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Abstract. Level of performance in a particular job is crucial because it can make a
major contribution to the sustainability of the company. The purpose of this research
was to examine how meaningful work and organizational citizenship behavior influence
employee performance. This research used a quantitative approach and data were
collected using the Individual Work Performance Questionnaire, Organizational
Citizenship Behavior, and Work and Meaning Inventory. The sample of this research
included 86 employees who worked at PT. X in Mojokerto who were recruited using
simple random sampling. The analysis techniques used in this research were the
instrument test, descriptive test and classical assumption test. The results revealed that
meaningful work had no significant effect on performance (p = 0.77 > 0.05). However,
the results showed that organizational citizenship behavior had a significant influence
on performance (p < 0.05). The findings on the simultaneous effect of meaningful work
and organizational citizenship behavior on performance revealed significant results (p
< 0.05). It is recommended that future studies examine other variables that may play a
role in improving performance, such as job satisfaction and leadership.
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1. Introduction

Every organization was created to achieve certain goals. The organization is a social unit
that seeks to achieve certain goals and the nature of the organization doesn’t pursue
goals [1]. The era globalization, Indonesia is one of the countries that has been carried
out a Free Trade Agreement (FTA), such as a free trade agreement made between a
country and a free country due to unavoidable liberalization. Industries in Indonesia
will face competition due to the global economic crisis [2]. In order for an industry to
be able to survive in the economic crisis, it is necessary to increase competitiveness.
Policies to increase competitiveness can be carried out through sharpening employee
performance or performance [3].
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Bernardin & Russell defines performance as the results obtained from certain jobs
during a specified period of time so they can contribute to the company [4]. High per-
formance allows an organization to survive in global competition right now. Therefore, it
is not surprising that performance is the ”center of gravity” because it is a manifestation
of organizational democracy and an important factor in the life of organizations and
companies [5]. However, not all employees can show good performance. One of the
inhibiting factors is excessive workload and pressure at work. It has a negative impact on
employeemotivation at work because employees work of the element of compulsion [6].
Therefore, it is important for companies or organizations to provide an understanding
related to the importance of work orientation and the meaningful work [7]. Hick &
Routledge said that the meaningful work can encourage someone to do their job
voluntarily [8].

In addition to meaningful work, it is known that there are other variables that sig-
nificantly job performance, such as Organizational Citizenship Behavior or referred to
as organizational citizenship behavior. Organizational Citizenship Behavior is related
to study of what is individuals do at an organization and how their behavior affects
organizational job performance [19]. It was known that the meaningful work and organi-
zational citizenship behavior have two variables that are close to each other. It because
of individuals who are engaged at meaningful work have characteristics that play an
important role for every organization, such as employee involvement at Organizational
Citizenship Behavior is very large. This is in line with the opinion of Devivere which said
that people who are involved at meaningful work appear to have characteristics desired
by the organization, such as greater involvement in organizational citizenship behavior
[9].

In addition, the results of research Selamat, et al said that there is a significant
relationship between meaningful work and Organizational Citizenship Behavior with a
percentage of 74 %which indicates that meaningful work and Organizational Citizenship
Behavior are vital factors and can contribute to a company or organization [10]. Fur-
thermore, the relationship between Organizational Citizenship Behavior and employee
performance was conveyed by the empirical findings of Lestari & Ghaby which explain
that Organizational Citizenship Behavior has a positive effect on employee performance
[11] . Total of percentages of success reached 89.6 %. This figure shows that 89.6 5 %
of employee satisfaction and performance variables are influenced by Organizational
Citizenship Behavior. Thus, it was said that the higher of the Organizational Citizenship
Behavior can be the higher the job satisfaction which can ultimately have an impact on
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employee job performance. Based on the explanation described above, it can be con-
cluded that Meaningful work and Organizational Citizenship Behavior together have a
crucial role in improving employee job performance. The distinguishes between current
research and research conducted by Lestari & Gabby [11] is the dimensions used, this
study adds a new dimension developed by Koopmans [12] like the counterproductive
work behavior dimension or behavior can detrimental to the organization. It because
of employees whos think their work is meaningful or valuable will have high morale so
it ultimately has an impact on good job performance [13].

This research was conducted in PT X Mojokerto. Based on the results of the
researcher’s interview with the head of Human Resources Development (HRD), the
company have various problems related to employee performance such as decreased
performance caused by lack of cooperation and collaboration among employees,
personal problems of employees who are brought into work which have an impact on
low morale, work targets that haven’t been achieved, employees only work according to
the job description and tend to wait for orders from superiors to do work that exceeds
normal hours and there are employees who don’t comply with regulations such as
being late for work.

Based on various human resource problems that ultimately have an impact on the
low job performance of PT X’s employees. Researchers are interested in conducting
research related to performance. In addition, no previous research has examined the
concept of meaningful work and organizational citizenship behavior which simultane-
ously (simultaneously) affects performance in a research concept framework. Seeing the
importance of the meaningful work and organizational citizenship behavior on the level
of performance at an organization or company as well as the performance problems
of PT X’s employees, the authors are encouraged to conduct a study entitled ”The
Influence of Meaningful Work and Organizational Citizenship Behavior on Performance
of employees in PT X Mojokerto”.

2. Literature Review

Job performance can be defined as the level of employee skills in doing the jobs that are
part of the job description [14]. Meanwhile, according to Koopmans define a performance
as a pattern of behavior and actions of employees in accordance with organizational
goals [12]. The performance at question emphasizes more on the behavior patterns and
actions of employees than the results of the behavior itself, such as behavior controlled
by the individual [12]. Job performance have four dimensions such as Task Performance,
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Contextual Performance, Adaptive Performance and CounterproductiveWork Behaviors
[12].

Yoeman et al. define the meaning of work is not only limited to work on valuable
or valuable for individuals or employees but has a significant and positive attachment
to the employee’s personality through the experience, suitability, balance and totality
of employees in doing work [15]. Meanwhile, according to Steger & Dik define the
meaningful work as work that has meaning, which refers to a person’s perspective
broadly related to the work done. In addition, the meaningful work is the ultimate goal
in this work [16]. There are three dimensions of the meaningful work such as Positive
Meaning, Meaning Making Through Work and Greater Good Motivation [17].

Organ defines that organizational citizenship behavior as individual behavior was
voluntary, such as individual behavior that is informally carried out without coercion
and is not related to the organization’s formal reward system but overall can contribute
positively to organizational effectiveness [18]. Organizational citizenship behavior is the
behavior of individuals or individuals who are free to do or choose (not an obligation).
This behavior is not part of the formal requirements of the job, but can improve the
effective functioning of the organization [19]. This behavior was referred to as extra-
role behavior, which refers to behavior outside of an employee’s normal job duties that
exceeds the call of duty or exceeds the requirements of his work role [20]. There are
five aspects of organizational citizenship behavior such as Altruism, Sportsmanship,
Conscientiousness, Courtesy and Civic virtue [21].

The meaningful work is closely related to the psychological condition of employees.
Employees who work with meaning can contribute to the quality of performance in
an organization [8]. The results of the research conducted by Tong regarding the
relationship between the meaningful work and the job performance of nurses [13]. The
results of the study explained that there were a significant positive relationship between
the meaningful work and organizational citizenship behavior (p < .001). Descriptive
analysis shows that most of the respondents are women (74.6 %). The majority of
respondents were between 31𝑡ℎ years old and 40𝑡ℎ years old (40.7 %). Most of the
respondents are Malay (82.3 %), have a bachelor’s degree.

Devivere argues that the meaningful work and organizational citizenship behavior are
two variables that were related to each other. It was said to be related because people
who are involved in meaningful work have characteristics that are highly desired by
every organization, such as their involvement in organizational citizenship behavior is
very large [9]. Based on the research results of Selamat et al, it has known that there
is a significant relationship (p < .001) between the meaningful work and organizational
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citizenship behavior with a percentage of 74% [10]. It shows that themeaningful work and
organizational citizenship behavior is an important factor in contributing to a company or
organization. The results of the research by Abrar & Isyanto explained that the constant
value were found to be 17.338 and the coefficient value of the organizational citizenship
behavior variable was .294 and had a significant value below .05 [22]. So, if the OCB
variable increases, the performance variable will be increase by .294. The purpose
of this research are to provide a good understanding of the meaningful work and
organizational citizenship behavior in influencing employee performance and to find
out together the meaning of work and organizational citizenship behavior influence on
performance.

3. Method

3.1. Research Subject

This research using a quantitative research approach with multiple linear regression
analysis method because the independent variable consists of more than one. The
population of this research are employees who work at PT X that have worked at least
3 months with a total population of 600 em-ployees. The sampling method (sampling
technique) used is the probability sampling method using simple random sampling
technique, the sampling procedure used is by lottery (lottery), where all elements or
members of the population are numbered sequentially from 1 to the total population
(N). , then the numbers are randomized and take as many samples as needed are
selected. This research was known that the number of N is 600 employees and the
required sample is 86 (slovin formula).

3.2. Research Instrument

This research using three instrument variables, such asmeaningful work scale, organiza-
tional citizenship behavior, and job performance. To measure the meaningful work, the
researcher adapted the Work and Meaning Inventory (WAMI) instrument developed by
Steger et al., consist of 10 items from three subscales, like positive meaning (4 items),
meaning making through work (3 items), and greater good motivation (3 items) [17].
Reliability was calculated using Cronbach’s Alpha with a reliability coefficient of 0.926.

To measure performance variables, researchers used the Individual Work Perfor-
mance Questionnaire (IWPQ) instrument developed by Koopmans [12] and has been
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Table 1: Results of Reliability Test Instrument.

Variable Items Cronbach
Alpha

Desc.

Meaningful Work 10 .926 Reliable

Organizational Citizenship Behavior 19 .879 Reliable

Employee Job Performance 18 .923 Reliable

adapted and translated into Indonesian by [23], consist of 18 items, like 5 items for the
task scale performance, 8 items for contextual performance and 5 items for counterpro-
ductive work behavior. Reliability was calculated using Cronbach’s Alpha with a reliability
coefficient of 0.879. Meanwhile, to measure the organizational citizenship behavior
variable developed by Organ [18], the researcher adapted the instrument developed by
Habeeb [24] which consisted of 19 items from five scales, such as altruism (4 items),
sportsmanship (5 items), conscientiousness (3 items), courtesy (3 items), and civic virtue
(4 items). Reliability is calculated using Cronbach’s Alpha with a reliability coefficient of
0, 0,923.

3.3. Data Analysis

The data analysis used is descriptive analysis. Hypothesis testing on this research using
multiple linear regression analysis methods with a significance value of p< .05. If the p<
.05 then there are relationship between the three variables and if the p > .05 then there
is no relationship between the three variables. Descriptive analysis was conducted with
the aim of knowing the big picture of the effect of meaningful work and organizational
citizenship behavior on job performance of employees working at PT X Mojokerto.
Meanwhile, product moment correlation analysis was conducted to determine whether
the meaningful work, organizational citizenship behavior and job performance had a
significant relationship and the amount of contribution between meaningful work and
organizational citizenship behavior on the job performance of employees working at PT
X Mojokerto.

4. Result and Discussion

4.1. Description and research variable

The results of calculation descriptive analysis research variable using software statistic

are:
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Table 2: Results of Calculation Descriptive Analysis Research Variable.

Variable N Minimum
Value

Maximum
Value

Mean Std.
Deviation

Meaningful Work 86 28 50 39.07 5.911

Organizational Citizenship
Behavior

86 35 95 70.97 10.411

Job Performance 86 18 88 62.87 9.182

Table 3: Classification of Working Time.

Classification of Working
Time

Frequency Percentage

< 1 Year 49 57 %

> 1 - 2 Years 12 14 %

> 2 - 3 Years 18 21 %

> 3 - 4 Years 4 5 %

> 4 - 5 Years 1 1 %

>5 Years 2 2 %

Total 86 100 %

Based on the calculation table above, using 86 research respondents, it can be
seen that the average (mean) total score of meaningful work is 39.07 (10 items). The
lowest score is 28 and the highest score is 50 with a standard deviation score of 5.911.
Furthermore, the average (mean) total score of the organizational citizenship behavior
variable is 70.97 (19 items). The lowest value on the organizational citizenship behavior
variable is 35 and the highest value is 95, for a standard deviation score of 10.411. As
for the variable job performance, the average (mean) total score is 62.87 (18 items). The
lowest value on the Job Performance variable is 18 and the highest value is 88, while
the standard deviation score is 9.182.

Based on the results of the classification carried out by researchers, it can be
seen from the 86 employees who were used as research samples, the percentage
of employees who have worked for less than one year is 57 %, worked more than one
to two years as much as 14 %, worked more than two years. Up to three years as many
as 21 %, working years of more than three to four years as much as 5 %, working years
of more than four to five years as much as 1 %, and those who have worked more than
five years as many as 2 %.

4.2. Hypothesis Test

Table of calculation the hypothesis test of meaningful work variables, organizational
citizenship behavior and job performance.

DOI 10.18502/kss.v7i1.10222 Page 339



ICoPsy

Table 4: Results of Partial Hypothesis Test (t-test).

Model Unstandardized Coefficients Standardized
Coefficients

t Sig.

B Std. Error Beta

(Constant) 13.102 5.717 2.292 .024

X1 .038 .129 .024 .293 .770

X2 .833 .085 .791 9.820 .000

Table 5: Results of Simultaneous Hypothesis Test (F Test).

Model Sum of
Squares

df Mean
Square

F Sig.

Regression 4360.498 2 2180.249 63.942 .000𝑏

Residual 2830.060 83 34.097

Total 7190.558 85

Based on table 4 above, it was known that the meaningful work variable has a value
of Sig. of .770 or > 0.05 which means that H1 is rejected or there is no significant
relationship between the X1 variable (meaningful work with Y variable (performance).
While the organizational citizenship behavior variable has a Sig value of .000 or < .05
which means that H2 is accepted or there is a significant relationship between the X2
variable (organizational citizenship behavior) and the Y variable ( job performance).

Based on table 5 above, it was known that the variables of meaningful work and
Organizational Citizenship Behavior have a value of Sig. of .000 or < .05 which means
that the hypothesis is accepted or there is a significant relationship between the
variables X1 (Meaningful Work) and X2 (Organizational Citizenship Behavior) with the Y
variable ( Job Performance).

4.3. Discussion

4.3.1. The Results of Meaningful Work to Job Performance Improvement

Based on the results of hypothesis testing that has been carried out by researchers, it
was known that the meaningful work variable has a value of Sig. of .770 or > .05 which
means that H1 is rejected or there is no significant relationship between the meaningful
work variable and the performance variable. The results of this research in line with
Allan’s research which reveals that meaningful work is not able to predict employee
job performance over time [7]. In this research, there was no significant effect of work
because the research sample was limited to those who remained on the list of alumni
of the almamater who volunteered to participate this research. Grant also expressed
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the same thing that meaningful work shows a weak relationship with employee job
performance appraisals both objectively and subjectively [25].

This research, meaningful work has no effect on job performance at PT X. Based on
the findings of the data in the field, many respondents do not understand the positive
concepts of meaning, Meaning Making Through Work, and Greater Good Motivation.
Many respondents answered neutral. For example, in terms of understanding how work
contributes to the meaning of life, 32 % of respondents answered neutrally, found a job
that is satisfying, 39 % answered neutrally, viewed work as a contribution to personal
growth, 31.4 % answered neutrally, and found a meaningful career, and I know that my
work can make a positive difference in the world 38 % answered neutral.

4.3.2 The Results of Organizational Citizenship Behavior to Job Performance

Improvement

Based on the results of hypothesis testing that has been carried out by researchers,
it was known that the organizational citizenship behavior variable has a value of Sig. of
.000 or < .05 which means that H2 was accepted or there is a significant relationship
between organizational citizenship behavior variables and job performance variables.
The results of this research were supported by research conducted by Lestari & Ghaby
entitled ”The Influence of Organizational Citizenship Behavior on Employee’s Job Satis-
faction and Job Performance” [11]. The results explained that organizational citizenship
behavior has a positive effect on job performance with a coefficient value of .40 and
p < .01. Total percentages of success reached 89.6 %. This figure shows that 89.6
% of the variables of employee satisfaction and job performance were influenced by
organizational citizenship behavior. The higher of organizational citizenship behavior,
so the higher of job satisfaction and job performance.

In addition, research conducted by Abrar & Isyanto explained that a constant value
of 17.338 is found and the coefficient value of the organizational citizenship behavior
variable is 0.294 and has a significant value below .05 [22]. So, if the Organizational
Citizenship Behavior variable increases, the performance variable will increased by .294.
Based on the results of the previous research, it can be concluded that the organizational
citizenship behavior variable has an effect on performance. Organizational citizenship
behavior are behavior that is voluntary, carried out informally without coercion and the
hope of getting rewarded, carried out freely outside of the duties and responsibilities
of work that contributes well to the company.

These behaviors have been carried out by employees of PT X, so they are able to
have a positive impact on the company’s performance or job performance. Although
this behavior is not formally tied to a particular job and there isn’t reward, overall it can
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make a good contribution to the function of the organization effectively and efficiently.
There are several factors that affect performance such as individual factors, are the
characteristics inherent in the individual like the level of education, commitment and
competence possessed Putri & Hadi [26].

4.3.2. The Results of Meaningful Work and Organizational Citizenship
Behavior to Job Performance Improvement

The results of the partial statistical test of the relationship between meaningful work
and job performance revealed non-significant results, while organizational citizenship
behavior showed a significant effect on job performance. These differences indicate that
the meaningful work has a weak role in improving performance compared to organiza-
tional citizenship behavior. Partially testing the relationship between meaningful work
and job performance results on an insignificant effect, considering that the meaningful
work has a weak correlation with high counterproductive work behaviors which are
indicators of job performance [27]. The weak influence of the meaningful work is an
inseparable from the lack of employee understanding related to the importance the
meaning of job, so has an impact on the low performance of employees [7].

However, simultaneous testing of the effect of the significance of work and orga-
nizational citizenship behavior on job performance revealed positive and significance
results with the value of Significance of .000 or < .05 which means that the hypothesis
is accepted or there is a significance relationship between the variables of meaning-
ful work and organizational citizenship behavior with performance. This indicates a
meaningful work and job performance are a crucial factor in encouraging employees to
improve their performance [10]. Through joint testing, the weak influence of meaningful
work, especially on counter productive work behavior which is part of employee job
performance, can be minimized by organizational citizenship behavior which has a
dominant influence in improving performance. This study was in line with Hulshof et
al. which explains that the meaningful work can play a role in improving employee job
performance only when employees first engage on helpful behavior [28]. Furthermore,
the relationship between meaningful work and organizational citizenship behavior in
improving performance was conveyed by empirical findings by Devivere [9] which
argues that meaningful work and organizational citizenship behavior are two variables
that were related to each other, which in turn can contribute to employee performance
[29].
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