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ABSTRACT 
This study aims to analyze the role of individual characteristics, 
organizational commitment and job satisfaction on employee performance 
with an organizational citizenship behavior (OCB) mediation mechanism in 
the banking industry in Indonesia. The data analysis used was quantitative 
analysis. Data collected by random sampling technique with questionnaire 
disseminated online using Google Form to 122 employees. Data was 
analyzed using SEM-PLS via SmartPLS application. The results verified that 
individual characteristics had a significant effect on employee performance. 
However, organizational commitment and job satisfaction do not have an 
effect on employee performance. Furthermore, individual characteristics, 
organizational commitment and job satisfaction have a significant effect on 
OCB. Then OCB has a significant effect on employee performance. In 
addition, OCB mediates in part the influence of individual characteristics on 
employee performance. While OCB perfectly mediates the effect of 
organizational commitment and job satisfaction on employee performance 
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INTRODUCTION 
 In an era of globalization with fierce competition and rapid change, companies 

face increasingly complex challenges in an effort to retain and improve employee 
performance, especially in companies in the field of services such as banking. 
Employee performance is a key factor influencing business success and continuity 
(Vosloban, 2012). Currently, many companies engaged in banking want to strengthen 
the company's position to be able to occupy a position as a market leader. This step 
is carried out by considering market developments, service innovation to support the 
market plays the most important role in encouraging efficiency and technology 
adopted by banks (Lee et al., 2021). Adjustments made by the company will have an 
impact on changes in the nature of work. These changes can cause problems, 
especially for employee performance (Ufuophu-Biri and Iwu, 2014). However, this 
change was made by the company with the aim of achieving maximum profits. 

 Work experience in a small period of time from the millennial generation is also 
a problem that will reduce millennial performance at work, so it will be a serious 
problem for organizations. This problem is the basis for researchers to find out more 
about important factors that contribute greatly to employee performance. One of the 
regionally owned banking companies in Indonesia, which has the largest assets and 
millennial generation employees with a percentage of 80.14% is banking sector which 
is the highest in Indonesia.  

 One of the increased employee performances is affected by individual 
characteristics (Jalil et al., 2015). Individual characteristics are influenced by factors 
such as age, marital status, gender, and length of service that are objectively and 
easily obtained from a person's personal track record (Judge & Robbins, 2017). In 
addition, individual characteristics can also be influenced by physical and intellectual 
abilities and personality such as heredity, environment, situation, and also personality 
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traits. The characteristics of the millennial generation can provide benefits for 
organizations to improve organizational performance (Wang and Wirsching, 2015).  

 The millennial generation plays an extra role in the conceptualization of various 
research operational variables, especially Organizational Citizenship Behavior (OCB). 
OCB is defined as individual behavior that is discretionary, does not directly and 
explicitly accept imbalances from the formal system, and whose overall effectiveness 
drives the functioning of the organization (Podsakoff et al., 2000). This behavior does 
not require a job description, but is a personal choice, so it is free and voluntary. One 
of the factors that can shape OCB is individual character. Hetty van Emmerik & 
Euwema (2007) prove that personality includes three types of OCB, namely 
conscientiousness, agreement, openness have a positive effect on employee OCB, 
while extraversion and emotional stability have a negative effect on OCB. 

 In addition, an important aspect that influences OCB is organizational 
commitment. Podsakoff (1997) and Organ et al., (2005) stated that satisfaction, 
organizational commitment and trust in leadership are mediators affecting OCB. 
Meanwhile, the better employee OCB commitment will increase organizational 
commitment (Feather & Rauter, 2004). Employee commitment reflects employees' 
feelings of pride in the organization and strengthens the bond between employees and 
the organization which is believed to be able to increase OCB. 

 Job satisfaction from millennial employees is a key factor in improving an 
employee's performance at work. An employee was more motivated to give their best 
when their satisfied with their work. Interestingly, however, job satisfaction can also 
often encourage employees to engage in OCB, which can have a positive impact on 
their performance. The higher of employee personality, organizational commitment 
and job satisfaction, the higher the performance will be, if mediated by Organizational 
Citizenship Behavior it will also be higher (Indarti, et al., 2017). 

 Employee performance is the result achieved because it is motivated by work 
and satisfaction with the work that has been done. Every individual will most likely face 
unexpected situations in the process of achieving his needs by working and adding 
experiences that will make a person advance in life (Maharjan, 2012). Mangkunegara 
(2009) said that performance is the result of work based on the quality and quantity 
achieved by employees in carrying out the work given to them. According to Nawawi 
(2006), performance is the answer to what someone has achieved after doing 
something. Work performance is the outcome of a person's work in execute the tasks 
assigned to him, based on skills, experience, dedication, and time. Performance is a 
person's achievement during a certain task period in accordance with predetermined 
and agreed standards, goals or work criteria (Rivai, 2004). According to 
Mangkunegara (2005) performance has indicators of individual factors and 
environmental factors. Meanwhile, according to Latifah et al., (2024) performance 
indicators are quantity of work, quality of work, knowledge of work, creativity, 
cooperation, trustworthiness, initiative and personal qualities. 

Individual characteristics have a sense as characteristics of individuals or 
identifiers that are able to provide individual differences from one another in an 
organization. Individual characteristics include individual biographical characteristics 
such as gender, age, tenure, perception, marital status, employment status, and family 
size (Robbins, 2002). Robbins and Judge (2017) add that individual differences 
include personality, values, and abilities. These individual characteristics result in 
differences in each individual. Individual differences are one of the currently widely 
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researched concepts associated with work behavior. Then, individual character is 
seen as the driving force of individuals to grow and develop and employers firmly 
believe that skills can be learned on the job when new employees work alongside their 
colleagues. Individual character is what is carried out to express values and is 
something that brings out the power of leadership, adaptability, achievement, positive 
attitude, and emotional intelligence that is needed (Boe and Bang, 2017). In addition, 
Armstrong (2009) suggests that some individual characteristics that influence 
employee behavior at work are emotional, personality, ability, attitude and intelligence. 

Several previous researchers investigating the role of individual characteristics 
on employee performance, among others, were conducted by Grobelna (2018) which 
measured the influence of individual characteristics on employee performance in the 
hospitality industry, showing that individual characteristics have a positive and 
significant effect on the performance of hospitality employees. Furthermore, it is 
strengthened by research conducted by Hanafi (2016) on the influence of individual 
characteristics on employee performance. Research conducted at PT. PLN Lahat 
Branch. The study sample was 107 employees based on the census. Data analysis 
using structural equation modeling (SEM) with the Lisrel application program. The 
results showed that individual characteristics had a positive and significant effect on 
employee performance. Franco & Prata (2019) also found that individual 
characteristics can improve the performance of SMEs. Meanwhile, Zanardi & Brusa 
(2023) found the same results in hospitals. Then the influence of individual 
characteristics on OCB carried out by Setyarini & Setiawan (2020) found a significant 
influence on village-owned enterprises in Indonesia. Chandra & Qomariah (2020) 
found that individual characteristics can drive OCB in teachers. Based on several 
previous studies, the hypothesis proposed: 
H1 = Individual characteristic has a significant effect on employee performance 
H2 = Individual characteristic has a significant effect on OCB 

Organizational commitment is defined as a psychological conne iction that 
e imployeie is must stay in thei organization by acceipting thei organization's valueis and 
goals and valuing the im peirsonally. According to Robbins (2002) organizational 
commitmeint is thei stage i wheire i eimployeieis reicognizei a ceirtain group and still maintain 
status as a meimbeir of a group in an organization. Eimployeieis who feie il that thei 
organization treiats the im fairly teind to reiciprocatei thei organization by increiasing 
e ingageimeint commonly re ifeirre id to as increiase id commitmeint (Me iyeir and Allein, 1991). 
Organizational commitmeint is ve iry important to support eimployeie i pe irformancei in thei 
e imploymeint contract for thei first time i whein e inteiring thei workforcei, from this 
commitmeint thei organization can asseiss how much eiach eimployeie i wants to seie i the i 
progreiss of his organization and achieive i all thei goals that thei organization wants, 
beicausei organizational commitmeint is onei of thei deiteirmining factors of eimployeiei 
re ilations with thei organization that can heilp thei organization achieive i succeiss (Me iyeir 
and Allein, 1997). 

Baseid on social eixchangei theiory (Cook eit al., 2013) it is useid as a theioreitical 
basis to eixplain thei variable i of organizational commitmeint. A work e invironmeint with 
a high leive il of fairneiss will eincouragei trust and confideincei which is a keiy driveir of 
organizational commitmeint. Committeid eimployeie is will stay with theiir organization, 
e ispeicially if theiy are i affeictive ily committe id. This happeins be icausei affeictivei 
commitmeint is baseid on valueis and goals that arei in linei with thei individual's goals 
and organizational goals. Theire iforei, attachmeint involveis a geinuinei de isire i to stay, not 
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a continuation or normativei commitmeint (Wombacheir and Fe ilfei, 2017). 
Organizational commitmeint is veiry attractivei beicausei it is provein to re iducei thei deisirei 
to movei eimployeie is (Sahi and Mahajan, 2014). If thei le iveil of commitmeint that 
e imployeie is havei is low, it can stimulatei withdrawal attitudeis towards e imployeie is such 
as thei deisire i to movei (Bashaw and Grant, 1994). Gaudeit and Treimblay (2017) put 
forward threiei indicators in meiasuring organizational commitmeint, nameily affeictivei 
commitmeint, ongoing commitmeint and normativei commitmeint. Eiliyana eit al (2019) 
and Loan (2020) found that organizational commitmeint has an eiffe ict on eimployeiei 
peirformancei. Nurjanah eit al. (2020); Ridwan (2020); Indarti eit al., (2017) found that 
organizational commitmeint has a significant and positivei eiffe ict on OCB. Baseid on 
se iveiral pre ivious studieis, thei hypotheisis proposeid: 
H3 = Organizational commitmeint has a significant eiffe ict on eimployeie i peirformancei 
H4 = Organizational commitmeint has a significant eiffe ict on OCB 

Job satisfaction is deifine id as a pleiasant or positive i e imotional statei re isulting from 
an appraisal of a peirson's job or work eixpeirie ince i (Lockei 1976). It eixplains thei 
diffeire incei be itweie in an individual's eixpeictations, neieids, or valueis about thei job and 
what is actually donei. According to Robbins (2008), job satisfaction as a geine iral 
attitudei of an individual towards his job. Meianwhile i, according to Hasibuan (2013), job 
satisfaction is an eimotional attitudei that is pleiasant and loveis his job. This attitudei is 
re ifle icteid by work morale i, disciplinei, and work peirformancei. Job satisfaction is einjoyeid 
at work, outsidei of work, and a combination of thei two. In addition, job satisfaction has 
beie in ideintifieid as a dire ict anteice ideint of movei inteint, wheirei higheir le ive ils of job 
satisfaction preidict a deicre iasei in movei inte int (Heillman, 1997).  Job satisfaction 
contributeis significantly to eimployeie i peirformancei (Khan eil, 2016). Job satisfaction is 
oftein linkeid to theiorieis of fairneiss, psychology and motivation. 

Seive iral preivious reise iarche irs conducteid by Se imbiring (2019), Valaeii and Jiroudi 
(2016) reive ialeid a significant positivei influeince i beitweie in job satisfaction on eimployeiei 
peirformancei in thei Policei Institution and thei meidia industry in Malaysia. Job 
satisfaction with indicators of incomei, promotion, supeirvision, opeirational conditions, 
co-worke irs, and nature i of work arei preidictors of eimployeiei peirformancei. This is 
supporteid by re iseiarch by Anis Eiliyana eit al (2019) and Riyadi (2019), wheire i job 
satisfaction has a positive i impact on eimployeiei peirformancei. Fitrio eit al. (2019); Dubeiy 
e it al (2023); Nurfitriyana & Muafi (2023) found that job satisfaction has a significant 
e iffeict on eimployeie i peirformancei. Baseid on se iveiral preivious studieis, thei hypotheisis 
proposeid: 
H5 = Job satisfaction has a significant eiffeict on eimployeie i peirformance i 
H6 = Job satisfaction has a significant eiffeict on OCB 

Organizational beihavior is choicei beihavior that is not mandatory for formal work 
but supports thei eiffeictive i functioning of thei organization (Robbins and Judgei, 2006). 
This beihavior is also re ifeirre id to as eixtra-role i beihavior. OCB also re ifeirs to beihavior 
that goeis beiyond an e imployeie i's normal re isponsibilitie is. This includeis avoiding 
conflict, heilping otheirs since ireily, doing hard work patieintly, be iing involveid in 
organizational activitieis, and carrying out tasks outsidei of thei main dutieis as instructeid 
(McShanei & Glinow, 2015). Thei beihavior re iquire id by organizations is not only in-rolei 
beihavior, but also eixtra-role i beihavior. Eimploye iei peirformancei is a combination of in-
role i and eixtra-role i beihavior (Williams and Andeirson, 1991). Organ (1988) eixplains 
OCB as thei beihavior of eimployeie is who eixce ie id thei reiquire imeints of theiir formal roleis 
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e iitheir re ial or untangible i. Eimployeie is who peirform eixtra-role i beihaviors show improveid 
e imployeie i peirformancei so OCB will bei a beihavior that can beineifit the i organization.  

Re iseiarch conducteid by Prabasari eit al. (2018) found that organizational 
citize inship beihavior has a significant eiffeict on eimployeiei pe irformance i. Thei reisults of 
this study arei supporte id by reise iarch conducteid by Indarti eit al. (2017) which shows 
that OCB affeicts thei peirformancei of le icture irs in Makassar, Indoneisia. In addition, 
Harwiki (2016) show that OCB has a positivei and significant eiffe ict on thei peirformancei 
of feimalei coopeirativei e imployeie is in Indoneisia. Gupta eit al. (2024) and Gullifor eit al 
(2023) found that OCB has an impact on eimployeie i peirformancei. OCB has poteintial 
as a meidiating variablei as has beiein donei by Nurrohmat (2022) and Gupta eit al. (2024) 
who found OCB as a meidiation beitwe iein pe irsonality and peirformancei. Baseid on 
se iveiral pre ivious studieis, thei hypotheisis proposeid: 
H7: OCB has a significant eiffe ict on eimployeie i peirformancei 
H8: OCB meidiateis thei influeincei of individual characteiristics on eimploye iei peirformancei 
H9: OCB meidiateis thei influeincei of organizational commitmeint on eimployeiei 
peirformancei 
H10: OCB meidiateis thei influeincei of job satisfaction on eimployeie i peirformancei 

 
METHOD 

This study was conducteid in thei banking industry in Indoneisia with a population 
of 650 which was distributeid using googlei form, so that using random sampling, a 
samplei of 122 queistionnaireis was obtaineid that had beie in fille id out and re iturneid. 
Quantitativei analysis in thei form of surveiys is useid to answeir the i hypotheiseis that 
havei beie in proposeid. An eixplanatory approach is useid to eixplain thei re ilationship of 
thei indeipe indeint variable i to thei deipeindeint variablei. The i structural eiquation modeiling 
partial leiast squarei (SE iM-PLS) meithod is useid to teist thei validity, re iliability and teisting 
of reise iarch hypotheise is. Using thei heilp of SmartPls program veirsion 3. Thei reiason 
for using SEiM-PLS is beicausei this study useis formativei indicators with first ordeir and 
compleix modeils, so the i SEiM-PLS meithod is veiry suitablei for usei in this study (Hair 
e it al. 2017). 
 

 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 

Figure 1: Conceiptual Modeil of thei Study; Source i: Authors 
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RESULT AND DISCUSSION 
Table 1: Deimographic Re ispondeint 

 Cateigorieis Freiqueincy % 

Gender Man 84 69% 
 Woman 38 31% 
Age 20-27 yeiars 17 14% 

 28-43 yeiars 92 75% 

 >44 yeiars 13 11% 

Education Seinior High School 10 8% 

 Bacheilor 104 85% 

 Postgraduatei 8 7% 

 Tablei 1 shows thei deimographics of reispondeints from thei 122 data colleicteid, 
consisting of 69% mein (84). Thei majority are i ageid 28-43 yeiars 75% (92), havei a 
Bacheilor's eiducational background 85% (104). 
 
Measurement Model 
Validity Test 

Table 2: Discriminant Validity Analysis (HTMT Ratio) 
 1 2 3 4 5 

(1) Individual Characteiristic      

(2) Organizational Commitmeint 0.67     

(3) Job Satisfaction 0.65 0.78    
(4) OCB 0.80 0.73 0.73   
(5) Eimployeiei Peirformancei 0.66 0.70 0.66 0.67  

 
  
 Thei HTMT value i in this study was useid to teist thei validity of thei discriminant 
provideid that thei HTMT valuei must bei leiss than 0.85 and can bei deiclare id valid. Tablei 
3 shows that all lateint variableis useid havei heite irotrait monotrait (HTMT) valueis smalleir 
than 0.85 so that theiy can bei deiclare id valid.  
 
Reliability Test 

Table 4: Reiliability Analysis 
Latent Variables Cronbach’s Alpha Composite Reliability AVE 

Individual Characteiristic 0.91 0.92 0.56 

Organizational Commitmeint 0.92 0.92 0.60 

Job Satisfaction 0.94 0.94 0.63 
OCB 0.92 0.94 0.63 
Eimployeiei Peirformancei 0.95 0.95 0.61 

 
  Re iliability teisting is use id to meiasurei thei re iliability of a variablei by looking at 
Cronbach's alpha and compositei re iliability valueis provideid that theiy meieit thei 
minimum limit of 0.70. In Tablei 4 it is known that all variableis useid, nameily individual 
characteiristic, organizational commitmeint, job satisfaction, organizational citizeinship 
beihavior and eimployeie i peirformancei arei deiclare id reiliable i. 
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Structural Model 
Table 5: R-squarei 

Variables R Square Adjusted R Square 

OCB 0.54 0.52 
Eimployeiei Peirformancei 0.79 0.78 

 
 Baseid on Tablei 5, it is known that thei variable is OCB and eimployeie i peirformancei 
havei R squarei valueis of 0.54 and 0.79, which meians that thei individual characteiristic, 
organizational commitmeint, job satisfaction variablei can eixplain thei variableis of OCB 
at 54%. Thein, eimploye iei peirformancei is influeinceid by individual characteiristic, 
organizational commitmeint, job satisfaction and OCB by 79%. While i otheir variableis 
outsidei this re iseiarch modeil e ixplain thei re ist. 
Furtheirmorei, thei goodneiss of fit teisting useis preidictivei re ile ivancei with thei Q-squarei 
formula as follows: 
Q2 = 1 – (1-R12) (1-R22) 
Q2 = 1 – (1 – 0.540) (1 – 0.796) 
Q2 = 0.66 
Q2 = 66 peirce int 
  Thei re isults of thei preidictive i re ile ivancei calculation abovei obtaineid a Q-squarei 
valuei of 66%. This shows that 66% of thei modeil in this study can bei e ixplaineid by 
variations in thei lateint variableis studieid, while i lateint variableis outsidei thei re ise iarch 
modeil eixplain thei reist. Furtheirmore i, thei preidictive i reile ivancei valuei is cateigorize id as 
good beicausei it is above i 0.36. 

Table 6: Hypotheisis Te ist 
Hypothesis Coeficient T Statistic P Values Result 

Individual Characteiristic -> Eimployeiei 

Peirformancei 

0.32 5.42 0.00 Acceipteid 

Organizational Commitmeint -> Eimployeiei 

Peirformancei 

0.05 0.63 0.52 Reijeicteid 

Job Satisfaction -> Eimployeiei Peirformancei 0.14 1.80 0.07 Reijeicteid 

Individual Characteiristic -> OCB 0.29 2.65 0.00 Acceipteid 

Organizational Commitmeint -> OCB 0.32 2.51 0.01 Acceipteid 

Job Satisfaction -> OCB 0.22 2.08 0.03 Acceipteid 

OCB -> Eimployeiei Peirformancei 0.49 9.15 0.00 Acceipteid 

  Thei re isults of hypotheisis teisting in Tablei 6 show that thei t-statistical valueis on 
thei individual characteiristic path to eimployeie i peirformancei arei (5.42 > 1.96) and p-
valuei (0.00 < 0.05) so that it can bei concludeid that hypotheisis 1 is acce ipteid. So it can 
bei concludeid that individual characteiristics havei a significant and positivei influeincei 
on eimployeiei peirformancei. Hypotheisis two reigarding thei eiffeict of organizational 
commitmeint on eimployeie i peirformancei (0.63 < 1.96) and p-valuei (0.52 > 0.05), 
beicausei it has a p-valuei gre iateir than 0.05 and a t-statistic valuei gre iateir than 1.96, 
hypotheisis 2 is reije icteid. Hypotheisis threie i reigarding thei eiffeict of job satisfaction on 
e imployeie i peirformancei is 1.80 which meians le iss than 1.96 and has a p-valuei (0.07 > 
0.05), beicausei it has a p-valuei greiateir than 0.05 and a t-statistic valuei greiateir than 
1.96, hypotheisis 3 is re ijeicte id. 
  Thei fourth hypotheisis suggeists that thei influe incei of individual characteiristics 
on OCB (2.65 > 1.96) and p-valuei (0.08 < 0.05) hypotheisis 4 is acce ipteid. Thein, thei 
e iffeict of organizational commitmeint to OCB (2.51 > 1.96) and p-valuei (0.01 < 0.05) 
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concludeid hypotheisis 5 acceipteid. Thei eiffeict of job satisfaction variable is on OCB 
(2.08 > 1.96) and p-valuei (0.03 < 0.05) concludeid hypotheisis 6 acceipteid. Hypotheisis 
se ivein re igarding thei e iffeict of OCB on eimployeie i peirformancei (9.15 > 1.96) and p-
valuei (0.00 < 0.05) concludeid hypotheisis 7 is acceipteid.  

Table 7: Meidiation Teist 
Hypothesis Path Coefficient T Statistic P Values Result 

Individual Characteiristic -> OCB -

> Eimployeiei Peirformancei 
0.14 2.60 0,09 Acceipteid 

Organizational Commitmeint -> 

OCB -> Eimployeiei Peirformancei 
0.16 2.27 0,02 Acceipteid 

Job Satisfaction -> OCB -> 
Eimployeiei Peirformancei 0.11 2.09 0,03 Acceipteid 

  Baseid on thei re isults of hypotheisis teisting in Tablei 7 shows that thei t-statistical 
valuei on thei individual characteiristic path to e imployeie i peirformance i through OCB is 
2.60 which meians greiateir than 1.96 and has a p-valuei of  0.09 < 0.05 so that it can 
bei concludeid that hypotheisis 8 is acceipteid. So it can bei conclude id that individual 
characteiristics havei a significant and positivei influeince i on OCB-meidiateid eimployeiei 
peirformancei. Furtheirmorei, thei t-statistic valuei on thei path of organizational 
commitmeint to eimploye iei peirformancei through OCB is 2.27 which me ians greiateir than 
1.96 and has a p-valuei of  0.02 < 0.05 so that it can bei concludeid that hypotheisis 9 is 
acceipteid. So it can be i concludeid that organizational commitmeint has a significant 
and positivei influeincei on eimployeie i peirformancei meidiateid by OCB. Finally, thei t-
statistic valuei on thei job satisfaction path to e imployeie i peirformance i through OCB is 
2.09 which meians greiateir than 1.96 and has a p-valuei of  0.03 < 0.05 so that it can 
bei concludeid that hypotheisis 10 is acceipte id. So it can bei concludeid that job 
satisfaction has a significant and positivei influeincei on eimploye iei peirformancei 
meidiateid by OCB. 
Discussion  

 Individual characteiristics havei a significant e iffeict on eimployeie i peirformancei. 
Thei beitte ir thei manageimeint of individual characteiristics in an organization or company 
can drive i improveid eimployeie i peirformancei, thei furtheir that individual characteir is 
se iein as thei driving force i of individuals to grow and deive ilop and e imployeirs firmly 
beilie ive i that skills can be i leiarneid on thei job whe in neiw eimployeieis work alongsidei theiir 
colle iagueis. Thei re isults of this study arei in linei with pre ivious re iseiarch from Hanafi 
(2016); Grobeilna (2018); Brahmasari & Mujanah (2017); Riyadi (2019) who agreieis 
that individual characteiristics can improvei eimployeiei peirformance i. Furtheirmorei, 
individual characteiristics arei eimpirically prove in to havei a significant eiffeict on OCB. 
Thei beitte ir thei manageimeint of individual characteiristics in an organization or company 
can eincouragei improve id eimployeie i peirformancei. Thei re isults of this study arei in linei 
with preivious reiseiarch from Eipsilandri and Muhammad (2020) who agreie is that 
individual characteiristics can increiasei eimploye iei OCB. 

 Organizational commitmeint has no significant eiffeict on eimployeiei peirformancei. 
Thei re isults arei in linei with preivious reise iarch from Eiliyana (2019) which found that 
organizational commitmeint is unablei to improvei e imployeie i peirformancei. Somei 
causeis insignificant reisults. First, most eimployeie is assumei that commitmeint to thei 
organization is an obligation that should eixist among eimployeieis in carrying out theiir 
dutieis as thei systeim doeis not makei theiir pe irformancei higheir. Seicond, as eimployeieis 
at work should havei a good attachmeint in theiir dutieis beicausei theiy consideir it as an 
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obligation that theiy should do so that it has nothing to do with theiir pe irformancei 
dire ictly. In addition, the i higheir thei le ive il of organizational commitme int of eimployeie is 
can eincouragei an incre iasei in eimployeie i OCB, furtheir that organizational commitmeint 
is thei stagei in which eimployeie is re icognizei a ce irtain group and still maintain status as 
a meimbeir of a group in an organization (Robbins, 2006). Eimployeie is who feie il that thei 
organization treiats the im fairly teind to reiciprocatei thei organization by increiasing 
e ingageimeint commonly re ifeirre id to as increiase id commitmeint (Me iyeir and Allein, 1991). 
Thei re isults of this study arei in linei with preivious reiseiarch from Eiliyana eit al. (2019); 
Nurjanah eit al. (2020) who agreie i that organizational commitmeint can increiasei 
e imployeie i OCB. 

 Job satisfaction owneid by milleinnial eimploye ieis doeis not havei a significant 
e iffeict on thei peirformancei of theise i eimployeie is. Theire i are i seiveiral causeis that thei 
author put forward duei to insignificant reisults. First, most eimployeieis assumei that job 
satisfaction is an individual right that direictly cannot improvei theiir peirformancei. Somei 
of theise i dissatisfactions havei provein to makei mille innial eimployeieis unablei to improvei 
theiir pe irformancei direictly. This is in linei with thei findings of Riyadi (2017) who found 
that job satisfaction did not havei a significant eiffeict on eimploye iei peirformancei. 
Manageimeint must pay morei atteintion and providei dire iction reigarding promotion 
opportunitieis / careieir paths to eimployeieis so that theiy arei e incourageid to work in 
totality and bring out the iir beist poteintial. In addition, thei higheir thei leive il of eimployeie i 
job satisfaction can eincouragei an increiase i in eimployeiei OCB. Thein in linei with thei 
findings of Nurjanah eit al. (2020) who obtaineid re iseiarch re isults showing that job 
satisfaction has a significant and positivei eiffeict on OCB.  

 Thei beitteir thei leive il of OCB eimployeie is can drivei improveid eimployeiei 
peirformancei, thei furthe ir OCB is a preifeirre id beihavior that doeis not beicomei a formal 
work obligation but supports thei e iffeictivei functioning of thei organization. This beihavior 
is also re ifeirre id to as eixtra-role i beihavior. OCB also reife irs to beihavior that goeis beiyond 
thei eimployeie i's normal obligations (Robbins and Judgei, 2017). Thei reisults of this 
study arei in linei with pre ivious reise iarch from Prabasari eit al. (2018); Indarti eit al. 
(2017); Harwiki (2016) who agreie is that OCB can improvei eimployeiei peirformancei. 

 This study useis OCB variableis as a meidiation beitweie in thei influeince i of 
individual characteiristics, organizational commitmeint and job satisfaction on thei 
peirformancei of mille innial e imployeie is at thei Bank. Thei addition of OCB variableis  as 
meidiation in this study was donei beicausei OCB variableis  have i an impact that can 
affeict eimployeiei pe irformancei. The ire i arei se iveiral re ise iarch re isults re ilateid to thei 
influeincei of individual characteiristics, organizational commitmeint and job satisfaction 
on OCB, and OCB has an influeince i on eimployeie i peirformancei, giving risei to thei 
assumption that OCB has a rolei as a meidiation beitwe iein individual characteiristics, 
organizational commitmeint and job satisfaction on eimployeiei peirformancei. In addition, 
onei of thei factors that affeict eimployeie i peirformancei is OCB. OCB is onei of thei initial 
conditions for thei eimeirgeincei of eimployeie i peirformancei.  
 

CONCLUSIONS 
  Thei re isults of this study show that individual characteiristics havei a significant 
e iffeict on eimployeie i peirformancei. Howe ive ir, organizational commitmeint and job 
satisfaction do not affeict eimployeie i pe irformancei direictly. Thein, individual 
characteiristics, organizational commitmeint and job satisfaction dire ictly affeict OCB. 
OCB also has a significant eiffeict on eimployeie i peirformancei. Furtheirmorei, OCB acts 
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as a partial meidiation on thei influeince i beitweie in individual characteiristics on eimployeiei 
peirformancei. The in, OCB acts as a partial meidiation on thei influeincei beitwe iein 
organizational commitmeint and job satisfaction on milleinnial eimploye iei peirformancei 
in banking eimployeieis in Indoneisia. 
 This study has seive iral limitations such as, conducteid in thei banking seictor in 
Indoneisia, so that reise iarcheirs can thein conduct studieis in otheir se ictors with thei 
modeil pre ise inteid in this study. In addition, this re ise iarch is only carrie id out in banking 
in Indoneisia so that thei objeict of reise iarch can bei eixpandeid to otheir deiveiloping 
countrieis such as Malaysia and India, eispe icially to thei milleinnial ge ineiration. Thein, 
this variation of thei study eixplains 66% of thei factors that affeict eimployeiei 
peirformancei, so theirei is still a gap for futurei re iseiarcheirs to look for otheir factors that 
can improvei eimployeie i peirformancei. Finally, this study useis onei me idiation variablei, 
nameily OCB, reiseiarcheirs can thein look for otheir meidiation variableis and consideir 
se irial meidiation.  
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