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ABSTRACT

Diana Hayati, Banjar Cultural VValues and Workplace Behavior in Building Job
Satisfaction and Organizational Citizenship Behaviour of Lecturers at Private
Universities in Lldikti Region XI, Kalimantan. Ahmad Alim Bachri as Promoter,
Ahmad Rifani as co-Promoter 1 and Noor Rahmini as co-Promoter 2.

The variables in this study consisted of X1 =Banjar Cultural Values, X2=
Employee Engagement, X3= Organizational Commitment, X4 = Leader Member
Exchange (LMX), while the mediation variables (Z) were Job Satisfaction and Y were
Organizational Citizenship Behavior (OCB). This study aims to analyse the influence
of Banjar Cultural values and workplace behavior on organizational citizenship
behavior with the role of job satisfaction as a mediator.

The research hypothesis consisted of H1 (The Influence of Banjar Cultural
Values on Job Satisfaction) H1 was accepted, H2 (The Influence of Banjar Cultural
Values on OCB) H2 was accepted, H3 (The Influence of Employee Engagement on
Job Satisfaction) H3 was accepted, H4 (The Influence of Employee Engagement on
OCB) H4 was not accepted, H5 (The Influence of Organizational Commitment on Job
Satisfaction) H5 was accepted, H6 (The Influence of Organizational Commitment on
OCB) H6 was not accepted, H7 (The Influence of LMX on Job Satisfaction) H7 was
accepted, H8 (The Influence of LMX on OCB) H8 was accepted, H9 (The Influence
of Job Satisfaction on OCB) H 9 was accepted, H10 (The Role of Job Satisfaction in
Mediating the Influence of Banjar Cultural Values on OCB) H 10 was accepted, H11
(The Role of Job Satisfaction in Mediating the Influence of Employee Engagement on
OCB) H11 was accepted, H12 (The Role of Job Satisfaction in Mediating the Influence
of Organizational Commitment on OCB) H12 was accepted, H13 (The Role of Job
Satisfaction in Mediating the Influence of LMX on OCB) H13 was accepted.

The research was carried out in private universities in LLDIKTI Region XI,
Kalimantan, especially South Kalimantan, with respondents being permanent lecturers
of the foundation totaling 300 people. The research period was conducted for 18
months.

The method used in this study is quantitative descriptive, namely a research
technique that emphasises testing research variables and analysing data with statistics
using SEM PLS version 3. This test is to determine the influence of the free variable
and the bound variable. In this study, mediation variables are also used because
between independent variables and dependent variables, there are also mediating
variables that influence. Research hypothesis. Hypothesis testing was carried out with
a significance level (a) of 5 per cent (0.05). The T-statistic value is greater than 1.96
to indicate that the effect is significant.

The results of the direct influence test showed that all independent variables
had a significant influence on job satisfaction. Banjar Cultural VValue has been proven
to have a positive and significant effect on job satisfaction with a P-value of 0.000 <
0.05. This shows that the stronger the application of Banjar cultural values, the higher
the job satisfaction of lecturers. Similarly, Employee Engagement has a positive and
significant effect on job satisfaction with a P-value of 0.003 < 0.05. LMX also showed
a positive and significant effect on job satisfaction with a P-value of 0.001 < 0.05. In



addition, Organizational Commitment has a positive and significant influence on job
satisfaction with a P-value of 0.000 < 0.05. These findings confirm that all exogenous
variables consistently increase job satisfaction. On the direct influence on OCB, Banjar
Cultural Value showed a significant positive influence with a P-value of 0.002 < 0.05.
LMX also had a significant positive effect on OCB with a P-value of 0.028 < 0.05.
However, there are interesting findings, namely Employee Engagement actually has a
negative and significant effect on OCB with a P-value of 0.047 < 0.05, and
Organizational Commitment, which also has a negative and significant effect on P-
value 0.031 < 0.05. Although statistically significant (P-value < 0.05), this negative
relationship direction indicates the presence of a phenomenon that can be caused by
factors such as workload or focus on formal tasks. On the other satisfaction has been
shown to have a positive and significant influence on OCB with a P-value coefficient
of 0.000 < 0.05.

The results of the indirect influence test further strengthen the role of job
satisfaction as a mediating variable. Banjar Cultural Value has a positive and
significant effect on OCB through job satisfaction, with a P-value of 0.000 < 0.05.
Employee Engagement also showed a positive and significant indirect influence with
a P-value of 0.004 < 0.05, although the direct influence was negative. LMX has a
positive and significant indirect effect with a P-value of 0.001 < 0.05. Meanwhile,
Organizational Commitment showed an indirect influence through job satisfaction
with a P-value of 0.000 < 0.05.

The conclusions in this study are: 1. Banjar Cultural Values have a significant
effect on Job Satisfaction. 2. Banjar's cultural values have a significant direct effect on
the OCB of lecturers, with the direction of positive relationships. 3. Employee
Engagement has been proven to have a significant effect on job satisfaction. 4.
Employee Engagement has a significant and negative effect on OCB behavior 5. Job
satisfaction has a significant positive effect on OCB. 6. LMX has a significant effect
on Job Satisfaction. 7. LMX has a significant effect on OCB. 8. Organizational
Commitment has a significant effect on Job Satisfaction 9. The Organization's
commitment has a significant negative effect on OCB. 10. Banjar Cultural VValues have
a significant and positive effect on OCB through the mediation of Job Satisfaction. 11.
Employee Engagement has a significant effect on OCB through job satisfaction
mediation. 12 LMX has a significant effect on OCB through job satisfaction mediation.
13. Organizational commitment has a significant effect on OCB through job
satisfaction mediation.

The suggestions in this study are: 1. Suggestions for Leaders and Universities:
a. Strengthening the application of Banjar Cultural values in the organization. b.
Increasing Job Satisfaction as a driver of OCB behavior. c. Developing leadership
qualities based on subordinate-boss relationships. d. Optimising the role of Employee
Engagement directly to OCB. e. Utilising Organisational Commitment as a direct
driver of OCB. 2. Suggestions for Scientific Development a. Strengthening the
position of job satisfaction as a key variable in the OCB model. b. To make an
empirical contribution to the study of local culture in organizations.c. Develop an
understanding of LMX's role in improving job satisfaction and OCB. d. Encourage
the development of a comprehensive approach model based on a contextual approach.
3. Suggestions for Further Research: a. Job satisfaction always mediates the
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relationship between all independent variables and OCB. Researchers are then advised
to use other mediation variables, such as organizational justice or organizational trust,
to gain a more comprehensive understanding of the mechanism of OCB formation. b.
This study integrates the value of Banjar culture as a local cultural variable.
Researchers can then test the cultural values of other regions to see the consistency
and differences in their effects on job satisfaction and OCB. This is important to enrich
the study of organizational behavior based on the local context. c. This research
focuses on private equity lecturers in South Kalimantan; the researcher can then
expand the research object to lecturers at private universities or educational institutions
in different regions and levels.

Keywords: Banjar Cultural Values, Employee Engagement, Leader Member
Exchange, Organizational Commitment, Job Satisfaction, Organisational Citizenship
Behaviour.
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ABSTRAK

Diana Hayati, Nilai Budaya Banjar dan Perilaku di Tempat Kerja dalam
Membangun Kepuasan Kerja dan Organizational Citizenship Behavior Dosen Pada
Perguruan Tinggi Swasta di Lingkungan LIdikti Wilayah XI Kalimantan. Ahmad Alim
Bachri sebagai Promotor, Ahmad Rifani sebagai co Promotor 1 dan Noor Rahmini
sebagai co Promotor 2.

Variabel dalam penelitian ini terdiri dari X1 =Nilai Budaya Banjar, X2=
Employee Engagement, X3= Komitmen Organisasi, X4= Leader Member Exchange
(LMX) , sementara variabel mediasi (Z) Kepuasan Kerja dan Y adalah Organizational
Citizenship Behavior. (OCB). Penelitian Ini bertujuan untuk menganalisis pengaruh
nilai Budaya Banjar dan perilaku di tempat kerja terhadap OCB dengan peran mediasi
kepuasan kerja.

Hipotesis penelitian terdiri dari H1 (pengaruh nilai Budaya Banjar terhadap
kepuasan kerja) H1 diterima, H2 (pengaruh nilai Budaya Banjar terhadap OCB) H2
diterima, H3 (pengaruh employee engagement terhadap kepuasan kerja) H3 diterima,
H4 (pengaruh employee engagement terhadap OCB) H4 ditolak, H5 (pengaruh
komitmen organisasi ternadap kepuasan kerja) H5 diterima, H6 (pengaruh komitmen
organisasi terhadap OCB) H6 ditolak, H7 ( pengaruh LMX terhadap kepuasan kerja)
H7 diterima, H8 (pengaruh LMX terhadap OCB) H8 diterima, H9 (pengaruh
kepuasan kerja terhadap OCB) H9 diterima, H10 (peranan kepuasan kerja dalam
memediasi pengaruh nilai Budaya Banjar terhadap OCB) H 10 diterima, H11 (peranan
kepuasan kerja dalam memediasi pengaruh employee engagement terhadap OCB) H11
diterima, H12 (peranan kepuasan kerja dalam memediasi pengaruh komitmen
organisasi terhadap OCB) H12 diterima, H13 (peranan kepuasan kerja dalam
memediasi pengaruh LMX terhadap OCB) H13 diterima.

Penelitian dilaksanakan pada Perguruan Tinggi Swasta yang ada di lingkungan
LLDIKTI Wilayah XI Kalimantan khususnya Kalimantan Selatan dengan responden
adalah dosen tetap yayasan yang berjumlah 300 orang. Waktu Penelitian dilakukan
selama 18 bulan.

Metode yang digunakan dalam penelitian ini adalah deskriptif kuantitatif, yaitu
Teknik penelitian yang menekankan pada pengujian variabel-variabel penelitian dan
Analisa data dengan statistik menggunakan SEM PLS versi 3. Pengujian ini untuk
mengetahui pengaruh antara variabel bebas dengan variabel terikat. Dalam penelitian
ini juga menggunakan variabel mediasi karena diantara variabel independent dengan
variabel dependen juga terdapat variabel mediasi yang mempengaruhi. Hipotesis
penelitian Pengujian hipotesis dilakukan dengan tingkat signifikansi (o) sebesar 5
persen (0,05). nilai t-statistics lebih besar dari 1,96 untuk menyatakan bahwa pengaruh
tersebut signifikan.

Hasil pengujian pengaruh langsung menunjukkan bahwa seluruh variabel
independen memiliki pengaruh yang signifikan terhadap kepuasan kerja. Nilai Budaya
Banjar terbukti berpengaruh positif dan signifikan terhadap kepuasan kerja dengan P-
value 0,000 < 0,05. Hal ini menunjukkan bahwa semakin kuat penerapan nilai budaya
Banjar, maka semakin tinggi kepuasan kerja dosen. Demikian pula, Employee
Engagement berpengaruh positif dan signifikan terhadap kepuasan kerja P-value 0,003
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< 0,05. LMX juga menunjukkan pengaruh positif dan signifikan terhadap kepuasan
kerja dengan P-value 0,001 < 0,05. Selain itu, komitmen organisasi memiliki
pengaruh positif dan signifikan terhadap kepuasan kerja dengan P-value 0,000 < 0,05.
Temuan ini menegaskan bahwa seluruh variabel eksogen secara konsisten
meningkatkan kepuasan kerja. Pada pengaruh langsung terhadap OCB, nilai Budaya
Banjar menunjukkan pengaruh positif signifikan dengan P-value 0,002 < 0,05. LMX
juga berpengaruh positif signifikan terhadap OCB dengan dan P-value 0,028 < 0,05.
Namun, terdapat temuan yang menarik, yaitu Employee Engagement justru
berpengaruh negatif signifikan terhadap OCB dengan P-value 0,047 < 0,05, serta
komitmen organisasi yang juga berpengaruh negatif signifikan terhadap OCB dengan
P-value 0,031 < 0,05. Meskipun signifikan secara statistik (P-value < 0,05), arah
hubungan yang negatif ini menunjukkan adanya fenomena yang dapat disebabkan oleh
faktor seperti beban kerja atau fokus pada tugas formal. Selanjutnya kepuasan kerja
terbukti memiliki pengaruh positif dan signifikan terhadap OCB dengan koefisien P-
value 0,000 < 0,05.

Hasil pengujian pengaruh tidak langsung semakin memperkuat peran kepuasan
kerja sebagai variabel mediasi. Nilai Budaya Banjar berpengaruh positif dan signifikan
terhadap OCB melalui kepuasan kerja dengan P-value 0,000 < 0,05. Employee
Engagement juga menunjukkan pengaruh tidak langsung yang positif dan signifikan
dengan P-value 0,004 < 0,05, meskipun pengaruh langsungnya negatif. LMX memiliki
pengaruh tidak langsung positif dan signifikan dengan P-value 0,001 < 0,05.
Selanjutnya, komitmen organisasi menunjukkan pengaruh tidak langsung melalui
kepuasan kerja dengan P-value 0,000 < 0,05.

Kesimpulan dalam penelitian ini adalah 1. Nilai Budaya Banjar berpengaruh
signifikan terhadap Kepuasan Kerja. 2. Nilai Budaya Banjar berpengaruh signifikan
secara langsung terhadap OCB dosen dengan arah hubungan positif. 3. Employee
engagement terbukti berpengaruh signifikan terhadap kepuasan kerja. 4. Employee
engagement berpengaruh signifikan dan negatif terhadap perilaku OCB 5. Kepuasan
kerja berpengaruh signifikan positif terhadap OCB. 6. LMX berpengaruh signifikan
terhadap Kepuasan Kerja. 7. LMX berpengaruh signifikan terhadap OCB. 8.
Komitmen organisasi berpengaruh signifikan terhadap Kepuasan Kerja 9. Komitmen
organisasi berpengaruh signifikan negatif terhadap OCB. 10. Nilai Budaya Banjar
berpengaruh secara signifikan dan positif terhadap OCB melalui mediasi Kepuasan
Kerja. 11 Employee Engagement berpengaruh signifikan terhadap OCB melalui
mediasi kepuasan kerja. 12. LMX berpengaruh signifikan terhadap OCB melalui
mediasi kepuasan kerja. 13. Komitmen organisasi berpengaruh signifikan terhadap
OCB melalui mediasi kepuasan kerja.

Saran dalam penelitian ini adalah : 1. Saran bagi Pimpinan dan Perguruan
Tinggi : a. Memperkuat penerapan nilai Budaya Banjar dalam organisasi. b.
Meningkatkan Kepuasan Kerja sebagai pendorong perilaku OCB. c. Mengembangkan
kualitas kepemimpinan berbasis hubungan atasan bawahan. d. Mengoptimalkan peran
Employee Engagement secara langsung terhadap OCB. e. Mengoptimalkan peran
Komitmen Organisasi sebagai pendorong langsung OCB. 2. Saran bagi
Pengembangan IImu Pengetahuan a. Memperkuat posisi kepuasan kerja sebagai
variabel kunci dalam model OCB. b. Memberikan kontribusi empiris pada kajian
budaya lokal dalam organisasi. c. Mengembangkan pemahaman tentang peran LMX
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dalam meningkatkan kepuasan kerja dan OCB. d. Mendorong pengembangan model
pendekatan secara menyeluruh berbasis pendekatan kontekstual. 3. Saran bagi
Penelitian Selanjutnya : a. Kepuasan kerja selalu memediasi hubungan antara seluruh
variabel independen dan OCB. Peneliti selanjutnya disarankan dapat menggunakan
variabel mediasi lain, seperti keadilan organisasi atau kepercayaan organisasi guna
memperoleh pemahaman yang lebih komprehensif mengenai mekanisme
pembentukan OCB. b. Penelitian ini mengintegrasikan nilai Budaya Banjar sebagai
variabel budaya lokal. Peneliti selanjutnya dapat menguji nilai budaya daerah lain
untuk melihat konsistensi dan perbedaan pengaruhnya terhadap kepuasan kerja dan
OCB. Hal ini penting untuk memperkaya kajian perilaku organisasi berbasis konteks
lokal. c. Penelitian ini berfokus pada dosen PTS di Kalimantan Selatan, peneliti
selanjutnya dapat memperluas objek penelitian pada dosen di PTN atau institusi
pendidikan di wilayah dan jenjang yang berbeda.

Kata kunci: Nilai Budaya Banjar, Employee Engagement, Leader Member Exchange,
Komitmen Organisasi, Kepuasan Kerja, Organisational Citizenship Behaviour.

14



DAFTAR ISI

Halaman

Halaman SamPUI AEPAN ..ot i

HAIAMAN LEGAIITAS ......evieceeee bbbt bbb bbbt nn e i
ATV 1Yz Ll o [ oSS iii
Pernyataan Originalitas PENEIITIAN...........cccviiiieiiiee et nre e iv
N1 E= I =T oo T L1 - | T PP U PRTPPUPRRPPR v
AADSEFACT ...ttt viii
AADSTIAK .t E bR R bbb bbbt X
DATAN IST oot b bbb bbb E bbb bR bbbttt r e Xii
DAftar TADEI ... bbb bbb Xiv
DaAftar GAMDAN ..o XV
(DTl IV 0o 1o SR XVi
BAB | PENDAHULUAN ..ot r e n e e sne e nreene s 1
A, Latar BelaKang ........cocvei i e 1

B, GAD RISEL ..ttt 21

C. Orisinalitas PENElItIAN .........coviiiiiiiiie e 25

D. 1dentifikasi MaSalah ..o e 26

E. Pembatasan Masalah ..........ccoooiiiiiiiii e 27

F.  Perumusan Masalah ... 28

G. Tujuan Penelitian dan kegunaan Penelitian .........c.ccccovvevviiiieiiccie s, 29

BAB 1 KAJIAN PUSTAKA . . ettt ettt b e bt beesbeenneene s 32
AL KGJIAN PUSTAKA ...c.vieeiieiiee bbb s 32

1. Social EXChange ThEOIY .......cociiiiiiercee e 32

2. BUAAYE OFJANISASI ...eveveviiverieiiiie ettt st ebe e 37

3. Nilai BUGAYE BANJAI.......ceiuiiiiiiiiiieiieieese ettt 40

4. EMployee ENQAgEMENT .......oiueiieece ettt 44

5. KOMItMEN OFQaNISASH ....ccvveivieiieiiiiesiesiee e ste et e st e sttt sae e sreesreeeeenes 47

6. Leader Member Exchange (LMX) ......c.ooiiiiiiiiiiiccc e 50

T LG 0T T LT T - USSR 52

8. Organizational Citizenship Behavior (OCB). ........cccocvviiiinnininescncescieas 54

9. Hubungan antara Nilai Budaya Banjar, Employee Engagement, komitmen

organisasi, LMX, Kepuasan Kerja dan OCB ..........ccccoceiiirerinenenseneneseneeas 58

B. Hasil Penelitian yang ReIeVAN. ..o s 64

€. L SIMEESIS. ¢ttt tarenens 72

BAB |1l KERANGKA KONSEPTUAL DAN HIPOTESIS ....cccooiiiiieeeeee e 73
A. Kerangka KOoNSEPLUAL ..........coiiiiiiiiieie e 73

B. Hipotesis PENEIItIAN ........ccooiiiiiii e 76



BAB IV METODE PENELITIAN ..ottt e 86

A. Waktu dan Tempat PEeNelitian.........ccooiiiiiieiicineieecs e e 86
B SUMDEE DALA......eeeiiiieiiiieieiese ettt er et et bene tenes 87
C. MEtode PENEIITIAN ©..viviiiciiiiie et e 89
D. Teknik PengumMpPUIAN Data.........ccccoveiieiieiiiie st sre st ne e e e sae e 90
E. INStrumen PENEIItIAN ......cooviiiiieice et 91
F. Teknik ANalisa DAtA .......ccccevieiieieieie ettt sttt st ne e e e e sae s 99
BAB V HASIL PENELITIAN DAN ANALISIS ..ot 102
AL GaMDBDArAN UMUM ..ottt see st beene e e e saenee e 102
1. Gambaran Lembaga Layanan Pendidikan Tinggi Wilayah XI .............cc........ 102

2. Karakteristik Responden Penelitian ..........ccccceveieivsiesieiese e 122

B. Statistik Deskriptif Variabel Penelitian ..........cc.cccooviviiiiiiiiic s 132
1. Nilai Mean dan Standar DEVIASH ........ccccouerieieriiinecieiese e 132

2. HaSil ANALISA DALA ....cc.eoveiiiiieieicre s 148

C. Pembahasan Hasil PEnelitian ..o 171
1. Hasil Hipotesis Penelitian ..o 171

2. Implikasi Hasil Penelitian Bagi Perguruan Tinggi.......cccooevvineininiinicnenas 295

3. Kontribusi PENEILIAN .....ccveieiicece e 311

4.  Keterbatasan Penelitian..........cccooeiiieiiiiiiisceee e e 313

BAB VI PENUTUP ...ttt sttt sttt bbb bbbt et st st re st e ene st e e 315
AL KESIMPUIAN ... e sre e sae e 315

L TS T 1 [ SRS PSSRSSPIN 319



DAFTAR TABEL

Tabel Halaman
L. G RISEL. ..ttt 21
2. Jadwal Penelitian ..........coouiiiiiiee e e s 86
3. Data Sekolah Tinggi di Kalimantan Selatan...........ccccoooviveiiiieninnene e 87
4. Tabel OPerasional .........cccociiiieeiiie e 94
5. SKAIA LIKEIT ..c.viiviiiiciieieee ettt 101
6. Profil Responden Berdasarkan Jenis Kelamin ..........ccccooviiiiniinininiicen, 122
7. Profil Responden Berdasarkan Pendidikan Terakhir............cccoooniininicien, 124
8. Profil Responden Berdasarkan USIa ...........ccccevueiieieerieiieseerie e 125
9. Profil Responden Berdasarkan Masa Kerja..........ccccceevvieeiieieiieie e 127
10. Profil Responden Berdasarkan Lama Tinggal di Kalimantan Selatan................ 130
11. Nilai Mean dan Standar Deviasi Nilai Budaya Banjar (BCV) ..........ccccceeveneneee. 133
12. Nilai Mean dan Standar Deviasi Employee Engagement (EE).............ccccoveue.ne. 137
13. Nilai Mean dan Standar Deviasi Komitmen Organisasi (OC)..........ccccccevvenenne. 139
14. Nilai Mean dan Standar Deviasi Leader Member Exchange (LMX) ................. 141
15. Nilai Mean dan Standar Deviasi Kepuasan Kerja (JS) .....c.ccoovviviiieniinnniinnnn, 144
16 Nilai Mean dan Standar Deviasi Organization Citizenship Behavior (OCB) .... 146
17. AVE dan Uji Reliabilitas...........ccccoveiiiiiiiccecccce e 154
18. Uji KOINBAMTAS ... vttt 155
19, NIAT R SQUAIE ..o 157
20. NIlal Q SQUATE........ecuieiieeie ettt s re e e s beete s e sreenneenes 158
21, NIATF SQAUIE <.ooceeiceic ettt st be et re e ens 159
22. Fornell-Larcker Criterion........ccooveeiieere e 161
23. Heterotrait-Monotrait Ratio (HTMT) ....ccoiiiiiiiiiiieiceee s 163
N T =T o! = (o SRR 165
25, INAITECE EFFECT ..o e 169
26. Ringkasan Pengujian Hipotesis Penelitian.............ccccocovviviiiiieiic e 292



DAFTAR GAMBAR

Gambar Halaman
1. Hasil Survei Pendahuluan terhadap kepuasan kerja ..........c.cccceevneee. 15

2. Hasil Survei Pendahuluan terhadap OCB .......cccoceivevveieiiecece 16
3L SHINEESIS ettt 72
4. Kerangka KONSEPLUAL ........ccciiiiiiiiiiiiiieeeee e 74
5. OULEr MO ..ot 149



DAFTAR LAMPIRAN

Lampiran Halaman
1. KUESIONEr PENEIITIAN.......coiiiiiiieiece e 339
2. OULPUL STALISTIK ..o 354
3. Tabel Sampel Morgan dan KrejCi€.........cevviieiiirieieeie e 358
4. HaSil Uji SEM PLS......coiiiiiiiiiiee e 359



	c5adf3ee1af718d9104cc44e62023177608f5f308fe6ae161f146bb58d761128.pdf
	772470e87c9820d4a4f7480f69037b2ded5b64e6ce02dbcd1b09d62b930b6b65.pdf

	e00609c603d86fd2552a7ce084381210ce42df56891fc42ab867e10e94f91d9c.pdf
	c5adf3ee1af718d9104cc44e62023177608f5f308fe6ae161f146bb58d761128.pdf
	772470e87c9820d4a4f7480f69037b2ded5b64e6ce02dbcd1b09d62b930b6b65.pdf

	3.   Data Sekolah Tinggi di Kalimantan Selatan        87

