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Abstract. Organizational Citizenship Behavior (OCB) is a positive behavior that will 

have a good impact on the organization as a whole. Hence,the company needs to develop 

OCB behavior towards all employees of the company. This research is motivated by the 

decline in employee organizational behavior towards the company. The problem is 

whether work motivation, career development, and work environment can influence 

organizational citizenship behavior among the employees in the Department of Mold 

Manufacturing of PT. Bumimulia Indah Lestari.This study used a questionnaire method 

that involved as many as 47 people from all employees in the Department of Mold 

Manufacturing, which totaled 47 employees. Testing in this study used a saturated sample 

technique, where the results of 47 respondents were processed using regression analysis 

and assisted by the SPSS version 22 program. The findings in this study prove that all 

hypothesized relationships were proven to be supported. The results of the study prove 

that there was a significant influence between Work Motivations on OCB [1]. There was a 

positive and significant influence between Career Development on OCB [2]. There was a 

positive and significant influence between the Work Environment on OCB [3] 
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1 Introduction  

In the present time, the role of humans in determining organizational success cannot be 

ignored. Organizational citizenship behavior is a very important aspect of work. An 

organization will succeed if employees not only carry out their main tasks, but also want to do 

extra tasks such as willing to work together, help each other, provide suggestions, actively 

participate, provide extra service to customers, and want to use their work time effectively. 

These behaviors represent more added values that become a form of positive, constructive and 

meaningful social behavior that helps in organizations.  

Before employees can perform such work behaviors, there will be factors causing them to 

do such behavior, which is mainly caused by a high level of work motivation, good career 

paths and work environment factors that allow good cooperation in carrying out tasks given by 

the company leader to happen. PT. Bumimulia Indah Lestari is engaged in the plastic 

packaging industry producing such as oil bottles, perfume bottles, poison bottles, Tupperware, 

and many others. Human resourcesare one thing that supports the smooth production activities 
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at PT. Bumimulia Indah Lestari. Therefore, efforts to develop the quality of human resources 

are needed. The problem that occurs at this time is the decline in the level of loyalty or 

behavior of employees towards the organization that can affect the accomplishment results of 

the targets set by the company. 

As the demand for production is increasing, more contribution from the employee behavior 

is needed than usual so that the company can meet certain production demand. Due to the low 

level of employee concern for the organization, various ways to improve employee welfare for 

the organization are needed. 
 

Table 1. Employee Attendance 

 

Month / 

Information 
L LA S P SP AL A 

January 2020 125 6 30 0 3 3 1 

February 2020 144 2 12 0 6 42 2 

March 2020 109 2 14 0 0 29 6 

Information: 

L: Late 

LA: Leave Early 

S: Sick 

P: Permission to not Come to Work (Salary Deduction) 

SP: Special Permission 

AL: Annual Leave / Personal Leave 

A: Absent (Employees are Absent without Explanation) 

 

From the phenomena that occurred in the Mold Manufacturing Department of PT. 

Bumimulia Indah Lestari, one way to overcome the decline in employee loyalty to the 

organization following the research of [4], is to grow OCB on each of the company’s 

employees. Growing OCB requires the implementation of a certain method because OCB is 

not easy for every employee to have. Furthermore, [6] states that there is an influence of 

motivation on organizational citizenship behavior. This opinion is corroborated by [7] which 

states that there is a significant influence between work motivations on organizational 

citizenship behavior. [2] Also argues that work motivation has a significant influence on 

organizational citizenship behavior in the secretariat of Regional House of Representative of 

Bandung Regency and this is strengthened by the research of [7] which states that work 

motivation, clarity of purpose, and agreement factors can predict the highest impact on 

organizational citizenship behavior. However, [8] shows a significant negative relationship 

between instrumental and self-concept of external motivation and organizational citizenship 

behavior and this is an interesting gap for further investigation. 

Employee career development is needed in human resource management to improve the 

quality of work of employees and companies. Career growth and success for individuals can 

help employers create and or strengthen career path systems and improve organizational 

performance by supporting the advancement of their employees [9]. Moreover, [10] states that 

the relationship between organizational citizenship behavior (OCB) and task performance and 

individual career outcomes is positive. This opinion is supported by [11], which states that the 

reward system supports career development strategies and organizations enhance OCB.  



A conducive work environment can provide a sense of security and allow employees to 

work optimally. If an employee can enjoy the work environment where he works, the 

employee will feel comfortable in his workplace and be able to do his activities so that his 

working time can be used effectively. Human life is inseparable from various conditions in the 

surrounding environment. There is a very close relationship between humans and their 

environment. In this case, humans will always try to adapt to various conditions in the 

surrounding environment. Likewise, when doing work, every employee will interact with 

various conditions in the work environment. A work environment in a company is very 

important for management to consider. Although the work environment does not carry out a 

production process in the company, the work environment has a direct influence on the 

employees who carry out the production process. Subsequently, [12] states that the work 

environment has a positive and significant effect on organizational citizenship behavior. The 

statement is also supported by [13] which states that the work environment has a significant 

effect on organizational citizenship behavior. Furthermore, [14] states that the work 

environment has a significant effect on organizational citizenship behavior; however, the 

research results of [15] about OCB highlight the dark side of citizenship behavior. In this 

condition, OCB does more harm than good.  

2 Literature Review 

2.1 Organizational Citizenship Behavior 

 

According to [16], Organizational Citizenship Behavior is an individual contribution that 

exceeds the demands of roles in the workplace. Organizational citizenship behavior involves 

several behaviors including helping others, volunteering for extra tasks, and complying with 

rules and procedures at work. Organizational Citizenship Behavior is a free individual 

behavior, which is not directly or explicitly recognized by the reward system and in promoting 

the effective functioning of the organization. Additionally, [4] explains it in other words that 

OCB is employee behavior that exceeds the required role, which is not directly or explicitly 

recognized by the formal reward system and is a behavioral choice that is not the part of an 

employee's work obligations but supports the functioning of the organization effectively. As 

[4] states that there are five indicators of OCB.  

a) Altruism: An employee's behavior in helping his coworkers who are experiencing 

difficulties regarding tasks in the organization and other people's problems. 

b) Conscientiousness: A behavior that is shown by trying to exceed what is expected by the 

company. This is a voluntary behavior that is not an obligation or duty of the employee. 

c) Sportsmanship: A behavior that tolerates what is less than the ideal conditions in an 

organization without raising objections. Someone who has a high level of sportsmanship 

will promote a positive climate among employees. Besides, employees will be more 

polite to cooperate with others so that it will create a more pleasant work environment.  

d) Courtesy: A behavior that maintains good relations with coworkers to avoid 

interpersonal problems. Someone who has this dimension is someone who respects and 

cares for others. 

e) Civic Virtue: A behavior that indicates responsibility for the life of the organization 

(following changes in the organization, taking initiatives to recommend how the 



organization's operations or procedures can be improved, and protecting resources 

owned by the organization).  

 

2.2 Work Motivation 

Motivation, according to [17], is a factor that drives a person to do certain activities. 

Therefore, motivation is often interpreted as a factor driving a person's behavior. Every 

activity carried out by someone must have a factor that drives this activity. Thus the 

motivating factor for someone to carry out a certain activity, in general, is the person's needs 

and desires [17]. If someone needs and wants something, he is compelled to do certain 

activities to get what he needs. A person's needs and desires are different from the needs and 

desires of others. The difference in the needs and desires of one person to another occurs 

because of the mental processes that have taken place in a person.  

Motivation, according to [18], is a drive from within individuals to carry out certain 

activities in achieving goals. By providing the right motivation, employees will be encouraged 

to do everything possible in carrying out their duties, and they believe that with the success of 

the organization to achieve its goals and objectives, then their interests will be maintained as 

well.  According to [19], the indicators of work motivation are such as:  

a) The direction of behavior: Having a good relationship with coworkers, obeying work 

rules set by the company, never skipping work, or not attending without notice, being 

on time at work every day.  

b) Level of effort: It has the initiative to improve the work results that are not yet good, 

increasing the accuracy in working to reduce errors, and concentrating on working on 

getting satisfactory work results that have been targeted. 

c) Level of persistence:Trying to complete work according to organizational standards, 

trying not to make mistakes in work, not be easy to give up when getting a reprimand 

from the leader but being more motivated instead, and still managing to come to work 

as usual when the weather is bad.  

 

2.3 Career Development 

 

According to [17], career development is personal improvements made to achieve a career 

plan. Many people fail to manage their careers because they do not pay attention to the basic 

concepts of career planning. They do not realize that career goals can spur their careers and 

produce greater success. Although an understanding of these concepts does not provide a 

guarantee, if the concepts lead to career goals setting, career planning is more likely to be 

accomplished. According to [20], deliberate and conscious actions must be directed. Also, 

attitudes, behaviors, competencies, and knowledge need to be directed to be relevant to 

organizational goals. In this process, the organization acts as the heartbeat of career 

development. Career development is efforts or ways carried out by an employee and or by 

human resource managers as a means of developing the potential of employees to be able to 

occupy higher positions in achieving shared goals. [21] Career development involves a variety 

of functions and roles in life, and this includes education, training, paid and unpaid work, 

family, voluntary work, recreational activities and many more. [22] Career development is a 

program of development and organizational commitment that has a partial effect on employee 

job satisfaction. According to [2], the indicators of career development are as the following:  

 

 



a) Education and training 

 

Education and training have a very important role in assisting employees to be more 

creative in achieving company goals. Education and training is an ongoing process, not a 

momentary process, given the rapid development of technology and knowledge as it is today. 

Education is an effort to develop human resources, especially developing intellectual abilities 

and personalities. This is because many organizations and employees find it difficult to 

develop careers effectively and in full of strategy [23]. Moreover, [24] states that the practical 

effect of training and development is on the performance in the workplace that has a positive 

impact on employee performance and the improvement of their skills and work efficiency. 

Furthermore, [25] states that during organizational development, employee training plays an 

important role in improving performance as well as increasing productivity.  

 

b) Job Promotion 

 

Job promotion is the transfer of employees from a position to a higher one with 

responsibilities, facilities, salaries, and career opportunities that are better than the previous 

position. 

 

c) Tour of duty 

 

The tour of duty is the transfer of work of an employee in an organization that has the 

same level from the previous position. This aims to place an employee in a more appropriate 

position and also to develop the potential possessed by an employee.  

 

2.3 Work Environment 

 

Work environment, according to [26], is what exists in the worker's environment that can 

influence the process of carrying out tasks such as temperature, humidity, ventilation, lighting 

noise, cleanliness of the workplace, and the adequacy of work equipment. The work 

environment can be interpreted as the whole tools faced by employees, the environment in 

which a person works, work methods, and the effects of work both to individuals and to 

groups. The work environment is anything that exists around workers or employees that can 

affect employee job satisfaction in carrying out tasks so that maximum work results can be 

obtained. In this work environment, there are work facilities that support employees in 

completing tasks assigned to them and that improve employee work within the company.  

According to [12], the work environment is all tools and equipment employees deal with in 

their surrounding environment where they work, the work method, and the work setting for 

both individuals and as groups. The indicators of the work environment, according to [13] are 

as follow:  

 

a) Physical Work Environment 

 

The physical environment is the environment around the workers. Conditions in the work 

environment can affect employee job satisfaction, and this includes lighting, air temperature, 

noise, use of color, required space, and safety of workers.  

 

b) Non-Physical Work Environment 



 

The non-physical work environment is all conditions that occur and are related to work 

relationships, both relationships with superiors and relationships with colleagues, or 

relationships with subordinates.  

a) Relationships with colleagues. 

b) Relationships of superiors with subordinates.  

c) Relationships of subordinates with superiors.  

 

However, [27] states that a lack of attention to the work environment can cause a problem 

because it affects the health of workers and the performance of the organization.  Based on the 

synthesis of the literature, the researchers have formulated the following Research Hypothesis 

a) Hypothesis 1 (H1): The Influence of Work Motivation on Organizational Citizenship 

Behavior  

b) Hypothesis 2 (H2): The Influence of Career Development on Organizational 

Citizenship Behavior 

c) Hypothesis 3 (H3): The Influence of Work Environment on Organizational Citizenship 

Behavior 

3 Conceptual Framework of the Study 

In the study of the influence of work motivation, career development, and work 

environment on organizational citizenship behavior, the method used was the quantitative 

research method. According to [28], quantitative research can be interpreted as a research 

method based on the philosophy of positivism, which is used to examine specific populations 

or samples, which collect data using research instruments, whose analysis of data is 

quantitative or statistical, and whose aim is to describe and test hypotheses which have been 

set. Based on the relationship framework of motivation, career development, work 

environment on organizational citizenship behavior, the conceptual framework can be 

arranged as shown below (Figure 1).  
 

 

Fig.1. Framework of Study 

4 Research Methods of the Study 

In the study of the influence of work motivation, career development, and work 

environment on organizational citizenship behavior, the method used was the quantitative 

research method. According to [28], quantitative research can be interpreted as a research 



method based on the philosophy of positivism, which is used to examine specific populations 

or samples, which collect data using research instruments, whose analysis of data is 

quantitative or statistical, and whose aim is to describe and test hypotheses which have been 

set. This research was conducted in the Mold Manufacturing Department of PT. Bumimulia 

Indah Lestari at Jl. Jababeka XVI Kav. V No.65A, Industrial Area of Jababeka 1 Cikarang. 

The population is the whole element that will be used as a generalization area [28]. The 

population element is the whole object to be measured, which is the unit being studied. The 

population of this research was all of the employees in the Mold Manufacturing Department of 

PT. Bumimulia Indah Lestari Cikarang, totaling 47 employees, with the following details: 

 

Manager   : 1 person  

Asst. Manager  : 1 person 

Supervisor   : 3 people 

Admin Staff: 1 person 

Operator   : 39 people 

Total   : 47 people 

 

PT. Bumimulia Indah Lestari Plant Cikarang had 47 employees, and this study involved a 

total of 47 employees. The sample is part of the number and characteristics possessed by the 

population [28]. The analysis of this study used non-probability sampling which is a sampling 

technique that does not provide opportunities or chances at all to each element or member of 

the population to be selected as a sample [28]. The sampling technique used was saturated 

sampling. It is a sample that will not increase the representation when the number of sample is 

added so that it will not affect the value of information that has been obtained [28]. The 

sample in this study were 47 employees.  

5 Results and Discussions 

The analysis and results of the study are derived using the tool of SPSS as below. 

 
Fig.2.  Groups and Variables of the Study 



Table 3. Result of Validity Test 

Variable 
N 

Item 

R 

Calculate 

Work Motivation 6 >0.2876 

Career Development 6 >0.2876 

Work Environment 6 >0.2876 

Organizational Citizenship Behavior 10 >0.2876 

 

Table 4. Result of Reliability Test 

 

Variable 
N 

Item 

Cronbach 

Alpha Value 

Work Motivation 6 0.856 

Career Development 6 0.744 

Work Environment 6 0.777 

Organizational Citizenship Behavior 10 0.797 

 

Table 5. Result of Hypothesis Test 

 

Hypothesis Variable T Value SIG Result 

H1 

Work Motivation influences 

Organizational Citizenship 

Behavior 

-2.531 0.015 Accepted 

H2 

Career Development 

influences Organizational 

Citizenship Behavior 

4.379 0.000 Accepted 

H3 

Work Environment influences 

Organizational Citizenship 

Behavior 

2.182 0.035 Accepted 

 

It is realised that the validity and reliability of the study are confirmed. Moreover, the 

hypothesis is tested and found significant for acceptance. This emphasises that the Work 

Motivation, Career Development, and Work Environment influences Organizational 

Citizenship Behavior. The data analysis used was the normality, correlation, and regression 

tests and hypothesis testing of each variable, which can be concluded as follows: 

 

5.1 The Discussion on the Role of Developing Work Motivation Will Influence 

Organizational Citizenship Behavior 

Based on all tests on the influence of work motivation on organizational citizenship 

behavior that was carried out above, the test results on the t-test yielded a t calculate of -2.531 

with a significance level of 0.015, which means t calculate > t table and sig <0.05. This means 

that the hypothesis proposed by the researchers was accepted, meaning that there was a 

significant influence between the variable of work motivation on organizational citizenship 

behavior in the Mold Manufacturing Department of PT. Bumimulia Indah Lestari. The value 

of effective contribution (SE) obtained was 6.6%. This shows that there was a direct influence 

between the variable work motivations (X1) on the variable organizational citizenship 

behavior (Y). The results of this study are consistent with the previous research conducted by 



[1] which states that there was an influence of motivation on organizational citizenship 

behavior. This opinion is strengthened by [6] which states that there was a significant 

influence between work motivations on organizational citizenship behavior. The work of [6] 

also argues that work motivation had a significant influence on organizational citizenship 

behavior in the secretariat of the Regional House of Representative of Bandung Regency. 

Thus it can be concluded that work motivation had a positive effect and had an important 

influence on improving organizational citizenship behavior of employees in the Mold 

Manufacturing Department of PT. Bumimulia Indah Lestari. 

 

5.2 The discussion on the Role of Appropriate Career Development Will Influence 

Organizational Citizenship Behavior 

 

Based on all tests on the influence of career development on organizational citizenship 

behavior that was carried out above, the test results on the t-test yielded a t calculate of 4.379 

with a significance level of 0.000 which means t calculate > t table and sig <0.05. This means 

that the hypothesis proposed by the researchers was accepted, meaning that there was a 

positive and significant influence between the career development variable on organizational 

citizenship behavior in the Mold Manufacturing Department of PT. Bumimulia Indah Lestari. 

The value of Effective Contribution (SE) obtained was 28.7%. This shows the direct influence 

between the variable of career development (X2) on the organizational citizenship behavior 

(Y) variable. The results of this study are consistent with previous research conducted by [8] 

stating that career development had a significant effect on organizational citizenship behavior. 

This opinion was supported by [9] who argues that career development had a significant effect 

on organizational citizenship behavior. This opinion is also reinforced by [12] which states 

that career development had a significant effect on organizational citizenship behavior. So it 

can be concluded that career development had a positive effect and had an important influence 

on improving organizational citizenship behavior of employees in the Mold Manufacturing 

Department of PT. Bumimulia Indah Lestari. 

 

5.3 The discussion on a Good Work Environment Will Affects Organizational 

Citizenship Behavior 

Based on all tests about the influence of the work environment on organizational 

citizenship behavior that has was out above, the test results on the t-test yielded t calculate of 

2.182 with a significance level of 0.035 which means t calculate > t table and sig <0.05. This 

means that the hypothesis proposed by the researchers was accepted, meaning that there was a 

positive and significant influence between the variable of work environment on organizational 

citizenship behavior in the Mold Manufacturing Department of PT. Bumimulia Indah Lestari. 

The value of Effective Contribution (SE) obtained was 8.1%. This shows that there was a 

direct influence between the variable of the work environment (X3) on the organizational 

citizenship behavior (Y) variable. The results of this study are following the previous study 

conducted by [3] stating that the work environment had a positive and significant effect on 

organizational citizenship behavior. The statement was also supported by [13] which states 

that the work environment had a significant effect on organizational citizenship behavior. 

Moreover, [14] states that the work environment had a significant effect on organizational 

citizenship behavior. So it can be concluded that the work environment had a positive effect 



and had an important influence on improving the organizational citizenship behavior of the 

employees in the Mold Manufacturing Department of PT. Bumimulia Indah Lestari. 

6 Conclussions  

Based on the analysis and discussion above and the purpose of this study, which is to find 

out the influence of Work Motivation, Career Development and Work Environment on 

Organizational Citizenship Behavior on the employees in the Mold Manufacturing 

Department of PT. Bumimulia Indah Lestari Plant Cikarang, the researchers can conclude 

from the research results as follows:  

a) Appropriate work motivation will affect Organizational Citizenship Behavior as 

indicated by the object of the study, which was the employees of the Mold 

Manufacturing Department of PT. Bumimulia Indah Lestari Plant Cikarang. Work 

motivation had a significant effect on organizational citizenship behavior. This was 

shown by the Effective Contribution of 6.6% and the Relative Contribution of 15.2%. 

b) Appropriate and fair career development will affect Organizational Citizenship 

Behavior as indicated by the object of the study, which was the employees of the Mold 

Manufacturing Department of PT. Bumimulia Indah Lestari Plant Cikarang. Career 

development had a positive and significant effect on organizational citizenship 

behavior. This was indicated by the Effective Contribution of 28.7% and the Relative 

Contribution of 66.1%. 

c) The comfortable work environment will affect Organizational Citizenship Behavior as 

indicated by the object of the study which was the employees of the Mold 

Manufacturing Department of PT. Bumimulia Indah Lestari Plant Cikarang. The work 

environment had a positive and significant effect on organizational citizenship 

behavior. This was indicated by the Effective Contribution of 8.1% and the Relative 

Contribution of 18.7% 

d) Organizational citizenship behavior was strongly influenced by work motivation, 

career development, and the work environment so that companies must have more 

ability to provide appropriate motivation, fair career development, and a comfortable 

work environment to improve organizational citizenship behavior of the employees in 

Mold Manufacturing Department of PT. Bumimulia Indah Lestari’s Cikarang Central 

Branch. This shows that Organizational Citizenship Behavior in the company could be 

influenced by Work Motivation, Career Development and Work Environment. This 

was shown by the Effective Contribution with a total of 43.3% and the Total Relative 

Contribution of 100%.  

Based on the results of the study, limitations in this study can be described as follows: 

future researches should be able to add employee data that are not yet covered, such as 

employee salaries, years of service and others. Besides, future researchers should include other 

variables that have not yet been studied because those variables might influence the results. It 

is hoped that further researchers can conduct studies using other variables outside the variables 

that have been studied to obtain better results in improving organizational citizenship 

behavior. Future studies are also expected to be able to examine variables that strengthen or 

weaken the relationship between variables in research. 
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