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Abstract

Employee performance is one of the key factors that determine the success
of a company, so employee performance is something that must be
considered by every company. The object of the study was employees of 3
(three) construction services companies in Jakarta. The respondents
numbered 82 people. The sampling method used purposive sampling with a
random sampling technique of 82 people. In the first hypothesis,
compensation has a positive effect on employee performance. In the second
hypothesis, compensation has a positive effect on organizational
commitment. In the third hypothesis, organizational citizenship behavior has
a positive effect on organizational commitment. In the fourth hypothesis,

organizational citizenship behavior has a positive effect on employee
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Abstract

Employee performance is one of the key factors that determine the success of a company,
so employee performance is something that must be considered by every company. The object
of the study was employees of 3 (three) construction services companies in Jakarta. The
respondents numbered 82 people. The sampling method used purposive sampling with a
random sampling technique of 82 people. In the first hypothesis, compensation has a positive
effect on employee performance. In the second hypothesis, compensation has a positive effect
on organizational commitment. In the third hypothesis, organizational citizenship behavior
has a positive effect on organizational commitment. In the fourth hypothesis, organizational
citizenship behavior has a positive effect on employee performance. In the fifth hypothesis, there
is a negative effect of organizational commitment on employee performance. In the sixth
hypothesis, organizational commitment failed to mediate compensation on employee
performance. Employees, if given compensation, will work well by themselves without having
to be mediated by their commitment to the organization. In the seventh hypothesis,
organizational commitment failed to mediate organizational citizenship behavior on employee
performance. The work of employees will automatically be recognized by the company where
the employees work.

Keywords: Compensation, organizational citizenship behaviour, organizational
commitment, employee performance

INTRODUCTION

In the midst of increasingly tight and dynamic business competition, employee
performance is one of the key factors that determine the success of a company, so employee
performance is something that must be considered by every company (Suryawan, 2022;
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Suryawan, 2024). In this case, each individual has an important role in achieving common
goals, and the quality of their performance can directly affect the productivity, efficiency, and
reputation of the company itself. For this reason, organizational commitment is needed so
that employee performance can be maximized (Laras et al. 2021).

How to improve and evaluate employee performance is not just a desire, but a
strategic need. This article will explore the various aspects that influence employee
performance, as well as strategies that can be applied to create a work environment that
encourages the growth and development of individuals and the organization as a whole.
Organizational commitment is very important for companies so that each employee is
committed to carrying out their work according to the mandate of the SOP and job
description, so (Mekta, 2016) explains that organizational commitment is an attitude that
reflects employee loyalty in the company that is sustainable in accordance with the
company's goals. Organizational commitment also grows from the emotional bond of each
employee to the company so that employees have a desire to be loyal to the company. For
this reason, every company strives to improve the performance of its employees by
providing compensation in accordance with the performance that has been done (Omotayo
etal, 2015).

The gap in this research is that no researcher has studied employee performance
influenced by compensation and organizational citizenship behavior mediated by
organizational commitment in the construction services company business sector.

Based on this, also continuing from Suryawan's (2022) research on employee
performance, this study attempts to see and analyze whether compensation, organizational
citizenship behavior and organizational commitment affect employee performance.
Suryawan (2022) proved that 29% of employee performance was influenced by career
development, selection and compensation, and 18% of compensation was influenced by
career development, recruitment and selection strategies. For this reason, Suryawan (2022)
suggested in his research to look at other factors, namely not only compensation as
mediation, but also organizational commitment as mediation.

1.1. Research Purposes

This research was conducted to see and analyze: (1) The influence of compensation
on employee performance, (2) The influence of compensation on organizational
commitment, (3) The influence of organizational citizenship behavior on organizational
commitment, (4) The influence of organizational citizenship behavior on employee
performance, (5) The influence of organizational commitment on employee performance,
(6) The influence of compensation on employee performance mediated by organizational
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commitment, (7) The influence of organizational citizenship behavior on employee
performance mediated by organizational commitment.

2. LITERATURE REVIEW
2.1. Compensation

Compensation is the total income received by employees in the form of money,
incentives and benefits from the company because employees have completed their work
(Suryantika & Wibawa, 2020). For this reason, every company, in this case the company,
strives to improve employee performance by providing compensation in accordance with
the performance that has been carried out (Omotayo et.al., 2015).

(Sahlan et al,, 2015) provide an explanation regarding compensation as one of the
important aspects in the Human Resource Management (HRM) function related to various
forms of rewards given to individuals in return for their contributions in carrying out tasks
within the organization. Compensation includes all forms of rewards received by employees
as a sign of appreciation for the work they have done. This can include salary, allowances,
bonuses, and other forms of rewards that serve to motivate and appreciate employees for
their performance. (Putra & Sriathi, 2019) explain that compensation includes financial
rewards, services, and benefits received by employees as part of their employment
relationship. Compensation is a form of reward given to employees in exchange for the
contributions they make to the organization.

Previous research conducted by (Sahlan et al., 2015) proved that the work
environment, job satisfaction, and compensation simultaneously have a significant effect on
employee performance. Also, research conducted by (Masman, 2023) proved that
compensation has a positive and significant effect on employee performance, which means
that good compensation can make employees work more enthusiastically according to the
company's targets. The results of research from (Tamtomo & Husna, 2020) were able to
prove that compensation can increase employee organizational commitment.

2.2. Organizational Citizenship Behaviour

Organizational citizenship behavior is the behavior of an employee not because of the
demands of his/her duties but rather based on his/her willingness (Permana et al., 2019).
Organizational citizenship behavior is behavior carried out by employees that goes beyond
what is expected of them in their formal job roles, usually not directly balanced or officially
recognized by the organization, but still has a significant positive impact on the work
environment and overall organizational performance (Gupta et al., 2024). The importance of
organizational citizenship behavior in a company lies in its ability to increase collaboration,
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strengthen the sustainability of relationships between employees, and increase productivity
and work efficiency without the need for additional costs for rewards. Encouraging
organizational citizenship behavior in an organization can be one strategy to create a
positive work culture and improve overall performance.

The term organizational citizenship behavior refers to behaviors that benefit the
organization and cannot be required by formal role obligations or warranted by appropriate
compensation; these behaviors include organizational citizenship behavior-organization
(OCB-0), which is impersonal and directed toward the benefit of the organization as a whole,
and interpersonal organizational citizenship behavior (OCB-I), which is concerned with
helping specific individuals within the organization (Cohen & Liani, 2018). Organizational
citizenship behavior is positive behavior exhibited by employees that goes beyond the
demands of their formal duties and is not required by organizational policies or regulations.
Organizational citizenship behavior is typically voluntary and is not directly tied to
compensation.

Previous research conducted by (Gupta et al., 2024) proved that there is a positive
relationship between pay for performance (compensation) and job performance and there
is a mediation between pay for performance (compensation) and job performance through
procedural justice and organizational citizenship behavior. Evidently, procedural justice
mediates the relationship between pay for performance (compensation) and organizational
citizenship behavior. However, research conducted by (Cohen & Liani, 2018) proved the
relationship between (1) individual values, (2) work and non-work variables, and (3)
organizational citizenship behavior and had a weak correlation between non-work variables
and outcome variables, and a simple relationship. The results of research conducted by
(Wicaksono & Masykur, 2018) proved a significant positive relationship between
organizational commitment variables and organizational citizenship behavior.

2.3. Organizational Commitment

Organizational commitment is something that every employee does in identifying
with the values in the company so that every employee becomes loyal and willing to do work
according to the company's goals (Priansa, 2018). According to (Ntobuo & Keki, 2022), it is
very important for the company because it can reduce the resistance that arises from
employees when the company innovates.

Research conducted by (Kristine, 2017) also shows that organizational commitment
has a positive and significant impact on performance. In addition, research by (Cahyani et al,
2020) proves that there is a positive and significant relationship between organizational
commitment and employee performance. Also, research conducted by (Masman, 2023)
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proves that organizational commitment has a positive and significant influence on employee
performance and research conducted by (Atturrizky & Ekhsan, 2024) also proves that
organizational commitment is positively correlated with employee performance.

2.4. Employee Performance

According to (Sutrisno, 2020) there are several factors that influence employee
performance including employee commitment to the organization, leadership, work
environment conditions, job satisfaction, training and development, compensation, and
individual abilities. In addition, the performance of both individuals and organizations can
be improved through effective leadership and empowerment, adequate work facilities,
training programs that are appropriate to needs, a fair compensation system, and the right
employee recruitment process (Prabowo et al., 2020). Employee performance is the
achievement of work results in accordance with company goals carried out by each
employee (Suryawan, 2022; Suryawan 2024).

2.5. Research Framework

Compensation :
1. Salary (C1).
2. Incentives (C2).
3. Facilities (C3).

Organizational Commitment: Employee Performance :
3 ACTiVeI.y Working (OCl} 1. Work Well (EP].).

. Don't want to resign (OC2). S 2. Quality of Work (EP2).

- Loyality (OC3). 3.Job Description (EP3).
. Work Professionally (OC4).

Organizational Citizenship
Behaviour :

1. Altruism (OCBI1).

2. Conscientiousness

B

(OCB2).

Sportmanship (OCB3).
Courtessy (OCB4).
Civic Virtue (OCB5).
Peacekeeping (OCB6).
Cheerleading (OCB7).

N W

Figure 1. Conceptual Framework

Based on previous theories and research results and research models, the following
hypothesis can be made:
Hi : Compensation has a positive effect on employee performance.
H2 : Compensation has a positive effect on organizational commitment.
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Hs : Organizational citizenship behaviour has a positive effect on organizational
commitment.

Ha: Organizational citizenship behaviour has a positive effect on employee performance.

Hs: Organizational commitment has a positive effect on employee performance.

He: Compensation has a positive effect on employee performance which is mediated by
organizational commitment.

H7: Organizational citizenship behaviour has a positive effect on employee performance
which is mediated by organizational commitment.

3. METHODOLOGY

The object of the study was employees of 3 (three) construction services companies
in Jakarta. The respondents numbered 82 people. The sampling method used purposive
sampling (Sugiyono, 2018) with a random sampling technique of 82 people. The reason for
using this method is that this study does not generalize, namely all employees in 3 (three)
construction services companies have the same opportunity to receive performance
appraisals.

Table 1. Variables, Definitions, Indicators, Scales and Sources

No. Variables Definitions Indicators Scales | Sources

 § Compensation | Total income 1. Salary (C1). Likert | (Suryantika
received by 2. Incentives (C2). & Wibawa,
employees in the 3. Facilities (C3). 2020)

form of money,
incentives and
benefits from the
company because
the employee has
completed his

work.

2 Organizational | Employee behavior | 1. Altruism (OCB1). Likert | (Suzana,
Citizenship in the workplace 2. Conscientiousness 2017)
Behaviour that is consistent (0OCB2).

with an assessment | 3. Sportmanship

that exceeds a (OCB3).

person's basicjob | 4. Courtessy (OCB4).
requirements. 5. Civic Virtue (OCB5).
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6. Peacekeeping
(OCB6).
7. Cheerleading
(OCB7).
3 Organizational | Something that 1. Actively Working Likert | (Priansa,
Commitment | every employee (0C1). 2018)
does to identify 2. Don't want to
with the values in resign (0C2).
the company so 3. Loyality (0C3).
that every 4. Work
employee becomes Professionally
loyal and willing to (0C4).
do work in
accordance with
the company's
goals.
4 Employee The achievement 1. Work Well (EP1). Likert | (Suryawan,
Performance | of workresultsin | 2. Quality of Work 2022)

accordance with (EP2).
company goals 3. Job Description
carried out by each (EP3).
employee.

Source: Journal articles, 2017-2022

Table 1. shows the variables, indicators, scales and sources from various article from
2017 until 2022. For compensation variable has definition of variables is total income
received by employees in the form of money, incentives and benefits from the company
because the employee has completed his work.The indicators of compensation are salary
(C1), incentives (C2) and facilities (C3).The definitions of variables and indicators are taken
from the source is (Suryantika & Wibawa, 2020).

For organizational citizenship behaviour variable has definition of variables is
employee behavior in the workplace that is consistent with an assessment that exceeds a
person's basic job requirements. The indicators of organizational citizenship behaviour are
altruism (OCB1), conscientiousness (OCB2), sportmanship (OCB3), courtessy (0CB4), civic
virtue (OCB5), peacekeeping (OCB6) and cheerleading (OCB7). The definitions of variables
and indicators are taken from the source is (Suzana, 2017).

225
AJMESC, Volume 05 Issue 04 2025

TEETE Copyright at authors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.




Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 05 Issue 04

For organizational commitment variable has definition of variables is something that
every employee does to identify with the values in the company so that every employee
becomes loyal and willing to do work in accordance with the company's goals. The indicators
of organizational commitment are actively working (0C1), don't want to resign (0C2),
loyality (OC3) and work professionally (0C4). The definitions of variables and indicators are
taken from the source is (Priansa, 2018).

For employee performance variable has definition of variables is the achievement of
work results in accordance with company goals carried out by each employee. The indicators
of employee performance are work well (EP1), quality of work (EP2) and job description
(EP3). The definitions of variables and dimensions are taken from the source is (Suryawan,
2022). To facilitate data processing after respondents complete the questionnaire, the
author employs a Likert scale.

Table 2. Respondent characteristics

Respondent Profile Total Percentage
Gender
1. Male 55 67
2. Female 27 33
Ages
1. 18to 31 yearsold 49 60
2. >31yearsold 33 40
Level of educations
1. Graduated from elementary school 8 10
2. Graduated from junior high school 10 ¥
graduate 30 37
3. Graduated from high school or 34 41
vocational
4. Graduated from
diploma/academy/university

Source : Survey results, 2025

In table 2. Respondent characteristics, the number of respondents is 82 respondents
from 3 (three) construction services company in Jakarta. The number of male respondents
is 55 people or 67 percent and the number of female respondents is 27 people or 33 percent.
Respondents aged 18 to 31 years are 49 people or 60 percent, then respondents over 31
years old are 33 people or 40 percent. Then, for respondents who graduated from
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elementary school are 8 people or 10 percent, for respondents who graduated from junior
high school are 10 people or 12 percent, for respondents who graduated from high school or
vocational school are 30 people or 37 percent, for respondents who graduated from
diploma/academy/university are 34 people or 41 percent.

4. RESEARCH RESULTS
4.1. Outer model

Table 3. Composite Reliability (CR) & Average Variance Extracted (AVE)

Constructs Composite Reliability Average Variance
Extracted

Compensation 0.869 0.689

Organizational Citizenship 0.884 0.525

Behaviour

Organizational Commitment 0.876 0.639

Employee Performance 0.844 0.645

Source : Data processing results, 2025

4.1.1. Average Variance Extracted (AVE)

It can be seen in table 3 that AVE compensation is 0.689, organizational citizenship
behavior is 0.525, organizational commitment is 0.639 and employee performance is 0.645.
(Hair et.al., 2017) explains that the average AVE value is 0.50 or must be more than half of
the indicator variants.

4.1.2. Composite Reliability (CR)

It can be seen in table 3 for CR compensation of 0.869, organizational citizenship
behavior of 0.884, organizational commitment of 0.876 and employee performance of 0.844.
CR values of 0.70 and 0.90 are considered satisfactory, while CR values below 0.60 indicate
a lack of internal consistency (Hair et.al,, 2017).

Table 4. Convergent validity (loading factor)

Indicators Compensation | Organizational | Organizational | Employee
Citizenship Commitment | Performance
Behavior
C1 0.811
227
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C2 0.855
C3 0.822
0CB1 0.777
0CB2 0.737
0CB3 0.760
0CB4 0.807
0CB5 0.538
0CB6 0.652
0CB7 0.765
0C1 0.841
0C2 0.756
0C3 0.768
0C4 0.830
EP1 0.797
EP2 0.706
EP3 0.894

Source : Data processing results, 2025

4.2. Outer Loadings

In table 4, the outer loading is seen to be C1 0.811, C2 0.855, C3 0.822, OCB1 0.777,
0CB2 0.737,0CB3 0.760, 0CB4 0.807, OCB5 0.538, 0CB6 0.652, 0CB7 0.765, 0C1 0.841, 0C2
0.756, 0C3 0.768, 0C4 0.830, EP1 0.797, EP2 0.706, EP3 0.894. (Hair et.al,, 2017) explains
that outer loading greater than or equal to 0.70 can maintain the reflective indicator.

4.3. Inner Model
Table 5. Direct Effect

Path Stan::;f(;::;irath p-value Info

Compensation -> Employee Performance 0.253 0.008* | Significant
Compensation -> Organizational 0.183 0.042* | Significant
Commitment

OCB -> Organizational Commitment 0.657 0.000* | Significant
OCB -> Employee Performance 0.724 0.000* | Significant
Organizational Commitment -> Employee -0.050 0.322 | Insignificant
Performance
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Note: *=significant (p-value < 0.05)
Source : Data processing results, 2025

Table 5 shows that the first hypothesis, namely compensation has a significant
positive effect on employee performance with a standardized path coefficient of 0.253 and a
p-value of 0.008, the second hypothesis, namely compensation has a significant positive
effect on organizational commitment with a standardized path coefficient of 0.183 and a p-
value of 0.042, the third hypothesis, namely organizational citizenship behavior has a
significant positive effect on organizational commitment with a standardized path coefficient
of 0.657 and a p-value of 0.000, the fourth hypothesis, namely organizational citizenship
behavior has a significant positive effect on employee performance with a standardized path
coefficient of 0.724 and a p-value of 0.000. For the fifth hypothesis, organizational
commitment has a negative effect on employee performance with a standardized path
coefficient of -0.050 and a p-value of 0.322.

Table 6. Indirect Effect

Path Standardized
Path Coefficient Arydine Info
Compensation -> Organizational -0.009 0.453 | Insignificant
Commitment -> Employee Performance
Organizational Citizenship Behaviour -> -0.033 0.335 | Insignificant
Organizational Commitment -> Employee
Performance

Note: *=significant (p-value < 0.05)

Source : Data processing results, 2025

Table 6 shows the indirect effect. It can be seen that testing the indirect effect of
compensation on employee performance through organizational commitment is -0.009 with
a p-value of 0.453, which means that compensation has insignificant effect on employee
performance through organizational commitment. Also, there is an indirect effect of
organizational citizenship behaviour on employee performance through organizational
commitment is -0.033 with a p-value of 0.335, which means that organizational citizenship
behaviour has insignificant effect on employee performance through organizational
commitment.
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Figure 2. Output
Source : Data processing results, 2025

Figure 2 shows the test results above showing that the compensation variable on the
employee performance variable is 25 percent with a p-value of less than 1 percent, the
compensation variable on the organizational commitment variable is 18 percent with a p-
value is 4 percent, the organizational citizenship behaviour variable on the organizational
commitment variable are 66 percent with a p-value is less than 1 percent, the organizational
citizenship behaviour variable on the employee performance variable are 72 percent with
a p-value of less than 1 percent, the organizational commitment variables on the employee
performance variable are -0.05 percent with p-value of 32 percent. The R-Square value of
organizational commitment is 69 percent and the R-Square value of employee performance
is 84 percent.

Table 7. Coefficient of Determination

Constructs R-square (R2)
Organizational Commitment 0.688
Employee Performance 0.839

Source : Hasil olah data, 2025

In table 7, it can be seen that the organizational commitment variable has a
correlation coefficient of 0.688 or 68.8%, the employee performance variable has a
correlation coefficient of 0.839 or 83.9%.

5. DISCUSSION
In the first hypothesis, compensation has a positive effect on employee performance.
In this case, good compensation can make employees work more enthusiastically in
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accordance with the performance standards set by the company. The results of the first
hypothesis test are in accordance with research conducted by (Sahlan et al., 2015) which
proves that compensation simultaneously has a significant effect on employee performance.
Also in accordance with the results of research conducted by (Masman, 2023) that
compensation has a positive and significant effect on employee performance, which means
that good compensation can make employees work more enthusiastically in accordance with
the company's targets.

In the second hypothesis, compensation has a positive effect on organizational
commitment, in this case, compensation can make employees in construction service
companies have a high commitment to complete their work well. The results of the second
hypothesis test are in accordance with research from (Tamtomo & Husna, 2020) which
proves that compensation can increase employee organizational commitment.

In the third hypothesis, organizational citizenship behavior has a positive effect on
organizational commitment. The results of this third hypothesis test prove that the behavior
carried out by employees that exceeds what is expected of them in their formal job roles is
usually not directly balanced or officially recognized by the organization, but still has a
significant positive impact on the work environment and overall organizational performance
so that the importance of organizational citizenship behavior is needed to strengthen
collaboration, strengthen the sustainability of relationships between employees, and
increase productivity and work efficiency without the need for additional costs for rewards.
Encouraging organizational citizenship behavior in an organization can be one strategy to
create a positive work culture and improve overall performance. The results of this third
hypothesis test are in accordance with research conducted by (Wicaksono & Masykur, 2018)
proving a significant positive relationship between organizational commitment variables
and organizational citizenship behavior.

In the fourth hypothesis, organizational citizenship behavior has a positive effect on
employee performance. The results of the fourth hypothesis test are in accordance with
research conducted by (Gupta et al., 2024) which proves that there is a positive relationship
between pay for performance (compensation) and job performance and there is a mediation
between pay for performance (compensation) and job performance through procedural
justice and organizational citizenship behavior.

In the fifth hypothesis, there is a negative influence of organizational commitment on
employee performance. High commitment from employees does not affect employee
performance. In construction service companies, what is important is that employees are
able to carry out their work well together with other employees. The results of the fifth
hypothesis test do not comply with research conducted by (Kristine, 2017) which also shows
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that organizational commitment has a positive and significant impact on performance, and
also does not comply with research conducted by (Cahyani et al, 2020) which proves that
there is a positive and significant relationship between organizational commitment and
employee performance, and does not comply with research conducted by (Masman, 2023)
which proves that organizational commitment has a positive and significant influence on
employee performance and does not comply with research conducted by (Atturrizky &
Ekhsan, 2024) which proves that organizational commitment is positively correlated with
employee performance.

In the sixth hypothesis, organizational commitment failed to mediate compensation
on employee performance. Compensation only has a positive effect on employee
performance without being mediated by organizational commitment. Employees, if given
compensation, will work well on their own without having to be mediated by their
commitment to the organization.

In the seventh hypothesis, organizational commitment failed to mediate
organizational citizenship behavior on employee performance. The work of employees will
automatically be recognized by the company where the employees work.

6. CONCLUSION

Good compensation can make employees work more enthusiastically in accordance
with the performance standards set by the company. Compensation simultaneously has a
significant effect on employee performance, which means that good compensation can make
employees work more enthusiastically in accordance with the company's targets.
Compensation can also make employees in construction service companies have a high
commitment to completing their work well.

Behaviors performed by employees that go beyond what is expected of them in their
formal job roles, are usually not directly compensated or officially recognized by the
organization, but still have a significant positive impact on the work environment and overall
organizational performance so that the importance of organizational citizenship behavior is
necessary to strengthen collaboration, strengthen the sustainability of employee
relationships, and increase productivity and work efficiency without the need for additional
costs for rewards. Encouraging organizational citizenship behavior in an organization can be
one strategy to create a positive work culture and improve overall performance.

High commitment from employees does not affect employee performance. In
construction service companies, what is important is that employees are able to carry out
their work well together with other employees. Also, organizational commitment does not
mediate compensation on employee performance. Employees, if given compensation, will
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work well on their own without having to be mediated by their commitment to the
organization.
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