, and wellness. 

• Communication: Employees require clear communication regarding their authority and 

responsibilities. Through effective communication, employees receive accurate information. 

• Conflict Resolution: Employees are given opportunities to participate in resolving conflicts, whether 

occurring within the company or among colleagues, using transparent, honest, and fair approaches 

to resolution. This positively influences employees’ loyalty, dedication and motivation. 

• Employee Participation: Employees must participate in decision-making processes and the 

execution of tasks in accordance with their positions, authorities, and job roles. 

• Equitable Compensation: Every employee must receive fair, appropriate and sufficient 

compensation. Therefore, organizations need the skills to design and implement direct and indirect 

compensation systems and structures to improve employee well-being based on their job roles. 

• Job Security: A sense of security is essential. Thus, organizations should avoid unnecessary layoffs, 

appoint employees as permanent staff with clear responsibilities, and implement structured systems 

that allow employees to resign properly, particularly through retirement programs. 

• Wellness: Employees require support to maintain their health so that they can work effectively, 

efficiently, and productively. Companies can achieve this by establishing and managing health 

programs, recreational activities, and counseling and advisory services for employees.. 

 

2.3. Organizational Citizenship Behavior (OCB) 

Organizational Citizenship Behavior (OCB) is a unique aspect of employee performance that 

contributes to organizational development, where employees are willing to go beyond their primary job 

duties. This includes cooperating with colleagues, providing support, offering suggestions, participating 

actively, delivering additional services to customers, and utilizing work time effectively (Siswadi et al. 

2023). According to Hermanto et al. (2024), OCB refers to employee behavior aimed at enhancing 

organizational effectiveness without neglecting the productivity goals of each individual employee. 

Hermawan et al. (2024) define OCB as voluntary behavior that exceeds formal job requirements and is 

not directly tied to compensation or rewards, whereby employees add value to their work and the 

organization and contribute to operational effectiveness, even though such efforts are not explicitly 

recognized in the reward system. Based on these expert perspectives, it can be concluded that OCB is 

a voluntary behavior performed by employees that goes beyond formal obligations and is not directly 

associated with reward systems. Through such behavior, employees actively contribute to 

organizational effectiveness by cooperating with others, offering support, providing suggestions, and 

performing additional tasks that support operational efficiency and organizational growth without 

supervision or coercion. 
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According to Organ (1977) in Haass et al. (2023), several indicators constitute Organizational 

Citizenship Behavior, including civic virtue, altruism, conscientiousness, and sportsmanship. 

• Civic Virtue: Behaviors that reflect a tendency to participate in the social life of an organization. 

This may include participating in organizational political processes, voicing opinions, addressing 

work-related issues during personal time, participating in organizational events, attending meetings, 

and being involved in organizational affairs. 

• Altruism: Actions that involve helping coworkers complete their tasks, particularly in challenging 

situations. Examples include assisting colleagues with heavy workloads, helping coworkers who are 

absent, and supporting new employees in adapting to their jobs. 

• Conscientiousness: Behaviors demonstrated by employees who perform their duties beyond 

organizational expectations or role requirements, such as working overtime for organizational 

benefit, refraining from requesting additional breaks or leave, and using their work time effectively. 

• Sportsmanship: Behaviors characterized by patience when facing unavoidable workplace issues 

without complaining, refraining from expressing a desire to leave the organization when 

encountering problems, and avoiding exaggerating difficulties and challenges.. 

 

2.4. Work Motivation 

Work motivation is the internal and external energy that drives employees to work optimally, with 

enthusiasm and persistence, to achieve company goals effectively (Adinda et al., 2023). According to 

Haryadi and Yopi (2024), work motivation is defined as the encouragement that drives employees to 

carry out work activities, functioning as a force that increases productivity and motivates them to work 

harder to achieve organizational objectives. Meanwhile, Daeli et al. (2024) described work motivation 

as a psychological condition that drives, directs, and sustains an individual's behavior in completing 

tasks and goals related to their work. Based on the expert opinions above, it can be concluded that work 

motivation is an individual’s internal and external drive that directs and maintains employee behavior 

in accomplishing their tasks, ultimately enhancing productivity and work effectiveness, so that 

organizational goals can be achieved. 

 

According to Mangkunegara (2018) in Fransiska and Tupti (2020), several indicators constitute work 

motivation, including hard work, future orientation, high aspirations, task and goal orientation, efforts 

for self-development, perseverance, and time management. 

• Hard Work: Carrying out tasks to the fullest extent of one’s abilities. 

• Future Orientation: Predicting and planning future events. 

• High Aspirations: Having strong enthusiasm and major goals to achieve better outcomes. 

• Task and Goal Orientation: Maintaining focus on achieving optimal work results. 

• Efforts for Self-Development: Engaging in various activities to achieve desired goals. 

• Perseverance: Completing work with dedication, seriousness, and consistency. 

• Time Management: Effectively utilizing time to complete tasks. 

 

2.5. Conceptual Framework 

Based on the previous explanations, the conceptual framework or research model is illustrated in figure 

below. 
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Figure 1. Conceptual Framework 

Source: Processed Data, 2025 

 

Hypotheses: 

H1: Work Life affects employee performance 

H2: Organizational Citizenship Behavior has affects employee performance 

H3: Quality of Work Life has an effect on work motivation 

H4: Organizational Citizenship Behavior has affects work motivation 

H5: Work motivation affects employee performance 

H6: Work motivation mediates the effect of Quality of Work Life on employee performance 

H7: Work motivation mediates the effect of Organizational Citizenship Behavior on employee 

performance 

 

3. Research methodology 

This study employed a quantitative research method with a population consisting of permanent 

employees at PT GM. The sample was selected using a probability sampling technique, providing each 

member of the population with an equal opportunity to be included as a respondent (Sugiyono, 2024). 

The total sample size is 150 respondents, determined using Hair’s formula, which recommends a 

minimum of 5–10 respondents for each indicator variable (Farmi et al., 2020). The research instrument 

consisted of a questionnaire using a 1–5 Likert scale, and all items were presented in the form of positive 

statements. Data were analyzed using the Partial Least Squares structural equation modeling (PLS-

SEM) technique with the assistance of SmartPLS version 4.0.9.9.  

 

The operational definitions of the variables in this study are as follows. 

1. Employee Performance (Y) 

Indicators: work quantity, work quality, knowledge, creativity, cooperation, initiative, and 

reliability. 

2. Quality of Work Life (X1) 

Indicators: communication, conflict resolution, employee participation, equitable compensation, job 

security, and wellness. 

3. Organizational Citizenship Behavior (X2 

Indicators: Civic virtue, altruism, conscientiousness, and sportsmanship. 

4. Work Motivation (Z) 

Indicators: hard work, future orientation, high aspirations, task and goal orientation, effort to grow, 

perseverance, and time management. 
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4. Results and discussion 
4.1. Measurement Model 

4.1.1. Validity Test 

The results of the validity tests are shown in Figure 2. 

 
Figure 2. Indicator Loading Results 

Source: Processed Data, 2025 

 

Based on Figure 2, all items have outer loading values of ≥ 0.708. Referring to Hair et al. (2021), an 

outer loading value of ≥ 0.708 is strongly recommended; therefore, it can be concluded that all the items 

in this study are valid. 

 

4.1.2. Reliability Test 

The results of the reliability tests are presented in Table 2. 

 

Table 2. Reliability Test Results 

 Cronbach’s Alpha 

Employee Performance 0,895 

Work Motivation 0,899 

OCB 0,847 

QWL 0,838 

Source: Processed Data, 2025 

 

Based on Table 2, all variables have Cronbach’s alpha values ranging from 0.7 to 0.9, which meets the 

reliability criteria recommended by Hair et al. (2021). Thus, all four variables in this study were declared 

reliable. 

 

4.1.3. Convergent Validity Test 

The results of the convergent validity test (AVE) are shown in Table 3. 

 

Table 3. Convergent Validity Test Results 

 Average Variance Extracted (AVE) 

Employee Performance 0,615 

Work Motivation 0,623 

OCB 0,685 

QWL 0,552 

Source: Processed Data, 2025 
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Based on Table 3, all variables have AVE values ≥ 0.50, which meets the AVE criteria recommended 

by Hair et al. (2021). Therefore, all the constructs in this study adequately represented their respective 

latent variables. 

 

4.1.4. Discriminant Validity Test 

The results of the discriminant validity test (HTMT) are shown in Table 4. 

 

Table 4. Discriminant Validity Test Results 

 Employee Performance Work Motivation OCB QWL 

Employee Performance     

Work Motivation 0,769    

OCB 0,779 0,887   

QWL 0,730 0,839 0,810  

Source: Processed Data, 2025 

 

Based on Table 4, all HTMT values are below 0.90, indicating compliance with the HTMT criteria 

recommended by Hair et al. (2021). Thus, each construct in this study can be empirically distinguished 

from the other constructs in the model. 

 

4.2. Structural Model 

4.2.1. Collinearity Test 

The results of the collinearity test (VIF) are shown in Table 5. 

 

Table 5. Collinearity Test Results 

 VIF 

KK1 2,060 

KK2 1,761 

KK3 1,965 

KK4 2,673 

KK5 1,808 

KK6 2,515 

KK7 1,944 

OCB1 1,793 

OCB2 2,576 

OCB3 2,228 

OCB4 1,759 

MK1 2,299 

MK2 3,666 

MK3 3,293 

MK4 2,318 

MK5 1,964 

MK6 3,000 

MK7 2,116 

QWL1 1,556 

QWL2 1,526 

QWL3 1,531 

QWL4 1,951 

QWL5 2,070 

QWL6 1,932 

Source: Processed Data, 2025 

 

Based on Table 5, all VIF values are below 5.0, meeting the VIF criteria recommended by Hair et al. 

(2021). Therefore, it can be concluded that all indicators are free of multicollinearity issues. 
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4.2.2. R² Test 

The results of the R² test are listed in Table 6. 

 

Table 6. R² Test Results 

 R Square 

Employee Performance 0,554 

Work Motivation 0,719 

Source: Processed Data, 2025 

 

Based on Table 6, the employee performance variable has an R² value of 0.554, indicating that QWL, 

OCB, and work motivation collectively explain 55.4% of the variance in employee performance, while 

the remaining 44.6% is influenced by other factors outside this study’s research model. The work 

motivation variable has an R² value of 0.719, meaning that QWL and OCB explain 71.9% of the 

variance in work motivation, with the remaining 28.1% explained by other factors not included in this 

model. 

 

4.3. Hypothesis Testing 

Hypothesis testing in this study was carried out using the bootstrapping method in SmartPLS to 

determine the significance of the relationships among the latent variables. The criteria used are as 

follows: a hypothesis is accepted if the t-statistic value is > 1.96 and the p-value is < 0.05. Conversely, 

the hypothesis is rejected if the t-statistic is < 1.96 and the p-value is > 0.05. This test can identify 

whether the variables in the research model have significant direct or indirect effects in accordance with 

the proposed hypotheses. 

 

Table 7. Hypothesis Testing Results 

Hypothesis 

Original 

Sample 

(O) 

Sample 

mean 

(M) 

Standard 

deviation 

(STDEV) 

T statistics 

(|O/STDEV|) 

P 

values 
Description 

H1: QWL→KK 0,211 0,211 0,080 2,643 0,008 Accepted 

H2: OCB→KK 0,316 0,316 0,096 3,275 0,001 Accepted 

H3: QWL→MK 0,369 0,373 0,067 5,524 0,000 Accepted 

H4: OCB→MK 0,526 0,525 0,067 7,796 0,000 Accepted 

H5: MK→KK 0,290 0,303 0,109 2,659 0,008 Accepted 

H6: QWL→MK→KK 0,107 0,113 0,046 2,319 0,020 Accepted 

H7: OCB→MK→KK 0,152 0,159 0,061 2,480 0,013 Accepted 

Source: Processed Data, 2025 

 

4.4. Discussion 

4.4.1. Quality of Work Life affects Employee Performance 

The hypothesis testing results show a t-statistic value of 2.643 > 1.96 with a p-value of 0.008 < 0.05, 

indicating that the first hypothesis is supported. This indicates that Quality of Work Life (QWL) has a 

positive and significant effect on employee performance. This finding is consistent with Handayani and 

Khairi (2022), who found that a higher quality of work life leads to improved employee performance. 

Similarly, Riskawati et al. (2023) reported that employee performance increases with improvements in 

perceived QWL. 

 

4.4.2. Organizational Citizenship Behavior affects Employee Performance 

The hypothesis testing results show a t-statistic value of 3.275 > 1.96 with a p-value of 0.001 < 0.05, 

confirming that the second hypothesis is accepted. Organizational Citizenship Behavior (OCB) has a 

positive and significant effect on employee performance. This aligns with Astaginy et al. (2022), who 

found that stronger OCB within an organization leads to higher employee performance. Similar findings 

were reported by Hidayat and Tannady (2023), who explained that employee performance improves 

when employees consistently practice OCB in their daily work activities. 
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4.4.3. Quality of Work Life affects Work Motivation 

The hypothesis testing results show a t-statistic value of 5.524 > 1.96 with a p-value of 0.000 < 0.05, 

indicating that the third hypothesis is supported. QWL has a positive and significant effect on WM. 

This finding supports the study of Farmi et al. (2020), who stated that the quality of work life 

significantly enhances intrinsic employee motivation. Likewise, Hadi et al. (2022) found that work 

motivation increases as employees experience an improved quality of work life. 

 

4.4.4. Organizational Citizenship Behavior affects Work Motivation  

The hypothesis testing results show a t-statistic value of 7.796 > 1.96 with a p-value of 0.000 < 0.05, 

confirming that the fourth hypothesis is accepted. This means that OCB has a positive and significant 

effect on work motivation. Practically, this implies that strengthening aspects of OCB is highly effective 

in increasing employees’ work motivation. This result is consistent with Sari et al. (2024), who found 

that better OCB within an organization leads to higher work motivation. Similar conclusions were 

reached by Saputro (2021), who showed that employees’ work motivation improves when they exhibit 

OCB in their daily tasks. 

 

4.4.5. Work Motivation affects Employee Performance 

The hypothesis testing results show a t-statistic value of 2.659 > 1.96 with a p-value of 0.008 < 0.05, 

indicating that the fifth hypothesis is supported. Work motivation has a positive and significant effect 

on employee performance. This finding is consistent with Daeli et al. (2024), who demonstrated that 

higher work motivation leads to improved employee performance. Similarly, Marinda et al. (2024) 

found that employee performance increases as employees’ work motivation increases. 

 

4.4.6. Work Motivation Mediates the Effect of Quality of Work Life on Employee Performance 

The hypothesis testing results indicate that work motivation functions as a mediating variable in the 

effect of Work Life (QWL) on employee performance at PT GM. This is evidenced by the p-value of 

0.020 < 0.05 and the t-statistic value of 2.319 > 1.96. These findings confirm that work motivation 

strengthens the relationship between QWL and employee performance, meaning that the better the 

employees’ perceived QWL, the higher their motivation, ultimately resulting in improved performance. 

Based on these results, work motivation acts as a partial mediator, as QWL influences employee 

performance both directly and indirectly through work motivation. 

 

Previous studies by Raharjo et al. (2022) found that QWL affects employee performance through work 

motivation, where motivation serves as an essential factor linking employees’ perceptions of their work 

environment to their performance outcomes. Similarly, Farmi et al. (2020) reported that QWL positively 

affects employee performance, both directly and indirectly, through motivation. This means that 

motivation is an important driving factor that bridges employees’ perceptions of their work environment 

and the performance they deliver. Therefore, the findings at PT GM support previous research and 

reinforce that a good quality of work life enhances employee performance not only directly but also 

through increased work motivation as a partial mediator. 

 

4.4.7. Work Motivation Mediates the Effect of Organizational Citizenship Behavior on Employee 

Performance 

The hypothesis testing results show that work motivation serves as a mediating variable in the effect of 

Organizational Citizenship Behavior (OCB) on employee performance at PT GM. This is demonstrated 

by a p-value of 0.013 < 0.05 and a t-statistic of 2.480 > 1.96. These findings confirm that work 

motivation strengthens the relationship between OCB and employee’s performance. In other words, the 

higher the level of OCB exhibited by employees—such as helping coworkers, showing loyalty to the 

organization, maintaining a positive attitude, and caring about the work environment the higher their 

work motivation, which subsequently enhances their performance. Based on these results, work 

motivation acts as a partial mediator, as OCB influences performance both directly and indirectly by 

increasing work motivation. 

 

Previous research by Sari et al. (2024) also emphasized that work motivation plays an important role in 

strengthening the effect of OCB on performance. Employees with higher motivation tend to display 
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stronger organizational citizenship behaviors, which, in turn, contribute positively to their performance. 

Thus, the findings at PT GM are consistent with earlier studies and reinforce that good OCB enhances 

performance not only directly but also indirectly through increased work motivation as a partial 

mediator. 

 

5. Conclusions 
5.1. Conclusion 

Based on the results of the data analysis and hypothesis testing using the bootstrapping method in 

SmartPLS, all hypotheses proposed in this study were accepted. This is indicated by t-statistic values 

greater than 1.96 and p-values less than 0.05 for all relationships between the variables. These results 

indicate that quality of work life and organizational citizenship behavior have a positive and significant 

effect on employee performance. In addition, both variables had a positive and significant effect on 

work motivation. Work motivation has a positive and significant effect on employee performance. 

Furthermore, work motivation acts as a mediating variable that strengthens the influence of quality of 

work life and organizational citizenship behavior on employee performance. Thus, it can be concluded 

that improving the quality of work life and organizational citizenship behavior, both directly and 

through increased work motivation, collectively contributes to enhancing employee performance at PT 

GM. This study also shows that QWL, OCB, and work motivation explain only 55.4% of the variation 

in employee performance. Therefore, future research should examine other factors to obtain a more 

comprehensive picture of the determinants that influence employee performance. 

 

5.2. Suggestions 

Based on the findings of this study, several practical recommendations can be proposed. First, the 

company should continue to strengthen Quality of Work Life (QWL) by improving work facilities, 

ensuring job security, and creating a supportive work environment that enhances employees’ comfort 

and well-being. Second, management is encouraged to actively foster Organizational Citizenship 

Behavior (OCB) by recognizing and appreciating voluntary behaviors, promoting teamwork, and 

building a culture that encourages employees to contribute beyond their formal responsibilities. Third, 

work motivation must be continuously enhanced through clear career development paths, fair reward 

systems, and transparent communication to ensure employees remain engaged and committed. For 

future researchers, expanding the scope beyond one company and using longitudinal or mixed-method 

approaches is recommended to capture a broader understanding of the relationships between QWL, 

OCB, motivation, and performance. Investigating additional mediating or moderating variables such as 

organizational culture or leadership style may also provide deeper insights for theory development and 

practical applications. 

 

References 
Adinda, T. N., Firdaus, M. A., & Agung, S. (2023). Pengaruh Motivasi Kerja dan Disiplin Kerja 

Terhadap Kinerja Karyawan. Indonesian Journal of Innovation Multidisipliner Research, 1(3), 

134–143. https://doi.org/10.31004/ijim.v1i3.15 

Agustina, R., Yusuf, M., Sutiyan, O. S. J., Ardianto, R., & Norvadewi. (2022). Employee Performance 

Mediated Quality of Work Life Relationship Satisfaction On The Job and Organizational 

Commitment. Jurnal Darma Agung, 30(2), 589–605. https://doi.org/10.46930/ojsuda.v30i2 

Ali, H., Sastrodiharjo, I., & Saputra, F. (2022). Pengukuran Organizational Citizenship Behavior: Beban 

Kerja, Budaya Kerja dan Motivasi (Studi Literature Review). Jurnal Ilmu Multidisplin, 1(1), 83–

93. https://doi.org/10.38035/jim.v1i1.16 

Allam, Z., & Shaik, A. R. (2020). A study on Quality of Work Life Amongst Employees Working in 

the Kingdom of Saudi Arabia. Management Science Letters, 10(6), 1287–1294. 

https://doi.org/10.5267/j.msl.2019.11.029 

Amila, N. (2025). Kontribusi Industri Manufaktur ke PDB Capai 18,98 Persen pada 2024. 

https://www.pajak.com/ekonomi/kontribusi-industri-manufaktur-ke-pdb-capai-1898-persen-

pada-2024/ 

Angelia, I. N., Ds, T. N. E., & Yuniasanti, R. (2021). Sains Humanika Literature Review: Quality of 

Work Life in the 5.0 Era. Sains Humanika, 13(2–3), 35–38. https://doi.org/10.11113/sh.v13n2-

https://doi.org/10.31004/ijim.v1i3.15
https://doi.org/10.46930/ojsuda.v30i2
https://doi.org/10.38035/jim.v1i1.16
https://doi.org/10.5267/j.msl.2019.11.029
https://www.pajak.com/ekonomi/kontribusi-industri-manufaktur-ke-pdb-capai-1898-persen-pada-2024/
https://www.pajak.com/ekonomi/kontribusi-industri-manufaktur-ke-pdb-capai-1898-persen-pada-2024/
https://doi.org/10.11113/sh.v13n2-3.1911


2025 | Global Academy of Business Studies/ Vol 2 No 2, 151-163 

162 

3.1911 

Angelia, I. N., & Soeharto, T. N. E. D. (2020). Quality of Work Life di Era 5.0: Tinjauan Literatur. 

Prosiding Seminar Nasional 2020 Fakultas Psikologi UMBY, 116–129. 

https://ejurnal.mercubuana-yogya.ac.id/index.php/ProsidingPsikologi/article/view/1363 

Assa, A. F., & Dachi, A. (2023). Pengaruh Disiplin Kerja, Gaya Kepemimpinan, Dan Motivasi Kerja 

Terhadap Kinerja Karyawan B2N Digital Fotocopy. Komitmen: Jurnal Ilmiah Manajemen, 4(1), 

167–176. https://doi.org/10.15575/jim.v4i1.23740 

Astaginy, N., Wonua, A. R., Ismanto, & Kumalasari, K. (2022). Persepsi Dukungan 

Organisasi dan Organizational Citizenship Behavior Terhadap Kinerja Pegawai. 

Proceedings of the 1st Conference on Social, Politics, and Culture, 1, 66–73. 

https://ojs.literacyinstitute.org/index.php/iacseries/article/view/557 

Budiasa, I. K. (2021). Beban Kerja dan Kinerja Sumber Daya Manusia (1st ed.). Pena Persada. 

Cascio, W. F. (2022). Managing Human Resources (12th ed.). McGraw Hill. 

Daeli, H. P. D., Amzul, T. A. A., Purnomo, S. Y., Gunawan, L., Prihatni, A., & Gunawan, L. (2024). 

Pengaruh Kepemimpinan Transformasional, Budaya Organisasi, Dan Motivasi Kerja Terhadap 

Kinerja Karyawan di Perusahaan Manufaktur. Jurnal Tadbir Peradaban, 4(2), 404–419. 

https://doi.org/10.55182/jtp.v4i2.482 

Farmi, N., Apridar, A., & Bachri, N. (2020). Pengaruh Quality of Work Life Terhadap Kinerja 

Karyawan PT. Pos Indonesia (Persero) KPRK Lhokseumawe dengan Motivasi Intrinsik Dan 

Kepuasan Kerja Sebagai Variabel Intervening. Jurnal Manajemen Indonesia (J-MIND), 5(2), 84–

93. https://doi.org/10.29103/j-mind.v5i2.3437 

Fransiska, Y., & Tupti, Z. (2020). Pengaruh Komunikasi, Beban Kerja dan Motivasi Kerja Terhadap 

Kinerja Pegawai. Manegggio: Jurnal Ilmiah Magister Manajemen, 3(2), 224–234. 

https://doi.org/10.30596/maneggio.v3i2.5041 

Haass, O., Akhavan, P., Miao, Y., Soltani, M., Jan, T., & Azizi, N. (2023). Organizational Citizenship 

Behaviour on Organizational Performance: A Knowledge-Based Organization. Knowledge 

Management and E-Learning, 15(1), 85–102. https://doi.org/10.34105/j.kmel.2023.15.005 

Hadi, M. A., Wibowo, A., Wibowo, A. E., Jalil, M., & Adi, T. W. (2022). The Influence of Work 

Discipline, Quality of work life (QWL) and Work Environment on Work Motivation and Its 

Impact on the Performance of MSME Employees in Pasuruan Regency. Enrichment: Journal of 

Management, 12(4), 2792–2803. https://doi.org/10.35335/enrichment.v12i4.729. 

Hair, J. F., Hult, G. T. M., Ringle, C. M., Sarstedt, M., Danks, N. P., & Ray, S. (2021). Partial Least 

Squares Structural Equation Modeling (PLS-SEM) Using R (1st ed.). Springer Cham. 

https://doi.org/10.1007/978-3-030-80519-7 

Handayani, S., & Khairi, M. (2022). Study on the Role of Quality of Work Life and Leadership on 

Employee Performance. International Journal of Service Science, Management, Engineering, and 

Technology, 1(1), 24–27. https://ejournalisse.com/index.php/isse/article/view/6 

Hapsari, N. L. P. F., Purwanto, A., & Mas’ud, M. (2024). Pengaruh Quality Of Work Life dan Disiplin 

Kerja Terhadap Kinerja Pegawai yang Dimediasi Motivasi Kerja (Studi Pada Pegawai Bank BPD 

Bali Cabang Negara). JCI Jurnal Cakrawala Ilmiah, 3(6), 1991–2020. 

http://bajangjournal.com/index.php/JCI 

Haryadi, W., & Yopi, L. (2024). Analisis Motivasi dan Masa Kerja dalam Meningkatkan Produktivitas 

Kerja Karyawan (Studi Pada UD. Fajar Samudra Kabupaten Sumbawa). Jurnal Riset Dan Kajian 

Manajemen, 4(2), 270–280. https://doi.org/10.58406/samalewa.v4i2.1822 

Hermanto, Y. B., Srimulyani, V. A., & Pitoyo, D. J. (2024). The Mediating Role of Quality 

of Work Life and Organizational Commitment in the Link Between Transformational 

Leadership and Organizational Citizenship Behavior. Heliyon, 10(6). 

https://doi.org/10.1016/j.heliyon.2024.e27664 

Hermawan, F., Purnomo, H., Kusumastuti, D., Fitriana, R., Octaleny, E., Ie, M., & Sudadi. (2024). The 

role of transformational leadership, job satisfaction and organizational commitment on 

organizational citizenship behavior (OCB) of SMEs employees in the digital era. Journal of 

Infrastructure, Policy and Development, 8(7), 1–16. https://doi.org/10.24294/jipd.v8i7.5194 

Hidayat, W. G. P. A., & Tannady, H. (2023). Analysis of Organizational Citizenship Behavior (OCB) 

Variables, Work Stress, Work Communication, Work Climate Affecting Employee Performance 

and Turnover Intention at PT. Bank Tabungan Negara (Persero) Tbk. Cabang Gresik. 

https://doi.org/10.11113/sh.v13n2-3.1911
https://ejurnal.mercubuana-yogya.ac.id/index.php/ProsidingPsikologi/article/view/1363
https://doi.org/10.15575/jim.v4i1.23740
https://ojs.literacyinstitute.org/index.php/iacseries/article/view/557
https://doi.org/10.55182/jtp.v4i2.482
https://doi.org/10.29103/j-mind.v5i2.3437
https://doi.org/10.30596/maneggio.v3i2.5041
https://doi.org/10.34105/j.kmel.2023.15.005
https://doi.org/10.35335/enrichment.v12i4.729
https://doi.org/10.1007/978-3-030-80519-7
https://ejournalisse.com/index.php/isse/article/view/6
http://bajangjournal.com/index.php/JCI
https://doi.org/10.58406/samalewa.v4i2.1822
https://doi.org/10.1016/j.heliyon.2024.e27664
https://doi.org/10.24294/jipd.v8i7.5194


 

 

2025 | Global Academy of Business Studies/ Vol 2 No 2, 151-163 

163 

International Journal of Science, Technology & Management, 4(3), 688–696. 

https://doi.org/10.46729/ijstm.v4i3.834 

Kesti, R., Kanste, O., Konttila, J., & Oikarinen, A. (2023). Quality of working life of employees in 

public healthcare organization in Finland: A cross-sectional study. Nursing Open, 10(9), 6455–

6464. https://doi.org/10.1002/nop2.1896 

Lukito, R. (2020). Pengaruh Organizational Citizenship Behavior Terhadap Kinerja Karyawan Melalui 

Kepuasan Kerja Pada Produksi PVC di UD. Untung Jaya Sidoarjo. Agora, 8(2). 

https://media.neliti.com/media/publications/358381-pengaruh-organizational-citizenship-beha-

e506c3a2.pdf 

Magdalena, A., Hermawati, A., & Zulkifli. (2022). Analisis Pengaruh Quality of Work Life Terhadap 

Kinerja yang DiMediasi Organizational Citizenship Behavior. Journal of Innovation Research 

and Knowledge, 2(3), 711–724. https://doi.org/10.53625/jirk.v2i3.3128 

Mangkunegara, A. P. (2021). Manajemen Sumber Daya Manusia Perusahaan (15th ed.). Remaja 

Rosdakarya. 

Marinda, M. P., Kharismasyah, A. Y., Suyoto, & Zamakhsyari, L. (2024). Pengaruh 

Motivasi Kerja dan Organizational Citizenship Behavior (OCB) Terhadap Kinerja 

Karyawan dengan Reward Sebagai Variabel Mediasi. Derivatif: Jurnal Manajemen, 

18(1), 138–150. https://doi.org/10.24127/jm.v18i1.2038 

Nadiroh, L. K. A., & Rijianti, T. (2022). Pengaruh Kualitas Kehidupan Kerja, Kompetensi Kerja dan 

Knowledge Sharing Terhadap Kinerja Karyawan. Management Studies and Entrepreneurship 

Journal, 3(4), 2190–2199. https://doi.org/10.37385/msej.v3i4 

Pratama, M. F. A., & Handayani, W. P. P. (2022). Pengaruh Reward Dan Punishment Terhadap Kinerja 

Karyawan. Jurnal Sosial Ekonomi Bisnis, 2(2), 62–70. https://doi.org/10.55587/jseb.v2i2.46 

Raharjo, K. D., Rahmatika, D. N., & Suwandi. (2022). Pengaruh Komunikasi Internal, Quality of Work 

Life, dan Spiritualitas di Tempat Kerja Terhadap Kinerja Pegawai Melalui Motivasi Kerja (Studi 

Kasus pada Kantor Kementrian Agama Kabupaten Pekalongan). Jurnal Manajemen Sumber Daya 

Manusia, 15(2), 1–13. 

Riskawati, Kasran, M., & Sampetan, S. (2023). Pengaruh Quality of Work Life dan Kepuasan Kerja 

Terhadap Kinerja Karyawan. Jurnal Ilmiah Manajemen, Ekonomi, & Akuntansi (MEA), 7(1), 60–

71. https://doi.org/10.31955/mea.v7i1.2841 

Robbins, S. P., & Judge, T. A. (2015). Organizational Behavior (16th ed.). Salemba Empat. 

Sagita, D., & Assa, A. F. (2019). Pengaruh Kepuasan Kerja Dan Beban Kerja Terhadap Kinerja 

Karyawan PT. Airmas Perkasa. Jurnal Ilmiah Manajemen Bisnis, 19(2), 1–14. 

https://media.neliti.com/media/publications/462865-none-1f676eb3.pdf 

Saputro, R. (2021). Pengaruh Kepemimpinan Transformasional Dan OCB Terhadap Kinerja Karyawan 

Melalui Motivasi. Jurnal EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis Dan Akuntansi, 9(2), 

1103–1119. https://doi.org/10.35794/emba.v9i2.34270 

Sari, V., Batubara, S. S., & Insan, M. Y. (2024). Analisis Pengaruh Organizational Citizenship Behavior 

(OCB) Terhadap Kinerja Pegawai yang di Mediasi oleh Motivasi di PT. Permodalan Nasional 

Madani (PNM) Unit Galang. Indo-Fintech Intellectuals: Journal of Economics and Business, 4(5), 

1960–1970. https://doi.org/10.54373/ifijeb.v4i5.1871 

Setyaningsih, S., Saparso, & Assa, A. F. (2022). Pengaruh Disiplin Kerja, Pengembangan Karir 

Terhadap Kinerja Karyawan Yang Dimediasi Oleh Motivasi Kerja. Primanomics: Jurnal Ekonomi 

Dan Bisnis, 20(2), 1–15. https://doi.org/10.31253/pe.v20i2.1007 

Siswadi, Y., Jufrizen, Saripuddin, J., Farisi, S., & Sari, M. (2023). Organizational Culture and 

Organizational Citizenship Behavior: the Mediating Role of Learning Organizations and 

Organizational Commitment. Jurnal Riset Bisnis Dan Manajemen, 16(1), 73–82. 

https://doi.org/10.23969/jrbm.v16i1.7184 

Sugiyono. (2024). Metode Penelitian Kuantitatif, Kualitatif, dan R&D (6th ed.). Alfabeta. 

Thakur, R., & Sharma, D. (2019). A Study of Impact of Quality of Work Life on Work Performance. 

Management and Labour Studies, 44(3), 326–344. https://doi.org/10.1177/0258042X19851912 

Widodo, D. S., & Yandi, A. (2022). Model Kinerja Karyawan: Kompetensi, Kompensasi dan Motivasi, 

(Literature Review MSDM). Jurnal Ilmu Multidisplin, 1(1), 1–14. 

https://doi.org/10.38035/jim.v1i1.1 
 

https://doi.org/10.46729/ijstm.v4i3.834
https://doi.org/10.1002/nop2.1896
https://media.neliti.com/media/publications/358381-pengaruh-organizational-citizenship-beha-e506c3a2.pdf
https://media.neliti.com/media/publications/358381-pengaruh-organizational-citizenship-beha-e506c3a2.pdf
https://doi.org/10.53625/jirk.v2i3.3128
https://doi.org/10.24127/jm.v18i1.2038
https://doi.org/10.37385/msej.v3i4
https://doi.org/10.55587/jseb.v2i2.46
https://doi.org/10.31955/mea.v7i1.2841
https://media.neliti.com/media/publications/462865-none-1f676eb3.pdf
https://doi.org/10.35794/emba.v9i2.34270
https://doi.org/10.54373/ifijeb.v4i5.1871
https://doi.org/10.31253/pe.v20i2.1007
https://doi.org/10.23969/jrbm.v16i1.7184
https://doi.org/10.1177/0258042X19851912
https://doi.org/10.38035/jim.v1i1.1

