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Abstract

Purpose - This study aims to examine how individual and
organizational citizenship behavior characteristics affect
employee job satisfaction. And asess how the work environment
moderates the influence of individual characteristics and
organizational citizenship behavior on job satisfaction.

Design/methodology/approach - This study uses a quantitative
research method, using primary data collected from 2 banking
companies. Data analysis was carried out using Partial Least
Square (PLS) software with Moderated Regression Analysis.

Findings - The findings of this research reveal that although it is
not significant, individual characteristics and organizational
citizenship increase job satisfaction, seen from the suitability of
predictions with research results in the same direction. Work
Environment functions as a pure moderator that strengthens the
relationship between individual characteristics and job
satisfaction. Meanwhile, the work environment functions as a
homologous moderator which does not strengthen the
relationship between Organizational Citizenship Behavior and
job satisfaction.

Research limitations/implications - In this study, both
variables, namely individual characteristics and organizational
citizenship behavior, focus on the behavior of employees, so it is
likely that there are many other factors that also influence job
satisfaction, and positive behavior is not applied in an
organization.

INTRODUCTION

In Law Number 10 of 1998 concerning Banking, a bank is stated as a business entity
that collects funds from the public in the form of savings and distributes them to the public
in the form of credit and/or other forms in order to improve the standard of living of the
community. Banks are also divided into 3 types, namely general banks, people's credit banks
and Islamic banks. In this study, the banking sector was chosen because in the era of
globalization and digitalization that continues to develop, the banking sector plays a crucial
role in the economy, not only as a financial institution but also as a driver of innovation and
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growth, so it aims to explore the factors that influence job satisfaction in the banking
industry and its impact on employee satisfaction. While previous studies have explored job
satisfaction, the moderating role of the work environment in the banking sector remains
underexplored.

Job satisfaction refers to positive feelings about the job as a result of an individual's
(jobholder's) evaluation of the characteristics of the job itself (Adi et al., 2023). Factors that
can influence job satisfaction, especially in the banking sector, include bank operational
working hours, leadership commitment to environmental factors, recognition of employee
performance, and the changes in work culture that can occur, thereby affecting employee
experiences and job satisfaction. One of the developments that have taken place is the
commitment set by Bank Mandiri, one of the state-owned enterprises (SOEs), to create a
more advanced Indonesia through human resource development programs that aim to
foster potential individuals. To support superior human resources, the company ensures the
creation of a comfortable, enjoyable, and productive work environment, providing facilities
such as psychological counseling services, lactation rooms, daycare, and a fitness center.
Bank Mandiri also acknowledges the urgency of digitalization. This realization has led to
the creation of the Mandirian Go Digital program, which enhances employees' ability to
keep up with the digital transformation. With these efforts in human resource development,
Bank Mandiri has recorded high employee satisfaction levels due to a supportive work
environment, comprehensive development programs, and guaranteed employee welfare
(tirto.id, 2024). This condition demonstrates that job satisfaction is achieved through the
commitment made by the company, which means that the company pays attention to
employee welfare, creates a supportive work environment, and focuses on fulfilling
employees' needs and expectations, thereby increasing their motivation, engagement, and
loyalty to the company.

(Juliantari & Kusyana, 2023) stated that when employees can control their emotions
and reasonable actions in such a dense work, in the end employees will feel satisfaction in
their work. This is in line with previous research conducted by (Munte et al., 2024) at PT
Kuala Intan Sawit Selatan in 2021 stated that a high level of job characteristics will generate
a greater sense of responsibility and have a positive effect on employee job satisfaction.
Then, (Kristanti & Hariyanti, 2024) in the Pratama Karya Banaran Study in 2024 stated that
individual characteristics can also increase job satisfaction because they can find out what
the character of each individual employee is like, so that it can be useful for dividing tasks.
As for research that is not in line, (Maya Safitri & Ria Astuti, 2021) at PT. Ramayana Lestari
Sentosa Tbk Samarinda Square in 2021 stated that individual characteristics have a negative
effect on job satisfaction which can be seen from the T-test.

Another factor is Organizational Citizenship Behavior (OCB) which is a voluntary
action carried out by an employee outside the duties listed in the job description. Therefore,
this behavior can increase employee job satisfaction. This is in line with previous research
conducted by (Aghnia & Sunarsi, 2023) at the Tangerang District Court Class 1A Special in
2023 stating that employees with high conscientiousness tend to have a strong drive to fulfill
their responsibilities seriously, strive to complete work according to schedule and respect
the deadlines set. And research (Putri & Supriadi, 2022) at PT. Patra Badak Arun Solusi in
2022 stated that OCB refers to workers who contribute beyond the demands of their jobs.
Because OCB is important for achieving company success, it is important to improve it. Job
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satisfaction is a positive emotional situation obtained by an individual through the
assessment process or work experience. And research (Zulkarnain & Manurung, 2020) on
Polytechnic X employees in 2020 stated that the better the organizational citizenship
behavior in a company, the job satisfaction will also increase.

The purpose of this study is to analyze and determine the Influence of Individual
Characteristics and Organizational Citizenship Behavior on Job Satisfaction with the Work
Environment as a moderating variable. This study is expected to help provide benefits and
can be used as a reference for researchers and be useful in decision making.

LITERATUR REVIEW

Individual Characteristics

Individual characteristics are the overall behavior and abilities that exist in an
individual as a result of their disposition and environment. To explain individual
characteristics, whether physical, mental, or emotional, the term nature is commonly used
(Lesmana, 2022).

Organizational Citizenship Behavior (OCB)

Organizational Citizenship Behavior is making continuous efforts and working
beyond the minimum standards required. OCB behaviors include taking on additional
tasks, volunteering to help others with their work, developing a profession, complying with
organizational rules even when no one is watching, advancing and protecting the
organization, and maintaining a positive attitude and tolerance for discomfort in the
workplace (Jufrizen & Nasution, 2024).

Job Satisfaction

According to (Tangkilisan, 2005), Job Satisfaction is the level of pleasure a person
feels regarding their role or work in an organization. Job satisfaction is subjective, which
varies from person to person according to their values and preferences. A person's level of
job satisfaction is influenced by the extent to which their work matches their personal desires
and values. The more the job matches the individual's values and desires, the higher the
level of satisfaction felt. Conversely, the more inconsistencies in the job with the individual's
values and desires, the lower the level of satisfaction felt (Ruki, 2024).

Work Environment

Work Environment means everything around the employee that can affect him/her
in doing the work. A comfortable and safe physical environment really affects employee
performance. Not only the physical environment but also the non-physical environment
such as harmonious working relationships with co-workers and working relationships with
superiors also affect employee productivity and performance. (Bahri, 2018).

Hypothesis Development

Individual Characteristics are behaviors that a person has, both positive and
negative, with characteristics that include several aspects, namely personality, interests,
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hobbies, abilities and skills. Each individual certainly has their own characteristics that
determine their behavior towards themselves. Individual characteristics in a company are
very influential as a reference for employee performance and job satisfaction in carrying out
tasks according to their responsibilities. Having different attitudes and characters, attitudes
of helping fellow coworkers by completing work, working together in creating concepts and
creativity to achieve company targets so that they develop further (Sugiastika et al., 2022).
Therefore, an open personality can increase social interaction, create a positive work
environment, and individuals who work with interests and hobbies in the appropriate field
tend to be more motivated and enjoy their work, while abilities and skills that are in
accordance with the task increase self-confidence and satisfaction. This study is in line with
(Kristanti & Hariyanti, 2024; Munte et al., 2024) which states that individual characteristics
have a positive effect on job satisfaction. This means that the higher the individual
characteristics of an employee, the higher the level of job satisfaction that the employee will
get. As for those who state that individual characteristics have a negative effect on job
satisfaction. This means that individual characteristics are not one of the factors in increasing
employee job satisfaction (Faisal et al., 2023). This statement is in line with research (Maya
Safitri & Ria Astuti, 2021). Based on this explanation, the researcher takes the following
hypothesis:

H.: Individual Characteristics have a positive effect on Job Satisfaction

Organizational Citizenship Behavior (OCB) is employee behavior that contributes
positively to work that is not directly related to their duties that are carried out voluntarily
by showing company commitment and support from coworkers. The importance of
building organizational citizenship behavior (OCB) in the work environment cannot be
separated from the commitment that exists within the employee (Sari and Faisal, 2024). The
employee's commitment is the driving force in creating OCB in the organization. For
organizational life, commitment is an absolute prerequisite for maintaining the survival,
stability and development of the organization. The study of employee work performance
and organizational commitment is very important, especially for upper-level management
of the organization (Aghnia & Sunarsi, 2023). organizational citizenship behavior (OCB) can
improve cooperation between employees and create a more collaborative work
environment, which contributes to job satisfaction. Employees who apply OCB attitudes get
recognition from management, increase their sense of satisfaction and motivation. This
study is in line with research (Putri & Supriadi, 2022; Zulkarnain & Manurung, 2020). which
shows the results that organizational citizenship behavior (OCB) has a positive effect on Job
Satisfaction. This means that the higher the organizational citizenship behavior (OCB), the
higher the level of employee Job Satisfaction. Based on this explanation, the researcher takes
the hypothesis, namely:

H.: Organizational Citizenship Behavior has a positive effect on Job Satisfaction

According to Gomes (2009), the work environment is explained as a work process in
a company that is carried out with certain methods. Employees pay close attention to their
work environment because it is related to the time and how to complete their work (Robbins
and Coulter, 2010). Job satisfaction will lead to good performance so that the work
environment develops employee job satisfaction (U. P. Lestari et al., 2020). An environment
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that provides social support can help individuals develop positive characteristics, such as
collaboration and cooperation that increase interaction in the workplace. A work
environment that suits individual characteristics can increase employee motivation and job
satisfaction, such as individuals who value recognition feel more satisfied in a workplace
that values contribution. A good work environment also encourages a person's behavior or
character to become a creative and better developed individual and an organization that
supports this innovation thereby increasing employee job satisfaction. This statement is in
line with research (Kristanti & Hariyanti, 2024, Munte et al., 2024) which states that
individual characteristics have a positive effect on job satisfaction. And research (U. P.
Lestari et al., 2020; Saputra, 2021) states that comfortable and safe physical work
environment conditions, as well as positive, collaborative, and flexible non-physical work
environments will increase employee job satisfaction. It can be concluded that the work
environment strengthens the relationship between individual characteristics and job
satisfaction. Based on this explanation, the researcher takes the hypothesis, namely:

Hi: Work Environment Strengthens the Relationship Between Individual Characteristics
and Job Satisfaction

One of the factors that determines the success of an organization is job satisfaction,
because satisfied employees will be more productive, and vice versa, employees who are
dissatisfied with their jobs tend to behave less than optimally and do not try to do their best
(E. R. Lestari & Ghaby, 2018) Job satisfaction is a positive attitude that arises in employees
because of appropriate work, and other positive things so that they feel satisfied with their
work. Employees who are satisfied with their jobs are more likely to speak positively about
the organization and tend to show higher OCB behavior. They are more motivated to help
coworkers, contribute positively, and engage in activities outside of their formal duties. This
is because one of the non-physical work environments is an attitude included in OCB, so
both physical and non-physical work environments can increase job satisfaction. This
statement is in line with research (U. P. Lestari et al., 2020; Raziq & Maulabakhsh, 2015;
Saputra, 2021) which states that Organizational Citizenship Behavior (OCB) has a positive
effect on Job Satisfaction. It can be concluded that the Work Environment strengthens the
relationship between Organizational Citizenship Behavior (OCB) and Job Satisfaction.
Based on this explanation, the researcher takes the hypothesis, namely:

Hs The Work Environment strengthens the relationship between Organizational
Citizenship Behavior and Job Satisfaction

RESEARCH METHOD

Data analysis used in this research used the Partial Least Square (PLS) method. PLS is
a Structural Equation Modeling (SEM) solution method which in the case of this research is
more appropriate than other SEM techniques. Ghozali (2016) believes that PLS is a strong
analytical method and is often referred to as "soft modeling" because it is not based on many
assumptions such as the data does not have to be normally distributed and there are no
multicollinearity problems between dependent variables (Faisal and Sari, 2020). The
sampling design in this study is non-probability sampling. For the implementation time
using one (cross-section) using data analysis, namely hypothesis testing. The unit of analysis
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used in this study is individuals with employees working at banking companies in Bekasi
City, namely PT Panin Financial Tbk and PT. Bank Central Asia Tbk as research subjects
and the objects of this study are Individual Characteristics and Organizational Citizenship
Behavior (OCB) as independent variables against the dependent variables, namely Job
Satisfaction and Work Environment as moderating variables.

Table 1. Variable Measurement

Type Variable Dimension Source
Ability

Attitude

Value

Interest

Altruism

Civic Virtue
Sportsmanship
Conscientiousness
Courtesy

The Job Itself

Salary

Promotion Opportunities
Supervision By
Management

Coworkers

Lighting

Air Temperature
Cleanliness

Security

Working Hours (Telaumbanua,
Working Relationships 2024)
Between Colleagues
Working Relationships
Between Superiors And
Subordinates

Individual

Characteristics (Aingra, 2019)

Independent
Variables Organizational

Citizenship
Behavior

(Kurniawan,
2021)

Job

Dependent } )
p Satisfaction

Variable (Thrami, 2015)

N DAl e Al E i o

Work

Moderation )
Environment

Variables

SARNANLE IO R

N

The hypothesis in this research is tested by proposing a hypothesis which is included
in the structural model, if the path coefficient is different from 0 or smaller then Ho is
rejected. The test is not carried out using the t test but rather by comparing the magnitude
of the influence value whether it is greater than zero or not. If the magnitude of the influence
is equal to 0 or smaller then Ho is accepted, but if on the contrary the path coefficient is
greater then Ho is rejected. The linear equation model in this regression is as follows:

JS= Bo +511C+ﬁ2OCB+ﬁ3IC*WE+ﬁ4OCB*WE +e
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RESULTS

Respondent Demographics

Researchers chose the banking sector, namely employees who work at PT. Bank
Central Asia Tbk and PT. Bank Panin Indonesia Tbk in the city of Bekasi had 30 respondents
with 13 male respondents and 17 female respondents, most of the respondents were aged
between 25 and 30 years. Differences in personality traits, such as openness to experience or
tolerance for risk, may vary among demographic groups, influencing the likelihood that
respondents choose one answer over another.

Convergent Validity, Discriminant Validity and Reliability Testing

In convergent validity, measurement with reflective indicators is assessed based on the
correlation between item scores/component scores and construct scores. The individual
reflective measure is said to be high if it correlates more than 0.70. According to Abdillah &
Jogiyanto, 2015, discriminant validity tests are assessed based on cross loading with
measurements and constructs. If the value is higher, then the construct is declared to have
discriminant validity. In discriminant validity, if the correlation of a construct with a
measurement item is greater than the size of another construct, it indicates that the latent
construct predicts the measure in the block better than the measure in the other block.
Reliability testing must be carried out to find out whether each item on the questionnaire
meets the reliability criteria. In conducting reliability tests in PLS, there are two methods,
namely Cronbach's alpha and composite reliability (Abdillah & Jogiyanto, 2015). Cronbach's
alpha measures the lower limit of the reliability value of an item, while composite reliability
measures the actual value of the reliability of a construct. The reliability test is strengthened
by the expected Cronbach's alpha value of 0.70 for each indicator.

The Hypothesis Test

The hypothesis in this study can be known from the calculation model using the PLS
bootstrapping technique. From the results of the bootstrapping calculation, the t-statistic
value of each relationship or path will be obtained. This hypothesis testing is set with a
significance level of 0.05. The hypothesis can be accepted if the original sample value is in
line with the hypothesis. The calculation results to test the hypothesis in this study, using
the direct influence of the independent variable on the dependent variable and the
moderating variable obtained as follows:

Table 2. Path Coeficient

Structur Path | Hypothesis | Prediction | Original Sample (O) P Values
IC->JS H1 + 0.184 0.390
OCB->JS H2 + 0.262 0.266
IC* WE->JS H3 + 0.352 0.219
OCB* WE->JS H4 + -0.274 0.344

Significance Level *0.05; **0,10
Source: SmartPLS Data Processing Results
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Explanatory

The results of the hypothesis test on the influence of Individual Characteristics on Job
Satisfaction obtained the original sample results of 0.184 and a p-value of 0.390, meaning
that the significance of 0.390> 0.05, then H.: is accepted, so it can be stated that Individual
Characteristics have a positive effect and statistically have no significant effect on Job
Satisfaction. The Second, results of the hypothesis test on the influence of Organizational
Citizenship Behavior on Job Satisfaction obtained the original sample results of 0.262 and a
p-value of 0.266, meaning that the significance of 0.266> 0.05, then H: is accepted, so it can
be stated that Organizational Citizenship Behavior has a positive effect and statistically has
no significant effect on Job Satisfaction. the third is results of the hypothesis test of the
influence of Individual Characteristics*Work Environment on Job Satisfaction obtained the
original sample results of 0.352 and a p-value of 0.219, meaning that the significance of
0.219> 0.05, then Hs is accepted, so it can be stated that the Work Environment strengthens
the relationship between Individual Characteristics and Job Satisfaction. The fouth is results
of the hypothesis test of the influence of Organizational Citizenship Behavior*Work
Environment on Job Satisfaction obtained the original sample results of -0.274 and a p-value
of 0.344, meaning that the significance of 0.344> 0.05, then Ha. is rejected, so it can be stated
that the Work Environment does not strengthen the relationship between Organizational
Citizenship Behavior and Job Satisfaction.

DISCUSSIONS
The individual characteristics have a positive but insignificant effect on job satisfaction.

This study shows that the implementation of individual characteristics has an impact
on increasing the job satisfaction of employees in the company. This is in line with the
research by Munte et al. (2024) on employees working at PT. Kuala Intan Sawit Selatan,
which found that individual characteristics have a positive effect on job satisfaction. Thus,
this study is consistent with previous research, where the better the individual
characteristics of employees, the greater their job satisfaction. This can also be supported by
employees working in several banking companies. Individual characteristics can also be
shaped by attitudes, behaviors, and personalities that can change according to the
environment. Therefore, different personal characteristics can lead to different levels of job
satisfaction. The indicators of individual characteristics consist of abilities, attitudes,
interests, and values. This shows that employees working in banking companies, such as
PT. Panin Financial Tbk and PT. Bank Central Asia Tbk, understand the factors that
influence individual characteristics in order to improve job satisfaction. When an employee
possesses good individual characteristics, they are likely to feel satisfied with their job.
Improving individual characteristics can be done through career development initiatives by
the company, which can create job satisfaction. Therefore, companies must also create a
supportive environment and pay attention to employee satisfaction, as it positively impacts
productivity and employee retention. Companies can take positive actions toward
employees to support their satisfaction, such as providing responsibilities that match their
interests and abilities, enhancing work-life balance, and increasing recognition and
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appreciation, both in formal and informal forms. This can be supported by a large number
of respondents who agree, as in the research by Kristanti & Hariyanti (2024), which states
that individual characteristics have a positive effect on job satisfaction

Organizational Citizenship Behavior has a positive and insignificant effect on Job
Satisfaction

This study shows that the implementation of organizational citizenship behavior
(OCB) has an influence and plays an important role in increasing employee job satisfaction
within the company. This is in line with the research by Putri & Supriadi (2022) on
employees working at PT. Patra Badak Arun Solusi and also consistent with the study by
Aghnia & Sunarsi (2023) on employees at the Tangerang District Court Class 1A Special.
The results of previous studies show that organizational citizenship behavior can have a
positive impact on individuals, coworkers, and the company. OCB refers to
behaviors/attitudes where individuals voluntarily engage in activities to assist in the
company's tasks, thus increasing job satisfaction both for the individual and coworkers, as
well as improving the company's effectiveness. This can also be argued based on the
experiences of employees working in banking companies such as PT. Panin Financial Tbk
and PT. Bank Central Asia Tbk, who have witnessed individual behaviors from coworkers
within the company. This shows that the presence of voluntary behavior or organizational
citizenship behavior in a company can influence employee job satisfaction. Indicators or
examples of behaviors in organizational citizenship behavior include altruism (putting
others first), civic virtue (concern for the sustainability of the company), sportsmanship
(tolerance), conscientiousness (responsibility/carefulness in actions), and courtesy
(preventing issues between coworkers). A company's success is not only determined by
employees completing their primary tasks but also by their willingness to take on extra
duties, such as cooperating, helping one another, providing input, actively participating,
and effectively utilizing working hours. These behaviors will significantly impact the
company because individuals who apply organizational citizenship behavior can increase a
company’s effectiveness, efficiency, and performance. The implementation of
organizational citizenship behavior also creates a positive image from coworkers and
supervisors, leading to positive reciprocity or feedback. This also creates a sense of comfort
with the behavior exhibited, which increases job satisfaction due to the positive environment
and boosts the employee's performance. This can be supported by a large number of
respondents who agree, in accordance with the research by Zulkarnain & Manurung (2020),
which states that organizational citizenship behavior positively affects job satisfaction.

Work Environment strengthens the relationship between Individual Characteristics and
Job Satisfaction

This study shows that the work environment can strengthen the relationship between
individual characteristics and job satisfaction. Individual characteristics include general
factors such as personality, motivation, experience, knowledge, social aspects, and the
environment, which are also key characteristics of employees. The characteristics that an
individual possesses also form a belief system that ultimately shapes their way of thinking,
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which can influence their behavior. These characteristics are very important because they
can impact productivity, interpersonal relationships, and how employees adapt and
contribute to the organization. Therefore, job satisfaction is not only influenced by external
conditions but also by the characteristics of the employees themselves, which can shape
communication or interaction with their work and the work environment. A positive work
environment can support individuals in optimizing employee characteristics and directly
contribute to job satisfaction levels. Several factors that influence individual characteristics
include a positive work environment, such as boosting employees' self-confidence and
emotional stability, an environment that provides rewards and recognition for employee
achievements to increase motivation, and an environment that offers opportunities for skill
development to help employees feel more competent and confident in their work. A good
team collaboration and healthy interpersonal relationships are also crucial for improving
employee performance. These factors generally enhance positive individual characteristics
and create job satisfaction. The work environment plays a crucial role as a moderating
variable that can strengthen the relationship between individual characteristics and job
satisfaction. This proves that with good individual characteristics combined with a positive
work environment, job satisfaction will increase. When employees possess good individual
characteristics, they will feel comfortable and satisfied with their work in a company
because of the supportive work environment.

This study shows that the Work Environment cannot strengthen the relationship between
Organizational Citizenship Behavior and Job Satisfaction.

This study shows that the Work Environment cannot strengthen the relationship
between Organizational Citizenship Behavior and Job Satisfaction. From this, it means that
organizational citizenship behavior which includes positive individual contributions to the
company outside of formal employee obligations, such as helping coworkers, taking the
initiative, and being proactive, the work environment does not play a role as a factor in
increasing employee job satisfaction. In other words, although employees show high OCB
behavior, not all aspects of the work environment can strengthen behavior towards
employee job satisfaction levels. The Work Environment which consists of several aspects
such as the physical and non-physical environment may not always function consistently,
although a supportive work environment in terms of comfortable facilities or good social
relationships between coworkers and superiors, this does not necessarily affect OCB
behavior due to other factors, such as individual factors in job satisfaction itself. Job
Satisfaction, which means there is a mismatch between the work environment and OCB
behavior. The results of the study showing that the work environment does not strengthen
the relationship between OCB and job satisfaction indicate that although the Work
Environment does play an important role in creating employee welfare, there are many
other factors that may be more dominant in influencing this relationship. Therefore,
companies need to consider more complex elements in organizational design and human
resource management, including rewarding OCB behavior that contributes to corporate
goals.
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CONCLUSIONS

(1) Individual Characteristics have a positive effect and statistically do not have a
significant effect on Job Satisfaction. The results of the study indicate that the higher the
Individual Characteristics possessed by employees, the higher the Job Satisfaction at work.
(2) Organizational Citizenship Behavior (OCB) has a positive statistical effect but does not
have a significant effect on Job Satisfaction. The results of the study indicate that the higher
the Organizational Citizenship Behavior (OCB) possessed by employees, the higher the Job
Satisfaction from work and from other co-workers. (3) Work Environment can strengthen
the relationship between Individual Characteristics and Job Satisfaction. This means that the
higher the Individual Characteristics possessed by employees, supported by a positive
Work Environment will increase the Job Satisfaction felt by employees. (4) The Work
Environment does not strengthen the relationship between Organizational Citizenship
Behavior (OCB) and Job Satisfaction. This means that the higher the Organizational
Citizenship Behavior (OCB) owned by employees, supported by the Work Environment in
the company will not affect or increase employee Job Satisfaction.

Theoretical Implications

The results of this research are expected to add to the academic literature and be used
to develop a more comprehensive theoretical model in understanding the same problem.
This study can be used as a reference in testing the variables of Individual Characteristics
and Organizational Citizenship Behavior (OCB) on Job Satisfaction with the Work
Environment as a moderating variable for employees working in banking companies in
Bekasi City, namely PT Panin Financial Tbk and PT. Bank Central Asia Tbk.

Managerial Implications

This study produces findings that are useful for universities and companies where
employees work in banking companies in Bekasi City, namely PT Panin Financial Tbk and
PT. Bank Central Asia Tbk, these employees work to understand the behavior of several
people regarding individual characteristics, and encourage employees who work to create
organizational citizenship behavior (OCB) to help improve the company's operational
efficiency, and optimize the role of a safe and comfortable physical and non-physical work
environment such as the interests of cleanliness, security, relationships between coworkers,
and between superiors and subordinates, a supportive work environment helps employees
improve performance and productivity at work. Therefore, companies with management
must be aware of input from employees and consider factors that can affect employee
welfare and motivation, both material such as compensation and non-material such as
company culture and employee opportunities for self-development. So that it can be
expected to increase job satisfaction and not only create a more productive environment, but
also encourage employees to contribute more to the success of the company. Therefore,
companies need to continue to invest in creating a supportive, fair work environment that
provides opportunities for employees to develop, which in turn will help achieve
organizational goals and increase long-term profits.
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Policy Implications

In the results of this study can help regulators and the government to be able to
improve employee job satisfaction in the banking sector by formulating more
comprehensive policies and individual characteristics that are in accordance with the
company's culture by going through the recruitment process, and providing training
programs by providing training to improve communication skills, teamwork, and career
development by providing opportunities for promotion for employees who behave and
contribute positively to the company. Job satisfaction is also influenced by a healthy and
inclusive work environment. Therefore, regulators provide an environment that supports
employee welfare by providing health facilities, such as access to mental services. Another
factor that influences is OCB, the government can develop an award program that provides
recognition and appreciation for employees. Thus, it is expected to increase employee job
satisfaction.

Limitations

From the research entitled the influence of individual characteristics and
organizational citizenship behavior on job satisfaction with the work environment as a
moderating variable, there are limitations in conducting this research process, namely the
reduction in the number of respondents that should be because in the collection of data and
information provided by respondents through questionnaires, there are some that do not
show the respondent's true opinion, because the distribution of questionnaires is done
through social media. Therefore, inappropriate answers cannot be used

Suggestion

For further researchers, it can be seen from the limitations of the research experienced
that it can be a number of considerations so that it can be given more attention for further
research in reviewing more references and theories regarding job satisfaction obtained by
employees in an organization and conducting ongoing research to assess changes that occur
in respondent behavior and it is hoped that there will be additional variables that may
influence many things in this research.

Reference

Adi, A. N., Thoyib, A., Fithriana, N., & Ilham, B. (2023). Kepuasan Kerja. In Ub Press.
Http:/ /Digilib.Uinsby.Ac.Id /1883 /5/Bab 2.Pdf

Aghnia, S. A., & Sunarsi, D. (2023). Pengaruh Komitmen Organisasi Dan Organizational
Citizenship Behavior Terhadap Kepuasan Kerja Pegawai. Lensa Ilmiah: Jurnal
Manajemen Dan Sumberdaya, 2(2), 30-34. Https:/ /Doi.Org/10.54371/Jms.V2i2.287

Aingra. (2019). Pengaruh Karakteristik Individu Terhadap Komitmen Organisasi Melalui
Kepuasan Kerja Sebagai Variabel Intervening Pada Karyawan Pt Industri Kapal
Indonesia (Persero) Makassar. In Paper Knowledge . Toward A Media History Of
Documents (Vol. 7, Issue 2). Uin Alauddin.

Bahri, M. S. (2018). Pengaruh Kepemimpinan, Lingkungan Kerja, Budaya Organisasi, Dan
Motivasi Terhadap Kepuasan Kerja Yang Berimplikasi Terhadap Kinerja Dosen (W.
Anggara, Luthfiah, &  Setyaningrum (Eds.)). Cv. Jakad Publishing.



JOURNAL OF MANAGEMENT
AND DIGITAL BUSINESS

VOL. 1. ISSUE. 1 ; December (2024)

Http:/ /Books.Google.Co.Id /Books?Id=Lkpz4vwqyt8c

Dewi, Y. S., Sriyono, Alfaruq, M. F., Febriyanti, R. D., Auliasani, N. F., Biru, M. M. D. T., &
Fitriani, A. R. (2022). Reiliensi Ibu Menghadapi Bencana Alam.

Fitriani, N. A. (2013). Pengawasan Pimpinan Dalam Meningkatan Kinerja Pegawai Negeri
Sipil Di Kantor Pelayanan Kekayaan Negara Dan Lelang Kota Samarinda. Ejournal
[lmu Pemerintahan, 1(1), 97-111.

Heider, F. (1958). The Psychology Of Interpersonal Relationships. In The Psychology Of
Interpersonal Relationships. Https://Doi.Org/10.4324/9781315663074

Ihrami, A. M. (2015). Pengaruh Kepuasan Kerja Terhadap Organizational Citizenship
Behavior Pada Karyawan Pt. Pembangkitan Jawa Bali Unit Pembangkitan Gresik (Up.
Gresik). Institut Teknologi Sepuluh Nopember.

Jufrizen, & Nasution, A. U. (2024). Peran Organizational Citizenship Behavior Dalam
Meningkatkan Kinerja.

Juliantari, N. K., & Kusyana, D. N. B. (2023). Pengaruh Karakteristik Individu Terhadap
Kepuasan Kerja Untuk Meningkatkan Kinerja Karyawan. Jurnal Manajemen,
Kewirausahaan Dan Pariwisata, 3(1), 149-160.

Jumarsa, J., Rizal, M., & Jailani, J. (2020). Masyarakat Dalam Menjaga Kebersihan
Lingkungan Di Gampong Cot Siren Samalanga Kabupaten Bireuen Oleh: Jurnal
Biology Education, 8(2), 109-121. Https:/ /Doi.Org/10.32672/Jbe.V8i2.2370

Kristanti, D., & Hariyanti, S. (2024). The Influence Of Work Facilities And Individual
Characteristics On Job Satisfaction (Pratama Karya Banaran Study). Formosa Journal
Of Applied Sciences, 3(3), 1033-1048. Https:/ /Doi.Org/10.55927 / Fjas.V3i3.8527

Kurniawan, R. (2021). Pengaruh Budaya Organisasi Terhadap Organizational Citizenship
Behavior Dengan Komitmen Organisasi Sebagai Variabel Intervening. Universitas
Jambi.

Lesmana, G. (2022). Psikologi Perkembangan Peserta Didik.

Lestari, E. R., & Ghaby, N. K. F. (2018). Pengaruh Organizational Citizenship Behavior
(OCB) Terhadap Kepuasan Kerja Dan Kinerja Karyawan The Influence Of
Organizational Citizenship Behavior (OCB) On Employee’s Job Satisfaction And
Performance. Jurnal Teknologi Dan Manajemen Agroindustri, 7, 116-123.

Lestari, U. P., Sinambela, E. A., Mardikaningsih, R., & Darmawan, D. (2020). Pengaruh
Efikasi Diri Dan Lingkungan Kerja Terhadap Kepuasan Kerja Karyawan. Jurnal
Ekonomi & Ekonomi Syariah, 3(2), 529-536.

Marsidi. (2021). Persahabatan Hakiki.

Maya Safitri, M., & Ria Astuti, M. (2021). Pengaruh Perubahan Organisasi Karakteristik
Individu Dan Kepemimpinan Terhadap Kepuasan Kerja Karyawan Pt. Ramayana
Lestari Sentosa, Tbk Samarinda Square. Jurnal Ekonomika : Manajemen, Akuntansi,
Dan Perbankan Syari’ah, 10(2), 324-334. Https:/ /Doi.Org/10.24903 /Je.V10i2.1373

Munte, L., Bahri, S., & Tupti, Z. (2024). Pengaruh Budaya Organisasi, Karakteristik Individu
Dan Penilaian Prestasi Kerja Terhadap Kepuasan Kerja Pada PT Kuala Intan Sawit
Selatan. 8(6), 104-111.

Nyman, R. C. S, Kaidun, I. P., & Lingga, 1. S. (2022). Pengaruh Firm Size, Return On Equity,
Dan Current Ratio Terhadap Tax Avoidance Pada Perusahaan LQ 45 Yang Terdaftar
Di Bursa Efek Indonesia. Jurnal Akuntansi, 14(1), 172-186.
Https:/ /Doi.Org/10.28932/Jam.V14i1.4375



JOURNAL OF MANAGEMENT
AND DIGITAL BUSINESS

VOL. 1. ISSUE. 1 ; December (2024)

Oktaviani, P.-, Mujtaba, B., & Muldi, A. (2020). Pengaruh Hubungan Atasan Dan Bawahan
Terhadap Kinerja Karyawan PT. DHL Tangerang. Journal Of Scientific Communication
(Jsc), 2(1), 10-20. Https:/ /Doi.Org/10.31506/ Jsc.V2i1.8031

Prihatminingtyas, B. (2019). Pengaruh Modal, Lama Usaha, Jam Kerja, Dan Lokasi Usaha
Terhadap Pendapatan Pedagang Di Pasar Ladungsari. 7(2), 147-154.

Putri, F. R., & Supriadi, Y. N. (2022). Pengaruh Kompensasi, Lingkungan Kerja, Dan
Organizational Citizenship Behavior (OCB) Terhadap Kepuasan Kerja Karyawan PT
Patra Badak Arun Solusi. Jurnal Manajemen Motivasi, 18(1), 10.
Https:/ /Doi.Org/10.29406/Jmm.V18i1.3707

Ratna, P. (2016). Hubungan Rekan.

Raziqg, A., & Maulabakhsh, R. (2015). Impact Of Working Environment On Job Satisfaction.
Procedia Economics And Finance, 23(October 2014), 717-725.
Https:/ /Doi.Org/10.1016/52212-5671(15)00524-9

Ruki, M. N. (2024). Faktor=Faktor Kunci Dalam Kepuasan Kerja & Kinerja Pegawai.

Rumengan, A. E., Dewi, P. N., & Nurhatisyah. (2024). Manajemen Kinerja Di Era Industri
4.0 Dan Society 5.0.

Sahira. (2018). Pengaruh Lingkungan Kerja Terhadap Kepuasan Kerja Pegawai Pada Kantor
Dinas Perhubungan Kota Makassar (Vol. 3, Issue 2).

Santoso, Y. M. D., & Rijanti, T. (2022). Pengaruh Stres Kerja, Beban Kerja, Dan Lingkungan
Kerja Terhadap Kinerja Santoso, Y. M. D., & Rijanti, T. (2022). Pengaruh Stres Kerja,
Beban Kerja, Dan Lingkungan Kerja Terhadap Kinerja Karyawan Pt. Daiyaplas
Semarang. Jurnal Ekonomi Dan Bisnis, 11(1), 9. Jurnal Ekonomi Dan Bisnis, 11(1), 926 -
935.

Saputra, A. A. (2021). Pengaruh Kompensasi, Lingkungan Kerja Dan Beban Kerja Terhadap
Kepuasan Kerja Karyawan. Technomedia Journal, 7(1), 68-77.
Https://Doi.Org/10.33050/ Tmj.V7i1.1755

Sekaran, & Bougie. (2016a). Populasi.Pdf.

Sekaran, & Bougie. (2016b). Sampel.Pdf.

Shyreen A, N., Fauzi, A., Oktarina, L., Aditya A, F., Febrianti, B., & Asmarani, A. (2022).
Faktor-Faktor Yang Mempengaruhi Kinerja Karyawan: Gaji, Upah Dan Tunjangan
(Literature Review Akutansi Manajemen). Jurnal Ekonomi Manajemen Sistem
Informasi, 3(4), 463-472. Https:/ /Doi.Org/Https:/ /Doi.Org/10.31933 / Jemsi.V3i4

Sitorus, P. (2024). Organizational Citizenship Behavior Totalitas Kerja Pegawai Dalam
Peningkatan Kinerja Organisasi (A. Parhusip, J. W. Hasugian, & A. Fitriyanti (Eds.)).
Edu Publisher.

Sugiastika, M. M. P., Rachman, M. M., & Sulistyawan, E. (2022). Pengaruh Budaya Kerja
Dan Karakteristik Individu Terhadap Kepuasan Kerja Karyawan PT. Pelindo III
Tanjung Perak Surabaya. Journal Of Sustainability Bussiness Research (JSBR), 3(1), 169-
177. Https:/ /Jurnal.Unipasby.Ac.Id /Index.Php/]Jsbr/ Article/ View /5334

Suhartini, Y. (2022). Pengaruh Karakteristik Individu, Karakteristik Pekerjaan, Dan
Karakteristik Organisasi Terhadap Kepuasan Kerja Pegawai Pada Dinas Tenaga Kerja
Dan Transmigrasi Kabupaten Bantul Yogyakarta. Akmenika: Jurnal Akuntansi Dan
Manajemen, 19(2), 678-685. Https:/ /Doi.Org/10.31316/ Akmenika.V19i2.4280

Suryadi, B., & Rahmawati, S. (2021). Otomatisasi Tata Kelola Sarana Dan Prasarana (P. 361).

Tangkilisan, H. N. S. (2005). Manajemen Publik (Vol. 6).



JOURNAL OF MANAGEMENT
AND DIGITAL BUSINESS

VOL. 1. ISSUE. 1 ; December (2024)

Telaumbanua, N. S. (2024). Pengaruh Motivasi Kerja Dan Lingkungan Kerja Terhadap
Kinerja Kelompok Line 5 Pada PT Osung Garment. 131.

Warseno, A., & Lestari, R. (2021). Buku Ajar Keperawatan Kesehatan Kerja.

Yolnasdi, Y., Arviansyah, A., Irfan, D., & Ambiyar, A. (2020). Rancang Bangun Pengontrol
Suhu Ruangan Berbasis Mikrokontroler Arduino Uno. INTECOMS: Journal Of
Information Technology And Computer Science, 3(2), 218-226.
Https:/ /Doi.Org/10.31539/Intecoms.V3i2.1730

Zulkarnain, D., & Manurung, A. D. R. (2020). The Influences Of Transformational
Leadership, Organizational Citizenship Behavior, And Quality Of Work Life On The
Job Satisfaction. 2(1), 112-124. Https:/ /Doi.Org/10.31933 / Dijms



