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ABSTRACT

Article History : This study aims to determine the effect of emotional intelligence, job
satisfaction and organizational commitment on organizational
citizenship behavior and employee performance. The number of
samples used were Bank Syariah Indonesia employees in the Malang
area, for the sampling technique using saturated sampling. Collecting
data by distributing questionnaires, using the Structural Equation
Modeling (SEM) data analysis method. The results showed: 1)
Emotional intelligence has no significant effect on OCB; 2) Job
satisfaction has a significant effect on OCB; 3) Organizational
Commitment has no significant effect on OCB; 4) Emotional
intelligence has no significant effect on employee performance; 5) Job
satisfaction has a significant effect on employee performance; 6)
Organizational Commitment has no significant effect on employee
performance; 7) OCB has a significant effect on employee
performance; 8) Emotional intelligence, job satisfaction and
commitment have a significant effect on employee performance through
OCB.
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INTRODUCTION

The sharia banking industry in Indonesia has experienced rapid development

and progress. As competition gets tighter, companies need more competent and

innovative human resources. The success of an organization is greatly influenced by

employee performance. Because to achieve this success, quality human resources are

needed so that they can achieve optimal performance. Mathis and Jackson (2016), say

that employee performance is what employees do and don't do that influences what

employees do for the company. According to Edison et al. (2016), employee

performance indicators are targets, quality, completion time and adherence to

principles.

Organizational citizenship behavior is an important thing that must be

considered. Organizational citizenship behavior according to Robbins and Judge

(2017) is behavior outside of employee work obligations and can improve function in

the organization effectively. According to Organ et al. (2012), indicators of
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organizational citizenship behavior are altruism, courtesy, civic virtue,

conscientiousness, and sportsmanship. According to Seran et al. (2021) and Musriha

and Rosyafah (2022), that organizational citizenship behavior has a significant effect

on employee performance.

Emotional intelligence is something that can improve organizational citizenship

behavior and employee performance. Mayer et al. (2012) defines emotional intelligence

as social intelligence which is related to an individual's ability to monitor both his own

emotions and the emotions of others, and also his ability to differentiate his own

emotions from the emotions of other people, where this ability is used to direct his

thought patterns and behavior. According to Goleman (2016), indicators of emotional

intelligence are recognizing one's own emotions, managing emotions, motivating

oneself, recognizing other people's emotions, and building relationships. According to

Miao et al. (2017) and Sharma and Mahajan (2017), that emotional intelligence has a

significant effect on organizational citizenship behavior. According to Serhan and

Gazzaz (2019) and Febrina et al. (2021), that emotional intelligence also has a significant

effect on employee performance.

Apart from emotional intelligence, job satisfaction is also something that must be

considered which can improve organizational citizenship behavior and employee

performance. Griffin and Moorhead (2014) define job satisfaction as an employee who

feels satisfied tends to be absent less frequently, makes positive contributions, and

stays with the company. Conversely, employees who are dissatisfied may be absent

more often, may experience stress that annoys coworkers, and may continually look

for another job. Indicators of job satisfaction are (1) The job itself; (2) Salary; (3)

Promotion; (4) Supervision; and (5) Coworkers (Robbins and Judge, 2017). According

to Karuna and Aruna (2021) and Rasheed et al. (2013), that job satisfaction has a

significant effect on organizational citizenship behavior. According to Febrina et al.

(2019) and Dizgah et al. (2012), that job satisfaction also has a significant effect on

employee performance.

Emotional intelligence, job satisfaction and organizational commitment can also

improve organizational citizenship behavior and employee performance. According

to Colquitt et al. (2013), organizational commitment is the desire of some employees to

continue being members of the organization. Therefore, organizational commitment

determines whether an employee remains with the company (retained) or looks for
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another job (turn over). Indicators of organizational commitment according to Allen

and Meyer (2013), organizational commitment indicators are: affective commitment,

continuance commitment, and normative commitment.. According to Asiedu et al.

(2014) and Saif-ud-Din et al. (2016), that organizational commitment has a significant

effect on organizational citizenship behavior. According to Pardiman (2018) and Al-

Fakeh et al. (2020) that organizational commitment has a significant effect on employee

performance.

Based on the background above, this research is important to answer the

following problems: (1) How does emotional intelligence influence organizational

citizenship behavior at Bank Syariah Indonesia Malang Area? (2) How does job

satisfaction influence organizational citizenship behavior at Bank Syariah Indonesia

Malang Area? (3) How does organizational commitment influence organizational

citizenship behavior at Bank Syariah Indonesia Malang Area? (4) How does emotional

intelligence influence the performance of Bank Syariah Indonesia Malang Area

employees? (5) How does job satisfaction influence the performance of Bank Syariah

Indonesia Malang Area employees? (6) How does organizational commitment

influence the performance of Bank Syariah Indonesia Malang Area employees? (7)

How does organizational citizenship behavior influence the performance of Bank

Syariah Indonesia Malang Area employees? (8) How does emotional intelligence, job

satisfaction and organizational commitment influence employee performance through

organizational citizenship behavior at Bank Syariah Indonesia Malang Area?

Based on the problems above, the objectives of this research are as follows: (1)

Analyze the influence of emotional intelligence on organizational citizenship behavior

of Bank Syariah Indonesia Malang Area, (2) Analyze the influence of job satisfaction

on organizational citizenship behavior of Bank Syariah Indonesia Malang Area, (3)

Analyzing the influence of organizational commitment on organizational citizenship

behavior of Bank Syariah Indonesia Malang Area, (4) Analyzing the influence of

emotional intelligence on employee performance of Bank Syariah Indonesia Malang

Area, (5) Analyzing the influence of job satisfaction on employee performance of Bank

Syariah Indonesia Malang Area, (6) Analyzing the influence of organizational

commitment on employee performance at Bank Syariah Indonesia Malang Area, (7)

Analyzing the influence of organizational citizenship behavior on employee
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performance at Bank Syariah Indonesia Malang Area, (8) Analyzing the influence of

emotional intelligence, job satisfaction and organizational commitment on employee

performance and organizational citizenship behavior as variables between Bank

Syariah Indonesia Malang Area.

LITERATURE REVIEW

Employee Performance

Robbins and Judge (2016) define performance as a result achieved by employees

in their work according to certain criteria that apply to a job. Performance according

to Edison et al. (2016), is the result of a process that is referred to and measured over a

certain period of time based on previously established provisions or agreements.

Employee performance indicators are targets, quality, completion time and

compliance with principles Edison et al. (2016).

Organizational Citizenship Behavior (OCB)

OCB is all employee voluntary activities that may or may not be rewarded with

rewards but contribute to the organization by improving the overall quality of the

conditions in which organizational activities or work occur (Colquitt et al., 2015).

According to Organ et al. (2012), Organizational Citizenship Behavior as behavior that

is an individual choice and initiative, is not related to the organization's formal reward

system but in aggregate increases organizational effectiveness. According to Organ et

al. (2012), indicators of organizational citizenship behavior are altruism, courtesy, civic

virtue, conscientiousness, and sportsmanship.

Emotional Intelligence

According to Goleman (2016) emotional intelligence is abilities such as the ability

to motivate oneself and survive frustration, control impulses and not exaggerate

pleasure, regulate mood and keep stress from paralyzing the ability to think,

empathize and pray. Thus, emotional intelligence or emotional intelligence refers to

the ability to recognize one's own emotions and the emotions of others, the ability to

motivate oneself, and being able to manage emotions well in oneself and in

relationships with others. According to Goleman (2016), indicators of emotional

intelligence are as follows: (1) Recognizing one's own emotions; (2) Managing

emotions; (3) Motivate yourself; (4) Recognizing other people's emotions; and (5)

Building relationships.

Job satisfaction
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Colquitt et al. (2015) states that job satisfaction is defined as an emotional state

resulting from evaluation of work or work experiences. Employees with high job

satisfaction experience positive feelings when they carry out their duties, while

employees with low job satisfaction experience negative feelings when carrying out

their duties. Job satisfaction according to Robbins and Judge (2017) is a positive feeling

about work, which results from an evaluation of its characteristics. Someone with a

high level of job satisfaction has positive feelings about their job, while someone with

a low level of job satisfaction has negative feelings. Indicators of job satisfaction are (1)

The job itself; (2) Salary; (3) Promotion; (4) Supervision; and (5) Coworkers (Robbins

and Judge, 2017).

Komitmen Organisasi

According to Kreitner and Kinicki (2014) organizational commitment is the level

to which employees are able to recognize their organization and are bound to the

organization's goals. This is an important work attitude because people who are

committed are expected to show a willingness to work harder to achieve

organizational goals and have a greater desire to continue working in an organization.

Allen and Meyer (2013) argue that organizational commitment is a psychological

construct characteristic of the relationship between organizational members and their

organization and has implications for the decision to remain in the organization. An

employee's high level of organizational commitment will influence loyalty to the

organization, so that employees will be loyal, enthusiastic, willing to work hard,

sacrifice themselves, and care about the company's survival. Indicators of

organizational commitment according to Allen and Meyer (2013) are (1) Affective

Commitment; (2) Continuance Commitment; and (3) Normative Commitment.

Conceptual Framework

Figure 1
Conceptual Framework
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Hypothesis

1. The Influence of Emotional Intelligence on Organizational Citizenship

Behavior

According to Miao et al. (2017) and Sharma and Mahajan (2017), that

emotional intelligence has a significant effect on organizational citizenship

behavior. If employees have a high level of emotional intelligence, it will increase

organizational citizenship behavior. Based on this, the first hypothesis (H1) can be

formulated as follows:

H1: Emotional Intelligence has a positive and significant effect on

Organizational Citizenship Behavior

2. The Influence of Job Satisfaction on Organizational Citizenship Behavior

According to Karuna and Aruna (2021) and Rasheed et al. (2013), that job

satisfaction has a significant effect on organizational citizenship behavior. If

employees feel satisfied at work, it will increase organizational citizenship

behavior. Based on this, the second hypothesis (H2) can be formulated as follows:

H2: Job Satisfaction has a positive and significant effect on Organizational

Citizenship Behavior

3. The Influence of Organizational Commitment on Organizational Citizenship

Behavior

According to Asiedu et al. (2014) and Saif-ud-Din et al. (2016), that

organizational commitment has a significant effect on organizational citizenship

behavior. If employees have a high level of organizational commitment, this will

lead to an increase in organizational citizenship behavior. Based on this, the third

hypothesis (H3) can be formulated as follows:

H3: Organizational Commitment has a positive and significant effect on

Organizational Citizenship Behavior

4. The Effect of Emotional Intelligence on Employee Performance

According to Serhan and Gazzaz (2019) and Febrina et al. (2019), emotional

intelligence has a significant effect on employee performance. If employees have a

high level of emotional intelligence, it will improve employee performance. Based

on this, the fourth hypothesis (H4) can be formulated as follows:

H4: Emotional Intelligence has a positive and significant effect on

Employee Performance
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5. The Effect of Job Satisfaction on Employee Performance

According to Febrina et al. (2019) and Dizgah et al. (2012), that job satisfaction

has a significant effect on employee performance. If employees have a high level

of job satisfaction, it will lead to an increase in employee performance. Based on

this, the fifth hypothesis (H5) can be formulated as follows:

H5: Job Satisfaction has a positive and significant effect on Employee

Performance

6. The Effect of Organizational Commitment on Employee Performance

According to Pardiman (2018) and Al-Fakeh et al. (2020), that organizational

commitment has a significant effect on employee performance. If employees have

a high level of organizational commitment, employee performance will increase.

Based on this, the sixth hypothesis (H6) can be formulated as follows:

H6: Organizational Commitment has a positive and significant effect on

Employee Performance

7. The Influence of Organizational Citizenship Behavior on Employee

Performance

According to Seran et al. (2021) and Musriha and Rosyafah (2022), that

organizational citizenship behavior has a significant effect on employee

performance. If employees have a level of organizational citizenship behavior, it

will cause an increase in the level of employee performance. Based on this, the

seventh hypothesis (H7) can be formulated as follows:

H7: Organizational Citizenship Behavior has a positive and significant

effect on Employee Performance

8. The Influence of Emotional Intelligence, Job Satisfaction, and Organizational

Commitment on Employee Performance through Organizational Citizenship

Behavior

With organizational citizenship behavior, it will influence the level of

emotional intelligence, job satisfaction and higher organizational commitment

which will lead to an increase in employee performance. Based on this, the eighth

hypothesis (H8) can be formulated as follows:

H8: Emotional Intelligence, Job Satisfaction and Organizational

Commitment have a positive and significant effect on Employee

Performance through Organizational Citizenship Behavior
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METHODS

Research Approach

The approach method used in this research is a quantitative approach.

Population and Research Samples

The population of this research was taken from all employees of Bank Syariah

Indonesia. The sample is part of the number and characteristics of the population

(Sugiyono, 2017). The sample in this research was 153 employees.

Sampling technique

The sampling technique in the research used the saturated sampling method.

Saturated sampling is if all members of the population are used as samples.

Data collection technique

The data collection technique used in this research is the questionnaire method,

by distributing a list of questions (Questionnaire). To obtain actual data, the

questionnaire was distributed via question paper to respondents and employees of

Bank Syariah Indonesia. In this research, respondents will quote data using a

questionnaire that has been distributed using a Likert scale.

Data analysis technique

Data analysis in this research was carried out using Structural Equation

Modeling (SEM).

RESULTS

Figure 2
Research Model Results
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Model fit results for the hypothesis model, chi square = 101,529 (p=0,682), GFI

= 0,933, AGFI = 0,896, CFI = 1,000, TLI = 1,016, RMSEA = 0,000, SRMR = 0,020 and NFI

= 0,872. Overall, the model fit from various model fit indices explains that there is good

model fit. The path coefficient calculated in this analysis is the standardized regression

weight. Standardized regression weight is the result of parameter estimation that

explains the magnitude of the influence of one variable on another variable. The

significance of the coefficient test results is based on the calculation of a C.R value of

more than 2 or a p value of less than 0,05, so the standardized regression weight

estimation results are significant.

Table 1. Direct Influence Path Coefficient Test Results
Regression

Weights
Estimate

S.E. C.R. P
Standardized

Regression
Weights

OCB <--- Emotional Intelligence 0,038 0,112 0,334 0,738 0,042
OCB <--- Job Satisfaction 0,591 0,217 2,727 0,006 0,383
OCB <--- Organizational Commitment 0,216 0,144 1,499 0,134 0,217
Employee Performance <--- Emotional Intelligence 0,023 0,075 0,306 0,760 0,029
Employee Performance <--- Job Satisfaction -0,008 0,145 -0,059 0,953 -0,006
Employee Performance <--- Organizational Commitment 0,164 0,100 1,633 0,102 0,186
Employee Performance <--- OCB 0,758 0,156 4,849 *** 0,860

Source: Processed data (2023)

H1 states that emotional intelligence has a positive and insignificant effect on

OCB. The path coefficient is 0,042 (p=0,738). This means that the hypothesis which

states that emotional intelligence has a significant effect on OCB is rejected. The results

of this study support research by Purnomo and Tung (2022) which states that

emotional intelligence does not have a significant effect on OCB, but but does not

support the research of Miao et al. (2017) and Sharma and Mahajan (2017) which state

that emotional intelligence has a significant effect on OCB.

H2 states that job satisfaction has a positive and significant effect on OCB. The

path coefficient is 0,383 (p=0,006). This means that the hypothesis which states that job

satisfaction has a significant effect on OCB is accepted. The results of this research

support the research of Karuna and Aruna (2021) and Rasheed et al. (2013) which states

that job satisfaction has a significant effect on OCB.

H3 states that organizational commitment has a positive and insignificant effect

on OCB. The path coefficient is 0,217 (p=0,134). This means that the hypothesis which

states that organizational commitment has a significant effect on OCB is rejected. The

results of this research support research by Novianti (2021) which states that
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organizational commitment does not have a significant effect on OCB, but does not

support the research of Asiedu et al. (2014) and Saif-ud-Din et al. (2016) which states

that organizational commitment has a significant effect on OCB.

H4 states that emotional intelligence has a positive and insignificant effect on

employee performance. The path coefficient is 0,029 (p=0,760). This means that the

hypothesis which states that emotional intelligence has a significant effect on

employee performance is rejected. The results of this study support the research of

Bulan et al. (2022) which states that emotional intelligence has no significant effect on

employee performance, but does not support the research of Serhan and Gazzaz (2019)

and Febrina et al. (2021) which states that emotional intelligence has a significant effect

on employee performance.

H5 states that job satisfaction has a negative and insignificant effect on

employee performance. The path coefficient is -0,006 (p=0,953). This means that the

hypothesis which states that job satisfaction has a significant effect on employee

performance is rejected. The results of this research support the research of Putri et al.

(2022) which states that job satisfaction has no significant effect on employee

performance, but does not support the research of Febrina et al. (2019) and Dizgah et

al. (2012) which states that job satisfaction has a significant effect on employee

performance.

H6 states that organizational commitment has a positive and insignificant effect

on employee performance. The path coefficient is 0,186 (p=0,102). This means that the

hypothesis which states that organizational commitment has a significant effect on

employee performance is rejected. The results of this research support the research of

Hardiyanti et al. (2022) which states that organizational commitment has no significant

effect on employee performance, but does not support the research of Pardiman (2018)

and Al-Fakeh et al. (2020) which states that organizational commitment has a

significant effect on employee performance.

H7 states that OCB has a positive and significant effect on employee

performance. The path coefficient is 0,860 (p=0,000). This means that the hypothesis

which states that OCB has a significant effect on employee performance is accepted.

The results of this study support the research of Seran et al. (2021) and Musriha and

Rosyafah (2022) which state that OCB has a significant effect on employee

performance.
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Table 2. Results of the Indirect Influence Path Coefficient Test
Direct

Influence
Indirect

Influence Total

OCB <--- Emotional Intelligence 0,042 0,000 0,042
OCB <--- Job Satisfaction 0,383 0,000 0,383
OCB <--- Organizational Commitment 0,217 0,000 0,217
Employee Performance <--- Emotional Intelligence 0,029 0,036 0,065
Employee Performance <--- Job Satisfaction -0,006 0,329 0,323
Employee Performance <--- Organizational Commitment 0,186 0,187 0,373
Employee Performance <--- OCB 0,860 0,000 0,860

Source: processed data (2023)

H8 states that emotional intelligence, job satisfaction and organizational

commitment have a positive and significant effect on employee performance through

OCB. The relatively large total influence comes from organizational commitment of

0,373, job satisfaction of 0,323, and emotional intelligence of 0,065 on employee

performance. The indirect influence on employee performance comes from emotional

intelligence of 0,036, work engagement of 0,329 and 0,187. The indirect influence of

emotional intelligence, job satisfaction and organizational commitment through OCB

on employee performance is strong. This is because the direct effect of job satisfaction

which acts as a mediator on employee performance of 0,860 (p=0,000) was tested as

significant. This means that the hypothesis which states that emotional intelligence,

job satisfaction and organizational commitment have a significant effect on employee

performance through OCB is accepted.

CONCLUSION AND SUGGESTION

Emotional intelligence does not have a significant effect on organizational

citizenship behavior (OCB) of Bank Syariah Indonesia. This shows that the higher the

emotional intelligence possessed by employees will not have an influence on

increasing organizational citizenship behavior (OCB).

Job satisfaction has a significant effect on organizational citizenship behavior

(OCB) of Bank Syariah Indonesia. This shows that the higher the job satisfaction felt

by employees, the higher the organizational citizenship behavior (OCB).

Organizational commitment does not have a significant effect on organizational

citizenship behavior (OCB) of Bank Syariah Indonesia. This shows that the higher the

organizational commitment possessed by employees will not have an influence on

increasing organizational citizenship behavior (OCB).

Emotional intelligence does not have a significant effect on the performance of

Bank Syariah Indonesia employees. This shows that the higher the emotional



338
ISSN (Online) 2581-2157

Jurnal Ekonika vol 8 (2) 2023 ISSN (Print)    2502-9304

This is an open access article under CC-BY-SA license.

intelligence possessed by employees will not have an influence on increasing

employee performance.

Job satisfaction does not have a significant effect on the performance of Bank

Syariah Indonesia employees. This shows that the higher the job satisfaction felt by

employees, the less it will affect the increase in employee performance.

Organizational commitment does not have a significant effect on the

performance of Bank Syariah Indonesia employees. This shows that the higher the

organizational commitment possessed by employees will not have an influence on

increasing employee performance.

Organizational citizenship behavior (OCB) has a significant effect on the

performance of Bank Syariah Indonesia employees. This shows that the higher

organizational citizenship behavior (OCB) will have an influence on increasing

employee performance.

Emotional intelligence, job satisfaction and organizational commitment have a

significant effect on employee performance through Bank Syariah Indonesia's

organizational citizenship behavior (OCB). This shows that the higher the emotional

intelligence, the more employees feel satisfied at work and the higher the

organizational commitment that employees have, it will influence the level of increase

in organizational citizenship behavior (OCB) on employee performance.

For further research, it is recommended for other service industries such as

insurance and pawnshops. It is also recommended to expand in other banking

industries. This still needs to be done to strengthen the influence of company employee

performance.

BIBLIOGRAPHY

Al-Fakeh, F. A., Padlee, S. F., Omar, K., & Salleh, H. S. (2020). The moderating effects

of organizational commitment on the relationship between employee satisfaction

and employee performance in Jordanian Islamic banks. Management Science

Letters, 10(14), 3347–3356. https://doi.org/10.5267/j.msl.2020.6.002

Allen, N., and Meyer, J. P. (2013). The Measurement and Antecendents of Affective,

Continuans and Normative Commitment to the Organization. Journal of

Occupational Pscychology, 63(1), 1–18.

Asiedu, M., Sarfo, J. O., & Adjei, D. (2014). Organisational Commitment and



339
ISSN (Online) 2581-2157

Jurnal Ekonika vol 8 (2) 2023 ISSN (Print)    2502-9304

This is an open access article under CC-BY-SA license.

Citizenship Behaviour: Tools To Improve Employee Performance; an Internal

Marketing Approach. European Scientific Journal, 10(4), 288–305.

Bulan, T. R. N., Suhyar, A. S., & Rahmadhany, D. S. (2022). Impact of Emotional

Intelligence on Employee Performance With Locus of Control As Moderation

Variable (Study at PT. Tor Ganda Medan). Jurnal Education and Development

Institut, 10(3), 465–469.

Colquitt, J. A., LePine, J. A., & Wesson, M. J. (2013). Organizational Behavior : Improving

Performance and Commitment in the Workplace (Fourth). McGrow-Hill.

Colquitt, J., LePine, J. A., & Wesson, M. J. (2015). Organizational Behavior : Improving

Performance and Commitment in the Workplace (Fourth). McGraw-Hill Education.

Dizgah, M. R., Chegini, M. G., & Bisokhan, R. (2012). Relationship between Job

Satisfaction and Employee Job Performance in Guilan Public Sector. Journal of

Basic and Applied Scientific Research, 2(2), 1735–1741. www.textroad.com

Edison, E., Anwar, Y., & Komariyah, I. (2016). Manajemen Sumber Daya Manusia.

Alfabeta.

Febrina, S. C., Ananda, A. F., & Putra, S. W. (2019). Model of Job Satisfaction and

Employee Performance At Bank Jatim Malang Branch. IOSR Journal of Business and

Management (IOSR-JBM), 21(9), 13–22. https://doi.org/10.9790/487X-2109021322

Febrina, S. C., Astuti, W., & Triatmanto, B. (2021). The Impact of Organizational

Culture and Emotional Intelligence on Employee Performance: An Empirical

Study from Indonesia. Journal of Asian Finance, Economics and Business, 8(11), 285–

0296. https://doi.org/10.13106/jafeb.2021.vol8.no11.0285

Goleman, D. (2016). Emotional intelligence: Why it can matter more than IQ. Blommsbury.

Griffin, R. W., & Moorhead, G. (2014). Organizational Behavior: Managing People and

Organizations (11th ed.). South-Western Cengage Learning.

Hardiyanti, R., Absah, Y., & Ginting, P. (2022). The Effect of Organizational

Commitment and Communication on Employee Performance Through Job

Satisfaction at The Medan District Court Class IA Special. International Journal of

Research and Review, 9(8), 560–581. https://doi.org/10.52403/ijrr.20220845

Karuna, A., & Aruna, D. (2021). Impact of Job Satisfaction on Organizational

Citizenship Behaviour Mediated by Organizational Commitment in Public Sector



340
ISSN (Online) 2581-2157

Jurnal Ekonika vol 8 (2) 2023 ISSN (Print)    2502-9304

This is an open access article under CC-BY-SA license.

Banks. Turkish Journal of Computer and Mathematics Education (TURCOMAT), 12(5),

1609–1615. https://doi.org/10.17762/turcomat.v12i5.2137

Kreitner, R., & Kinicki, A. (2014). Organizational Behavior. McGraw-Hill.

Mathis, R. L., & Jackson, J. H. (2016). Human Resource Management (13th ed.). Cengange

Learning.

Mayer, J. D., Salovey, P., & Caruso, D. (2012). Models of Emotional Intelligence.

Handbook of Intelligence, 396–420.

Miao, C., Humphrey, R. H., & Qian, S. (2017). Are the emotionally intelligent good

citizens or counterproductive? A meta-analysis of emotional intelligence and its

relationships with organizational citizenship behavior and counterproductive

work behavior. Personality and Individual Differences, 116, 144–156.

https://doi.org/10.1016/j.paid.2017.04.015

Musriha, & Rosyafah, S. (2022). The Influence of Leadership Competencies,

Organizational Commitment and Job Climate on Organizational Citizenship

Behavior (OCB) and Impact Employee Performance at PT Japfa Comfeed

Indonesia Tbk. Ekonika : Jurnal Ekonomi Universitas Kadiri, 7(1), 1–12.

https://doi.org/10.30737/ekonika.v7i1.2738

Novianti, K. R. (2021). Does Organizational Commitment Matter? Linking

Transformational Leadership With Organizational Citizenship Behavior (OCB).

Jurnal Aplikasi Manajemen (JAM), 19(2), 335–345.

https://doi.org/http://dx.doi.org/10.21776/ ub.jam.2021.019.02.09

Organ, D. W., Podsakoff, P. M., & MacKenzie, S. B. (2012). Organizational citizenship

behavior: Its nature, antecedents, and consequences. SAGE Publications.

Pardiman. (2018). The Effect of Social Capital and Organizational Commitment. Jurnal

Ilmiah Bidang Akuntansi Dan Manajemen, 15(1), 12–26.

Purnomo, N., & Tung, K. Y. (2022). The Effect of Servant Leadership, Emotional

Intelligence, and Life Purpose on Organizational Citizenship Behavior in XYZ

Early Childhood. Polyglot: Jurnal Ilmiah, 18(1), 114–132.

https://doi.org/10.19166/pji.v18i1.3924

Putri, Y. T., Hasnida, & Adnans, A. A. (2022). The Effect of Job Satisfaction and

Motivation on Bank Sumut Employee’s Performance. Journal of Research in



341
ISSN (Online) 2581-2157

Jurnal Ekonika vol 8 (2) 2023 ISSN (Print)    2502-9304

This is an open access article under CC-BY-SA license.

Humanities and Social Science, 10(6), 50–59. https://doi.org/10.14738/abr.612.5644

Rasheed, A., Jehanzeb, K., & Rasheed, M. F. (2013). An Investigation of the

Antecedents of Organizational Citizenship Behaviour: Case of Saudi Arabia.

International Journal of Psychological Studies, 5(1), 128–138.

https://doi.org/10.5539/ijps.v5n1p128

Robbins, S. P., & Judge, T. A. (2016). Organizational Behavior (16th ed.). Prentice Hall.

Robbins, S. P., & Judge, T. A. (2017). Organizational Behavior (17th ed.). Pearson

Education.

Saif-ud-Din, Ishfaq, M., & Adeel, M. (2016). Global Journal of Management and

Business Research: A Administration and Management Investigating the

Relationship of Organizational Citizenship Behavior with Job Satisfaction,

Organizational Commitment and Turnover Intention: Evidence from the Banking

Se. Journalofbusiness.Org, July 2017.

http://journalofbusiness.org/index.php/GJMBR/article/view/2160

Seran, G. L., Subiyanto, D., & Kurniawan, I. S. (2021). Effect of Organizational

Commitment, Compensation and Job Satisfaction on Employee Performance

Through Organizational Citizenship Behavior In Bank BPD DIY Employees

Senopati Branch Office. Bina Bangsa International Journal of Business and

Management, 1(1), 39–50. https://doi.org/10.46306/bbijbm.v1i1.4

Serhan, A., & Gazzaz, H. (2019). The Impact of Emotional Intelligence on Employee

Performance in Saudi Arabia Banking Sector. Journal of Economics and

Administrative Sciences, 25(116), 127–146.

https://doi.org/10.33095/jeas.v25i116.1791

Sharma, K., & Mahajan, P. (2017). Relationship Between Emotional Intelligence and

Organisational Citizenship Behaviour Among Bank Employees. Pacific Business

Review International, 9(11), 20–29.

Sugiyono. (2017). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Alfabeta.


