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Abstract  

Human resources are an element that holds an important and indispensable role in a company, agency 

or organization. Companies must pay attention to good human resource management handlers so that 

the performance in the company runs smoothly and improves the quality and performance of its 

employees. This study aims to analyze the influence of the work environment on OCB, analyze rewards 

on OCB, analyze work environment on job satisfaction, analyze rewards on job satisfaction, analyze, 

indirectly analyze the influence of work environment on job satisfaction through OCB, and indirectly 

analyze the influence of rewards on job satisfaction through OCB. Samplingtechniques use saturated 

sampling techniques. The respondents used were 73 respondents. The data analysis method used is  the 

Sructural Equation Model - Partial Leaste Square (SEM-PLS). The results of this study show that the 

work environment has a positive and significant effect on OCB, rewards have a positive and significant 

effect on OCB, work environment has a positive and significant effect on job satisfaction, rewards have 

a positive and significant effect on job satisfaction, work environment indirectly has a significant and 

positive effect on job satisfaction through OCB, and rewards indirectly has a positive and significant 

effect on OCB through job satisfaction. 
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INTRODUCTION   
Sumbeer human resources isan element of entrepreneurship and is highlyneeded in acompany, agency or organization. 

Thecompany mustpay attention to  the management  of good human resources so that the work in the company will run smoothly and  improve the quality 

and work of its employees. One of the things that must bepaid attention to in an agency/company is the condition of 

the environment tothe workplace, the condition of the company's facilities, the atmosphere of theworkplace, the relationship between the 

worker, theworkplace and other things. According to Fabanyo et al. (2023) that theWork  Environment is something that 

cancreate  comfort for employees. A positive work environment  encourages physical, social, and psychological 

activities that support employees incarrying out their tasks. Tothe ethics of employees to work in a comfortable and supportive 

environment, they  feel  more satisfied and motivated  towork  in a comfortable  and supportive environment (Veeheera and Onsardi, 

2021). 

Employees whohave  the quality of their work   will be reeward who will  be rewarded as they will be appreciated infront of the employees. 

Accordingto Adhitomo, Wirawan, et al. (2018) reeward is  a factor in motivating employees tocontribute to developing innovative e-IDEE ideas for good business functions and improving the company's performance both 

financially and non-financially. The systemof appreciation offered and given  to employees includes  intrinsic reeward 

and eeward eextrinsic reeward.    Re eward intrinsic is a systemof appreciation that isderived from the individual who faces the workindependently (isderived from a transaction between one individual 

in his or her duties, without the involvement of a third party), aswell asExtrinsic recoil  is an ensasi compe that is directly conveyed and controlled by the organization (third 

party) in away  that is more visible (easy to see). 

Employees who areenthusiastic  about their work and make  a high contribution to  the company, namely employees 

whofeel  satisfaction in working and carryingout their duties. Thesatisfaction of the work is an expression  of e-emotion that is felt by  

each individual in the face of his or her work in a way that isexhaustive, which means that if the expression is directed towards a positive attitude, then 

it can be said that the individual is satisfied with the work The work. Accordingto Wicaksono and Gazali (2021), 

to high work satisfaction to create an  environment conducive to thedevelopment of OCB, becausesatisfied employees are more likely to be able to 

participate in activities thatsupport  work  and organization withoutexpect immediate rewards. OCB is an extra-rolee  (not 

included in the job deescription as it is notrelated to the systemof the reward) that is owned  by the individual/employee to  improve the 
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efficiency and efficiencyof the organization orcompany (Sani & EEkowati, 2020). Thisbehavior arises because there is a sense of 

participationin being a part/member of the organization in the sense  that it is more important in the organization.  

In the first research of the     environment,  Tontoli, Kojo, and Seendow (2022) argued that there is a partial variationof the environment tothe work carried 

out by Tontoli, Kojo, and Se endow (2022)positive and significant impact on OCB. The resultsare in line 

with  the research carried out by Deewantara and Tambunan (2023). Adi   Saputra, Kirana, and Seeptyarini (2021) 

have  shown  that environmental variability towork  on beer affects the environment in the face of OCB. In the research  of Nur, 

Prayeekti, and Subiyanto (2021), thesatisfaction  of the work of the Beehavior (OCB) has a significant  impact  on the Organizational Citizeenship 

Beehavior (OCB), while in  theresearch  of Ramadanti and Ahman (2022) Thesatisfaction  of the work does not affect theSignificant teerfacing Organizational 

Citizeenshp Beehavior (OCB). The results of    the research  that are beingdone encourage the employee to be  more effective in the field of  

environmental impact onthe work and the satisfaction  of the employee as a variety of people. 

Based on the contradictions in the field, the facts of the field and the background of the work 

described in  the environment to the   work, the work  and the work of the employees to the satisfaction, then this research is carried out toanalyze  the impact 

of the environment on the work to the satisfaction of the employees.Employee Satisfaction        ,Analyzing  the Impact of Employee Performance,  Analyzing the Impact of 

Environmental Impact on Employee OCB,Analyzing  Employee Impact, Analyzing Employee Impact, Analyzing  Employee SatisfactionThe work of the employee OCB, theanalysis  of the indirect 

influence of the environment on  the work of the OCB through the satisfaction of thework, and theanalysis  of the indirect 

influence   of the OCB through  the satisfaction of thework. 

Supermarket and Wholesaler is one  of the best stores  in the center of PameEkasan City. This supermarket has  a  large number 

of employees, namely the number of employees in this store in the    70s and early 70s, the employees who work here canbe found in various types of training 

starting from graduates from junior high school graduates, or even undergraduate graduates. There arevarious positions and jobs deescription 

in this store, including the position of cashier, heelpeer,me-erchandiseer, toesecurity, teenaga lift and others. In fact, the information in the field is 

a  problem  that arises in  the environment  of the work  that is loud and also the problem of the work that makes the employee unable to go home ontime. However, 

from beingebeerapa peer, the employees are also satisfied and the reason is that within three months after the  

employees who are working  at this store willget reeward benefits, bonuses, allowances and others. The purpose of  this 

reward is so that the employees who do their work will get reciprocity in  terms of what  they are doing. 

 

METHOD  
The Jeenis and Peendeekatan that are  used to enjoy thisresearch are  to use the endeeship eantitarily. Meenueruet Siyoto (2015: 19) quantitativeresearch is a 

scientific research that is an emotive  system that faces the parts and feenomeena as it means huebuengan-huebuengan. Thisresearch is done at the Supermarket & 

Wholesale which is located  in the city of PameEkasan, Java. The popularity in thisstudy is anemuea of employees who are employed  in 

Supermarket & Wholesale in Pameeeksan with 73 employees. The    best example of taking samples in this research is  the use of sampling 

techniques.        Suegiyono (2019) is a selection of people who are involved in this research as a candidate.  

  The data  encoding techniques used in this research are using the techniques of enguempuelan beeruepa angkeet ataue queistioneer. Angkeet (queeestioneer) meeruep the list 

of questions that areanswered   by the peer  questions that are reeleevan with objeek peenetian deengan meembis (√) in the answer 

that issesueiai. Buetir-buetir peerquestionan ore peernyataan in angkeet disuesuen bebased on applieed theeory of each variabeel deengan scale 

Likeert. Each peer question Ihave  a reespon of five scales: the mostedikit, the mostengang, the seedang, lemore, and the mostdeengengeng uentuek on 

the scale of 1, 2, 3, 4, and 5 respectively. Variabeel lingkuengan keerja uses indicators of the environmentwith 

physical work and the environmentwith non-physical work adopted from Soeetjipto (2009), Seedarmayanti (2007: 21). Variabeel 

peembeerian reeward uses the intrinsic reeward and eextrinsic reeward  indicators adopted from Byars and Rueee 

(2010), Graham &Manues (2002). Variabeel OCB uses indicators  of altrueism, conscieentiouesnees, sportsmanship, couerteesy, and 

civic virtueee adopted from Organ, Podsakof, and Mackeenziee (2006), Allison (2001) in Suebawa and Suewanda, (2017:4785). 

The results  of the work are varied tothe performance  of the work using salary indicators, the  work of theindividual, the superior, the work 

environment, and the work environment adopted from Widodo (2015) in Harahap, & Tirtayasa, 

(2020:125). The data will be  analyzed   using Microsoft eExceel, and analyzed using the Sruectueral Eequeation Modeel - 

Partial Leeastee Squearee (SE eM-PLS). 

 

RESULTS AND DISCUSSION  

Result 
Characteristics of respondents. 

The characteristics of   the espondeen show that of the 73espondeen  who were involved in this study, 37 of them were men (50.7%) and the other 

36 were women (49.3%). The majority of espondeen beeruesia between 21-30 knowen, deengan juemlah 35 reespondeen (48%), 

followed by eti oleeh to  the uesia group of 31-40 knowen as many as 28 re espondeen (38%), seemeentara reespondeen who are under 20 

knowen only 2 people ( 3%) and those who are  over  40 years oldare as many as 8 people (11%). Re espondeen whohas  experience 

to work between 2 to 4 years old. There were 26 reespondeen (35.6%) who had   2  years of work to eat   , 21 to 21 to2 (28.8%) who had   3 to eat, and 16 to 21 to 21 to 2 (21.9%) 
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who had to be 12 to 2 to 10 years old, and 16 to 21.9% of whom had 2 to 10 to 10 to 10 to 10 to 100 to 100 to 100 to 100 to 100 to 100 to 100 to 100 to 100 to 100 to 100 to 100 to 100 to 100 to 100,000 to 1,000,000 to 1,000,000 to 1,000,000 to 1,000,000,000,000,000,000,000,000,000,000,000Elama 4 knowen, ju emlah reespondeen who be ekeerja for as long as 1 knowen or byerang is 2 people (2.7%), while  reespondeen 

who teelah beekeerja seelama 5 ore 6 knowen are 6 people (8.2%) and 2 people (2.7%) respectively. 

 

Results of convergent validity analysis. 

These results are based  on each of the constru ek indicators. Meenueruet Chin (2015), the indicator  is said to be valid 

if the valueis more than 0.70, while  the loading factor of 0.50 to 0.60 can be considered cu equiep. Based on the analysis of the figure 

below it can be seen that the various  indicators  of this research are declared valid, and   the values  of Oueteer 

Loadings are more than 0.7 for each indicator. De engan deemikian iteem kueeesioneer can be used in his own analyses 

 
Figure 1: Results of the smartPLS algorithm 

(Suembeer: Ouetpuet Peengolahan deengan smartPLS) 

 

Discriminant Validity. 

Modeel peenguekueran has  a good discriminant validity if each√𝑨𝑽𝑬 variabeel ismore than the correspondence  

between the variabe el. From the tableel below, it can be concluded  that the root of the   Aveeragee Variance e 

Eextracteed uentuek seeach construek lemore beesar than the chore of the association between oneconstruct e and  the other construct in the mode of el. The 

value of beingis based on  the above statement, then the construct in the el mode that diesthe estimate of the criterion isdiscriminant validity. 

Table 1: Discriminant Validity. 

 Job Satisfaction Work Environment OCB Reward 

Job Satisfaction 0,834    

Work Environment 0,395 0,871   

OCB 0,612 0,590 0,789  

Reward 0,413 0,096 0,455 0,943 
Suembeer: Ouetpuet Peengolahan deengan smartPLS 

 

HTMT Results 

Based on the results of the HTMT in the table below, the threshold level  of validity of 

discrimination that can bemeasured is  seen from the value of the He eteerotrait-Monotrait Ratio (HTMT) which is more  than 0.90 se epeerti 

recommended (Hair et al., 2017). Seemuea the HTMT value ismore than 0.9.  

Table 2: HTMT Results 

  Job Satisfaction Work Environment OCB Reward 

Job Satisfaction         

Work Environment 0,417    
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OCB 0,646 0,623   

Reward 0,423 0,112 0,466  

Suembeer: Results of the   use of the smartPLS 

 

 

Average Variance Extracted (AVE) 

The AVEvalue e beertuejuean uentuek meenguekuer level of variation su eatue constituentcomponents that are compiled  en from 

the indicator deengan meenyeesueaikan at the level to efalse. eBased on the table below, it can be seen that the AVE e value  is more 

than  0.50 which isThe meaning of seemuea indicator teerseebuet teelah meemeenuehi kriteeria that su edah is determined and meempuenyai reeliability that 

poteensial uentuek is carried out ekan peenguejian leebih immediately. 

Table 3: Average Variance Extracted (AVE) Test Results 

 Average Variance Extracted (AVE) 

Job Satisfaction 0,695 

Work Environment 0,759 

OCB 0,622 

Reward 0,890 

Suembeer: Results of the   use of the smartPLS 

 

Composite Reliability and Cronbach's Alpha 

Peenguejian Compositee Reeliability and Cronbach's Alpha beertuejuean uentuek meengueji reeliabilitas instruemeen in su eatue 

modeel peeneelitian. If the value of the variabe el lateen mehas   a Compositee value of Reeliability mauepuen Cronbach's Alpha 

≥ 0.70, it  means that  it has good eliliquency  ore kueeesioneer whichis used  as a tool in theThis research is consistent. Based on the table below, it can be 

seen that the results  of the  Compositee Reeliability and Cronbach's Alpha ennumerates a value that   is equal to a value of ≥0.70. So 

it can be concluded  that, byeeesioneer, whichis used as a research tool  , is  reliable orconsistent. 

Table 4: Composite Reliability and Cronbach's Alpha Test Results 

 Cronbach's Alpha Composite Reliability 

Job Satisfaction 0,956 0,961 

Work Environment 0,935 0,949 

OCB 0,932 0,943 

Reward 0,975 0,980 

Suembeer: Results of the   use of the smartPLS 

 

Test Model 

Peenguejian inneer modeel is the development of the mode of   the concept of the theory  in order to analyze the 

variables of the eeksogeen and the endogenes has been described in the conseeptueal frame. The NFI value 

of 0 – 1 is  derived from thecomparison between the  hypothesized el mode and the essayed su eatue modeel indeepeendeen teerteentue. Based   on the table, the NFI 

value isat 0.498, which means  that it has a modern match that can be declared good. (Ghozali, 2014). 

Table 5: Results of Iner Model Tests 

 Saturated Model Estimated Model 

SRMR 0,089 0,089 

d_ULS 4,398 4,398 

d_G 12,275 12,275 

Chi-Square 2294,307 2294,307 

NFI 0,498 0,498 

Suembeer: Results of the   use of the smartPLS 

 

R-Square Value (R2) 

Based on the results of the R-squearee value in the el table below, the R² value of 0.298 indicates  that 

29.8% of the variability in the performance can be applied to  the  eexosie inel mode  (e.g., the environment of the work and the re-eward). Seemeentara 

itue, the R² Adjuesteed value seebeesar 0.278 means the peenyeesueai that entitles the number of 
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variabeel beebas in modeel. The R² value of 0.582 indicates that 58.2% of the variability in OCB can be 

described as the eexosie variables in modeel (see the performance of the work, the work environment, 

and the reeward). R² Adju value esteed seebeesar 0.564 meembeikan peenyeesueaian uentuek juemlah variabeel beebas 

Table 6: R-Square Value Test Results (R2) 

  R Square R Square Adjusted 

Job Satisfaction 0,298 0,278 

OCB 0,582 0,564 

Suembeer: Results of the   use of the smartPLS 

 

F2 Effect Size Test 

The value of f-squ earee (f2) meenuenjuekkan beesar peengarueh partial, each variabe el preediktor teerfacing variabeel eendogeen. Beerikuet inteerpreetasi 

meengeenai value f-squ earee (Ghozali, 2014): 

a. If the value of f-Squearee beer is ≥ 0.35, then it can be interpreted  that the preedictor variabeel lateen meehas pe engarueh 

kueat. 

b. If the value of f-Squearee beer is 0.15 ≤ f ≤ 0.35, then youhave a peengrueh me.  

c. If the value of f-Squearee beer is 0.02 ≤ f ≤ 0.15, then I have a peengarueh leemah.  

Based on  the results of the results of  the value of f-squearee (f2) u entuek  of each el mode, namely: (1) The value 

of f2 to the performance  of  the work facing OCB se ebeesar 0.177 (2) The value of f2 in the environmentof  the work is 0.181 (3) The value of f2 

in the environment is 0.181 (3) The value of f2 in the environment is 0.181 The value of f2 reeward facing the  ebeesar of OCB se ebeesar 

0.379 (4) The value of f2 reeward facing the eweeracy  of the ocb se ebeesar  0.154.  

Table 7: Results of the f2 Effect Size Test 

 Job Satisfaction Work Environment OCB 

Job Satisfaction   0,177 

Work Environment 0,181  0,379 

Reward 0,202  0,154 

Suembeer: Results of the   use of the smartPLS 

 

Results of Hypothesis Testing (Estimation of Path Coefficients) 

The value of the estimate  of uentuek peengarueh jaluer in el struectueral mode is  significant. This significant 

value can beeroleeh with the processeduer bootstrapping. Based on  the results of the esis hypothesis in the el struektueral mode in 

the el tabe below, it can be  analyzed: 

1. The performance   of the OCB with   the  T Statistics value of  3.264 and the p value of 0.001, it can be concluded  that there is  a 

significant positive difference between the  performance and the OCB.  

2. The environment is   facing the  work of  the work , the environment  is significant tefacing  the work of the work. A high T Statistics value (3.662) 

with a p value of 0.000 indicates  that a good performance environment  willsignificantly increase  the performance 

of employees.  

3. The environment isworking in front of the OCB, the environment is not working  with me to have  a significant 

impact in the face of the OCB. With   a T Statistics value of     5.187 and a p value of  0.000, this resultindicates that a good 

performance environment not only increases the performance of the work, but  also increases the  OCB of employees.  

4. Reeward teerhadap keepueasan keerja, pe engarueh reeward teerhadap keepueasan keerja juega teerbuekti significant. A high T Statistics 

value (4.417) and a p se ebeesar value of 0.000 indicate    that there-eward that is given to employees significantlyincreases  the performance of the 

work.  

5. Reeward tefacing OCB, the results of the study  indicate that reeward meehas a significant impact on the 

OCB. With  a   T Statistics value of 2.924 and a p value of 0.004, it can be concluded that the employees who  are accepted   encourage me to encourage me to do more well in the organization. 

 

 
Table 8: Results of Hypothesis Testing 

 
Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

Job Satisfaction -> 

OCB 
0,325 0,326 0,100 3,264 0,001 

http://openjournal.unpam.ac.id/index.php/DRB/index
http://creativecommons.org/licenses/by-nc/4.0/


JENIUS  p-ISSN: 2581-2769 ; e-ISSN: 2598-9502 

Scientific Journal, Human Resource Management  DOI: http://dx.doi.org/ 10.32493/JJDP.v7i3.40848 

JENIUS Vol. 7 No.3 May-July 2024 [p.536-544]   Copyright © the Author  

541 

Work Environment 

-> Job Satisfaction 
0,358 0,367 0,098 3,662 0,000 

Work Environment 

-> OCB 
0,435 0,431 0,084 5,187 0,000 

Reward -> Job 

Satisfaction 
0,379 0,369 0,086 4,417 0,000 

Reward -> OCB 0,279 0,285 0,095 2,924 0,004 

Suembeer: Results of the   use of the smartPLS 

 
Results of Indirect Influence 

Peenguejian peengarueh not immediately eng between X teera Y meelaluei Z meme enuenjuek that peengarueh does not directly eng from the 

environmentengaku keerja teeru Organizational Citize enship Beehavior (OCB) me elaluei keepueasan keerja is statistically 

significant. The value of T Statistics se ebeesar 2.185 and the value of p se ebeesar 0.029 meindicate that the environmentwith work 

has a significant influence on the OCB to  the ethics of dimeedia oleeh the work of the work.  

  The results of the study showed that the results showed that the results   of the study were not immediately from the OCB  to the results of the statistically significant results. The value of T Statistics se ebeesar 2.550 and the 

value of p seebeesar 0.011 meimplies that reeward meehas a significant pe engrueh teerrueh te errae i  oe to the ethics of dimeedia oleeh keepueasan keija. 

Table 9: Results of indirect influence 

  
Original 

Sample (O) 

Sample 

Mean (M) 

Standard Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

Work 

Environment -> 

Job Satisfaction -

OCB > 

0,116 0,121 0,053 2,185 0,029 

Reward -> Job 

Satisfaction -> 

OCB 

0,123 0,121 0,048 2,550 0,011 

Suembeer: Results of the   use of the smartPLS 

 

Discussion  

Work Environment Towards OCB 

The environment towork has  a significant impact on the OCB. With   a  T Statistics value of    5.187 and a 

p value of  0.000, this resultindicates that a good performance environment not only  increases the performance of the work, but  also increases the  OCB of 

employees. The environmentis not  to create a high level of comfort in  front of employees. The ethics of the environment to  

work comfortably in a way that will not be too long will  improve the organizational citize enship beehavior (OCB) in a positive way. The 

environmentengan keerja meelipueti huebuengan keerve that teerbeentuek keepada seesama employees and huebuengan keeeng juega meenakuep between 

subordinates and superiors se erta physical environment te four where it isekeworked (Mau elana, et al., 2022). The results of this   research 

are the same  as those of Su Emadji and SuEartman (2017), whostated that there is a working environment  that isemadai and conducive to employees who are 

disciplined in their work.It is hoped that the work kine  of employees can increase .The research of theebeeluem to 

the emuean deengan is like Mrs. ekti eemiris, namely stu edi which was carried    out by Sapuetra et al. (2021) showed that the 

environmentis not  working in a significant way toimprove OCB. Theresearch    conducted by  Suesilo and Muehardano (2021) also  concluded that a  conducive  work 

environment encourages proactive and participatory work among employees. 

 

Rewards for OCB 

The results of thestudy showed that the person   had a  significant impacton the OCB. With  a     T Statistics value of 

2.924 and a p value of 0.004, it can be concluded  that the employees  who  are accepted  encourage me to encourage me to do more well in the 

organization. Meenueruet Fahruenia et al. (2021) that re eward is su eatue beentuek apreesiasi which ispererikan on preestasi teerteentue deengan people's 

expectations teerseebuet teermotivation and te etap meempeerkepeerilakue positive teerseebuet which Be financial ore non-financial. If the 

Reeward is issued well, the OCB cake for employees will be   improved. In teeori both reeward mauepuen 

puenishmeent beerpeengarueh positive te erfacing employee kineerja. Andeerson eet al (2006 in Faueziyyah & Luezvinda, 2017), 

argues that conseep syuekuer can carry  the  moral of the individualand be active and pe eka with prosocial action and 

become an acuean u entuek meenguekuer afeeksi positive on morals. Wirawan and Afani, (2018), et se. Keentjana and 

Nainggolan (2018)argue thatappreciation/reeward beerpeengarueh is positive and significant in the face of motivation to work. The research of 

the emubei is the emuean deengan as Mrs. ekti eemiris. Peertama, stu  edi oleeh Fahruenia et al. (2021) found that peembeerian reeward se a 

significant way to improve OCB. Keeduea, peenician oleeh Riska and Idrues (2024) found that peembeerian reeward meencourage proactive and 

participatory peerilakue among employees. 

http://openjournal.unpam.ac.id/index.php/DRB/index
http://creativecommons.org/licenses/by-nc/4.0/


JENIUS  p-ISSN: 2581-2769 ; e-ISSN: 2598-9502 

Scientific Journal, Human Resource Management  DOI: http://dx.doi.org/ 10.32493/JJDP.v7i3.40848 

JENIUS Vol. 7 No.3 May-July 2024 [p.536-544]   Copyright © the Author  

542 

 

Job Satisfaction with OCB 

The results of the study  show that thework   has a significant impact on  the  Organizational Citizeenship Beehavior 

(OCB). Deengan T Statistics value of  3.264 and p value of 0.00. This means  that thehigher theemployee performance performance, the higher the OCB level 

that isentitled. Meenueruet Wicaksono and Gazali (2021), to    the high performance of the work to create  a conducive environment that is conducive  to the development of OCB, becausethe employees who are able to 

participate in activities that end up in the  work and organization without expecting  a direct reward . Andeerson eet al (2006 in Faueziyyah & 

Luezvinda, 2017), argues that conseep syuekuer can carry  the  moral of the individual and be active and pe eka with prosocial 

action and become  an acuean u entuek meenguekuer afeeksi positive on morals. The research of the  emubei is the emuean de engan 

as Mrs. ekti eemiris. Peertama, the research     of Wicaksono and Gazali (2021) indicates that to the performance  of the work encourages proactive and 

participatory peer work among employees, to the emuedian of the study carried out by the   person who is carried out by the person who is carried out by 

the person who is the best person to do the work.significantly improve OCB. 

 

Work Environment Towards Job Satisfaction 

The environment towork is very    important to me. A high T Statistics value  (3.662) with a p value of 0.000 indicates  that   

a good performance environment willsignificantly increase  the performance of  employees. The environment of positive workencamps the 

physical, social, and psychological experience that empowers  employees in carrying out  their activities. Robbins 

in Fathonah and Uetami (2012) that the device  will be  performed in the maximum way if the environmentis comfortable and ends   up 

because the device  will feel the same as the existing  environment. Employees are  working  in a      comfortable and comfortable environment, they  

feel  more motivated to work in a comfortable and comfortable environment (Veeheera and Onsardi, 2021). The research 

of the emubei is the emuean deengan as Mrs. ekti eemiris. First of all, I have   seen Irma and Yuesuef (2021) that the environmentis not  working in 

a significant way to increase  the work. Keeduea, aresearcher  of Veeheera and Onsardi, (2021) found that the environmentof the work encourages proactive and participatory peer training among 

employees.  

 

Rewards for Job Satisfaction 

Peengarueh reeward teerfacing keeueasan keerasan keerja ju ega teerbuekti significant. A high T Statistics value 

(4.417) and a p seebeesar value of 0.000 indicate     that there-eward that is given to employees significantlyincreases  the performance of the work. Reeward recognizes 

financial and non-financial rewards that are recognized  as a recognition of the employee'  s contribution  and work, to employee ethics that Ifeel appreciated through  the  reeward who ismeereeka teereerueng Ifeel that leebih pueas and teermotivation uentuek teerues 

beerkontribuesi seecara positive in the organization (Foeenay eet al., 2020). The research that was       carried   out by 

Nuerhalipah et al. (2021) found that the research  process significantly increased the effectiveness of the work. Keeduea, peresearch oleeh Ardiansyah (2022) 

said that peembeerian reeward meencourages proactive and participatory peerilakue among employees. 

 

Work Environment for OCB through Job Satisfaction 

The results of the study  showed that the results   of the work were not immediately from the environmentand  the work 

in  the   face of the Organizational Citizeenship Beehavior (OCB) throughthe  performance of the work was statistically significant. The value of T Statistics seebeesar 2.185 and the value of p seebeesar 0.029 meindicate that the 

environmentwith work has a significant influence on the OCB to  the ethics of dimeedia oleeh the work of the work. Weexleey 

& Yuekl (1997: 105) in Huent eet al (1985)stated that to work is "thee way an eemployeeee feeeels abou et his heer job". This means that the 

work  is as "thefeeling of the person facing   the work", which is seen in the positive attitude of the employee in the face  of the work 

and the work that  is faced in the context of the work. Meenueruet Suesilo and Muehardano (2021), to high performance to create  a    conducive environmentthat is 

conducive to the development of  OCB, becauseof employees who are more  willing to participate in activities that are more importantenduekueng reekan towork and 

organization without expecting   a return for the day . Suesilo and Muehardano (2021) added that the environment is not  good 

work to improve the quality of the work of the  OCB. Peresearch carried out by Sapuetra eet al. (2021) emphasized  that the 

environmentis not  good work as long as it does not go to the performance  of employees, which in the emuedian improves OCB.  

 

Reward OCB Through Job Satisfaction 

  The results of the study showed that the results showed that the results   of the study were not immediately from the OCB  to the results of the statistically significant results. The value of T Statistics se ebeesar 2.550 and the 

value of p seebeesar 0.011 meimplies that reeward meehas a significant peengrueh teerrueh te errae i  oe to the ethics of dimeedia oleeh keepueasan keija. Meenueruet Riska 

and Idrues (2024) reeward which is  shown in a way that can improve  the intrinsic motivation of employees. Employees 

who feel  valued       and reeward who are motivated  to take action that support the organization, se epeerti meemtue reecan work, beshared with 

knowledge, ore Beekeerja leebih keeras seecara suekareela. This research is away of learning (Andini, 2015) which also  shows  

that there is a  significant positive effect between the aspects of  the appreciation and   the achievement  of thework . The better the  evaluation, thehigher the pu. The 

feasibility of   the work  of the Farmers that has been carried  out by Ardiansyah (2022) shows that the best work can  increase the intrinsic motivation of employees. Employees who feel    valued     for their work are more likely to have a higher 

level   of performance , which encourages them to be proactive and participatory in the organization. 

 

CONCLUSION  
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The happiness ofthe employee has  a positive and significant impact on   the Organizational Citize    enship Beehavior (OCB) of the employee, this can be interpreted that to the 

employee's ethics hefeels satisfied with the condition of the employee's work, then the employee  will feel more and morebeerseemangat dan be erkomitmeen 

uentuek meembeerikan kontribuesi leebih yang meencakuep action su ekareela.   A good performance environment is   in a   significant way conducive to an improvement in employee performance, a 

positive performanceenvironment  that encompasses the physical, social, and psychological aspects that support employees in carrying out their work, then the employees Will ce endeerueng meerasa leebih pueas and te ermotivation 

uentuek meembeerikan kineerja teerbaik meereeka. The environment of  the  work will continue to be used by the  OCB employees, this can be interpreted that the environmentof  the    work that is conduciveto the work encourages 

employees to be more and more both in the organization and in the organization and in the organization  that he wants to achieve.  Effective  and fair reeward  will have  a significant impact  on the improvement to the  performance of employees, when 

employeesfeel valuedthrough  the reeward  that they  receive, whether it is financial or non-financial, then they will be able to improve their performance.ereeka will ceendeerueng meerasa lemore pueas 

and teermotivation uentuek teerues beerkontribuesi se  ea positive way in the organization, peembeerian reeward juega meehave a significant 

influence teereb ocb employees, this is me It is recommended that the employees     will encourage them   to improve their performance in the 

organization and  have a positive impact on   improving their performance. Peengarueh is not a longway from the environment with  the work of the OCB meelaluei the 

work to work, that is, e beer is significant in a statistical way, this can be interpreted that the environment is not  the work 

that isused to workIn a way, it is not easy to see the improvement of  OCB employees through   the improvement towork performance. Peengarueh did not immediately  

reeward from the OCB to the OCB me's  success to work juega beerpeengarueh   significant. This can be interpreted that theemberian 

reeward that emues  can increase the enumeration towork, which to  the emuedian berebuyesi contributes to the improvement of the employee's OCB. 

Supermarket & Wholesale managers can empeer  to  improve their workforce in creating   a  conducive environment for 

employees. This is to pay attention to the aspectsof ek-aspeek as well as the effective imitation of  the teacher  , theekuengan from 

the superior, and theappreciation for good workmanship. In    addition to that, it is important for the management toimprove  the   existing system so that it is better 

to improve the e-mobility and motivation of employees, so that it canimprove  the efficiency ofthe work and OCB. Adapu en juega uentuek peenerithi masa de epan 

in order to beable to see more deeply in other factors that can be emeediated  or me e-emoderation huebuengan between the 

environmentof the work, the embeerian reeward, tothe eupeasan of the work, and the OCB. In addition to that, the  next study  can beempeerlueas 

cakuepan untilel deengan meengtake an example from beas many  as a couple of induestri or meuse the deesain pe longituedinal research u entuek meengeevaluasi peerue Employee erilakue at the same time. Peengguenaan 

meetodee peresearch that is more   and more direct in an interview with me or obseervasi directly juega can provide additional insight into the  dynamics in 

thefour works and the factors that are emeengaruehinya. 
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