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I. Introduction 
 

 The success of an organization cannot be separated from the role of effective and 

efficient human resource management (Azhad et al., 2015). Human resources (HR) in an 

organization are a very determining factor in achieving organizational goals, both 

government and organizational (A. A. P. Mangkunegara, 2018). Seeing the importance of 

the role of employees, the aspects that empirically influence the improvement of employee 

performance are aspects that must be considered. Human resources in an organization or 

company are central and important because humans themselves are creatures who have 

intelligence, have various ways or cultures of work, have the ability to develop, and have 

desires that are different from other means of production that cannot develop their abilities 

and do not have desires like humans (Qomariah, 2020). Humans are not the same as other 

means of production, so human management must be innovative, effective, efficient and 

sustainable. The aim of human resource management is to ensure that employees can work 

well so as to produce performance that is beneficial to the organization. 

Conceptually, employee performance or work achievement is the result of work in 

terms of quality and quantity achieved by an employee in carrying out his duties according 

to the responsibilities given to him. Work performance or achievement can be interpreted 

as achieving work results in accordance with the rules and standards that apply to each 

organization (Sedarmayanti, 2017). Performance is a result of work achieved by a person 

in carrying out the tasks assigned to him which is based on skill, experience and 

seriousness of time (Hasibuan, 2018). Several factors that can improve performance 

include work engagement and organizational citizenship behavior. 
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One factor that can provide increased performance is work engagement. According 

to (Lockwood, 2003), the meaning of employee attachment to their work or what is also 

called work engagement is a condition where a person is able to commit to the 

organization both emotionally and intellectually. According to (Bakker & Leiter, 2010), 

the definition of work engagement can be said to be a thought concept where employees 

have a sense of attachment to their work which can cause them to work more 

enthusiastically. Research conducted by (Qodariah, 2019), (Justina et al., 2019), (Syafitri 

& Iryanti, 2022), (Irwandi & Sanjaya, 2022), (Albana, 2019), (Rahmayani & 

Wikaningrum, 2022), (Manalu et al., 2021), (Kustya & Nugraheni, 2020), (Setyawati & 

Nugrohoseno, 2019) states that work engagement has a positive impact on employee 

performance. Thus, companies or organizations must ensure that employees have a close 

connection to their work so that performance can increase. 

Organizational citizenship behavior is also a variable that is thought to provide an 

increase in employee performance. According to (Sanosra et al., 2014), organizational 

citizenship behavior (OCB) can be defined as the positive behavior of people in the 

organization. People's behavior is usually expressed in the form of a conscious and 

voluntary willingness to work, contributing to the organization more than what is formally 

required by the organization. A person's OCB behavior can be seen when someone helps a 

co-worker who is having trouble at work, the behavior of someone replacing a co-worker 

who is absent or taking a break, the behavior of someone helping a co-worker whose work 

is overloaded, and so on, which is essentially a person's willingness to do so. Helping 

colleagues who need help without compensation. OCB behavior can also be seen from the 

way someone helps other people do their tasks when they are not at work and also helps 

other people outside the department when they have problems completing their tasks. It is 

clear that someone who has OCB behavior can be said to have great responsibility for their 

own work, so it can be said that someone who has good OCB behavior means their 

performance is also good. Research on the relationship between OCB and performance 

was carried out by:(Kurniawan et al., 2019), (Suzanna, 2017), (Singh et al., 2019), (Putri & 

Utami, 2017), (Sari & Sus, 2015), (Hermanto & Srimulyani, 2022), (Chelagat et al., 2015), 

(Jufrizen et al., 2020), (Novelia et al., 2016), (Chandra et al., 2020), (Lestari & Ghaby, 

2018), (Arianto, 2017), (Agustiningrum, 2016), (Nurnanigsih & Wahyono, 2017), 

(Bodroastuti & Tirtono, 2019), (Alhasani et al., 2021), (Arifin & Djamro, 2019), 

(Setyowati et al., 2021), (Rusmayanti et al., 2022), (Thamrin et al., 2024), (Qomariah et al., 

2023) which states that organizational citizenship behavior has a positive impact on 

employee performance in the organization. Meanwhile, research conducted by (Lukito, 

2020), (Agustiningsih et al., 2016), (Atikah & Qomariah, 2020) states that organizational 

citizenship behavior does not have a positive impact on employee performance. 

Based on the problems related to the concepts used in this research and the results of 

research related to the concepts used which have inconsistent results, this research aims to: 

1) to determine the impact of work engagement on employee performance; 2) to determine 

the impact of organizational citizenship behavior on employee performance.
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1.1 Research Framework 
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Figure 1. Conceptual Framework 

 

 

 

II. Literature of Review 

 

2.1 Human Resource Management 
According to (Handoko, 2015) the definition of Human Resource Management 

(HRM) can be said to be a company's efforts to manage human resources within the 

company for which it is responsible. Every company has pre-planned goals so it is 

necessary to organize its human resources to achieve previously set company goals. 

 

2.2 Employee Performance 
Mathis & Jackson (2011) stated that the definition of employee performance is the 

result of work that employees do and do not do in a company at a certain time. The 

understanding of employee performance can also be described as expressions such as 

output, efficiency and work effectiveness which are often linked to productivity (Gomes, 

2010). Meanwhile, according to (Mangkunegara, 2017), employee performance is the 

result of an employee's work, both in terms of quality and quantity, achieved by an 

employee in carrying out his duties in accordance with the responsibilities given to him. 

 

2.3 Work Engagement 
According to (Lockwood, 2003), the meaning of employee attachment to their work 

or what is also called work engagement is a condition where a person is able to commit to 

the organization both emotionally and intellectually. According to (Bakker & Leiter, 

2010), the definition of work engagement can be said to be a concept of thought where 

employees have a sense of attachment to their work which can cause them to work more 

enthusiastically. 

 

2.4 Organizational  Citizenship Behavior 
Organizational citizenship behavior is also a variable that is thought to provide an 

increase in employee performance. According to (Sanosra et al., 2014), organizational 

citizenship behavior (OCB) can be defined as the positive behavior of people in the 

organization. People's behavior is usually expressed in the form of a conscious and
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voluntary willingness to work, contributing to the organization more than what is formally 

required by the organization. 

 

 

III. Research Methods 

 
The variables in this research were designed to consist of 2 (two) types of variables, 

namely the independent variable and the dependent variable. Therefore, this research is 

called quantitative causality research. Quantitative causality research can be interpreted as 

research that aims to determine the influence of the independent variable on the dependent 

variable (Sekaran, 2006). Work engagement (X1) and organizational citizenship behavior 

(X2) as independent variables and employee performance (Y) as the dependent variable. 

The population design in this study was all inpatient nurses in the hospital industry in 

Jember Regency. The data analysis was designed using descriptive analysis, validity and 

reliability testing, and research hypothesis testing. 

 

 

IV.  Results and Discussion 

 

4.1 The Effect of Work Engagement on Employee Performance 

According to (Lockwood, 2003), the meaning of employee attachment to their work 

or what is also called work engagement is a condition where a person is able to commit to 

the organization both emotionally and intellectually. According to (Bakker & Leiter, 

2010), the definition of work engagement can be said to be a thought concept where 

employees have a sense of attachment to their work which can cause them to work more 

enthusiastically. Mathis & Jackson (2011) stated that the definition of employee 

performance is the result of work that employees do and do not do in a company at a 

certain time. The understanding of employee performance can also be described as 

expressions such as output, efficiency and work effectiveness which are often linked to 

productivity (Gomes, 2010). The relationship between work engagement and employee 

performance is that employees who have a strong commitment to their work will usually 

be happy at work and will complete work on time as assigned. Thus, there is a positive 

correlation between work engagement and employee performance. Research conducted by 

(Qodariah, 2019), (Justina et al., 2019), (Syafitri & Iryanti, 2022), (Irwandi & Sanjaya, 

2022), (Albana, 2019), (Rahmayani & Wikaningrum, 2022), ( Manalu et al., 2021), 

(Kustya & Nugraheni, 2020), (Setyawati & Nugrohoseno, 2019) state that work 

engagement has a positive impact on employee performance. Thus, the hypothesis in this 

research is the first hypothesis (H1) is: work engagement has a positive influence on 

employee performance. 

 

4.2 The Influence of Organizational Citizenship Behavior on Employee Performance 

Organizational citizenship behavior is also a variable that is thought to provide an 

increase in employee performance. According to (Sanosra et al., 2014), organizational 

citizenship behavior (OCB) can be defined as the positive behavior of people in the 

organization. Mathis & Jackson (2011) stated that the definition of employee performance 

is the result of work that employees do and do not do in a company at a certain time. The 

understanding of employee performance can also be described as expressions such as 

output, efficiency and work effectiveness which are often linked to productivity (Gomes, 

2010). The relationship between organizational citizenship behavior and employee 
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performance can be described as follows, namely if there is an employee who has OCB 

behavior where they like to provide help and assist colleagues who are experiencing 

problems at work, then these employees will be alert in completing the work that is their 

task. Research on the relationship between OCB and performance was conducted by: 

(Kurniawan et al., 2019), (Suzanna, 2017), (Singh et al., 2019), (Putri & Utami, 2017), 

(Sari & Sus, 2015), (Hermanto & Srimulyani, 2022) the result of which is that OCB has an 

impact on employee performance. Thus, the second research hypothesis (H2) is that 

organizational citizenship behavior influences employee performance. 

 

 

V. Conclusion 

 
Research on the influence of work engagement and organizational citizenship behavior 

on employee performance needs to be carried out because it turns out there are still 

inconsistent results, thus the conclusions from this research design are: 

1. It is hoped that employee work engagement will have a positive influence on employee 

performance. 

2. It is hoped that organizational citizenship behavior from employees will have an 

influence on employee performance. 
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