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Abstract

The purpose of this research is to examine the atiadirole of organizational citizenship behaviegB) on
the influence of job motivation and job satisfantiward paramedical performanceof Community Health
Centers in Bandarlampungcity. The inferential veaifion method was used by researchers to test the
hypothesis. To prove the hypothesis, this stuéyuhata collected by questionnaire and analyzeStictural
Equation Modeling (SEM) with LISREL 8.80. The rdsubf this research are : (1) there isa positivd an
significant influence of work motivation towardsargzational citizenship behavior of paramedic,tt®re is a
positive and significant influence of job satigfan toward organizational citizenship behaviorpaframedic,
(3) there is no influence of work motivation towsijdb performance of Paramedic, (4) there is nluémice of
job satisfaction towards performance of Paramedid €) there is a positive and significant influenaf
organizational citizenship behavior towards pamdice performance. The next findings are organizel
citizenship behavior has the mediation role for fjadstivation and job satisfaction in influencing tha&ramedical
performance in the city of Bandar Lampung. Theultesof the research shows that paramedical pednce
canbe improved through the increasing organizatioitizenship behavior of OCB, and OCB can be owpd
both by improving for job motivation as well as jsatisfaction.

Keywords: Job motivation, Job satisfaction, Organizationiéiz€nship Behavior (OCB and Performance.

1. Introduction

The history and development of Community Healtht€e(Pusat Kesehatan Masyarakat, called Puskesinas)
Indonesia is started from the establishment ofowariinstitutions and health facilities such as keusf
medicine, house of mother and child health, andritpementation of various health efforts such ygiéne and
environmental sanitation which are run individualpt Bandung Plan meeting (1951), it was first thouto
integrate the various institutions and health ¢f$feinder one leadership to be more effective aficiagit. Up to
2017, nationwide there were 9,709 Community He@lémters consisting of 3,363 Community Health Center
services and 6,346 Non-Nursing Health Centers.Ad.émmpung Province, there were total of 292 Comityuni
Health Centers consisting of 112 Health Care Centerd 180 Non-Nursing Puskesmas. For the city of
Bandarlampungthere were total of 30 Community He@knters with approximately 332 paramedics.

Furthermore, the concept of integrated health sesvis more developed with the establishment ofiTea
Work and Task Force Approach in health serviced966. The use of the termCommunity Health Center
(Puskesmas) was first published in the Master Bfa@perations for Strengthening National Healthvier in
Indonesia (1969). In this document, Puskesmas stuksof 3 types of Puskesmas (Type A, Type B, T9pe
Then in the 3rd National Health Working Meeting 1870 it was stated that there was only one type of
Puskesmas with six main activities of Puskesmas. Sibsequent developments further led to the adddf
basic Puskesmas activities in line with the develept of science and technology, the ability ofgbgernment,
as well as the desire of the program at the celaval, so that the main activities of the Puskesihaveloped
into 20 main activities of the Puskesmas (Departroéhiealth RI, 2009).

Human Resources has an important role for the pssgand improvement of Puskesmas service in the cit
of Bandar Lampung. Paramedics must be managed wtuted so that they feel satisfied in carrying thir
work so as to contribute to perform better in pdawy services. It should also be understood thatl@yees
work not only oriented in terms of economic, alsaial and working conditions can give effect digfattion
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in doing the work. The existence of dissatisfactiorwork can reduce the quality of health serviedivéry to

the community.On the one hand it says work satisfacleads to improved performance so that satsfie
workers will be more productive. On the other hajuh satisfaction is caused by performance or work
performance so that more productive workers witlggisfaction. The relationship between job satigdbn and
other variables can be either positive or negafilee strength of the relationship has a range fregak to
strong. Strong relationships show that superiors significantly influence other variables by incs#sy job
satisfaction (Kreitner, 2001).

The next variable that is expected to affect emgdogerformance is the employee's job motivatiore Th
influence of motivation on a person depends on haveh motivation it can generate a person's motivatd
behave. With great motivation, then someone willadpb with more focused on the goal and will bereno
intensive in the process of workmanship.Accorditng Robbins and Judge (2008), the facts show that
organizations that have employees with good OCBEperform better than other organizations. Sudtgss
organizations need employees who will do more fhantheir formal tasks and want to deliver perfanoe that
exceeds expectations. In today's dynamic world ofkywwhere tasks are increasingly being worked inut
teams, flexibility is crucial. Organizations wambgloyees who are willing to perform tasks not liste their job
descriptions with high motivation.

There are several previous studies that suppontehdts of this study include Osman et.al. (20bb)nd
that job satisfaction, work motivation has a pesiticorrelation to the behavior of citizens orgatiores.
According to Sohana and Tanzin (2016) extrinsic iatidhsic motivations affect the behavior of thézens of
the organization. Figih et.al. (2018) get the resiat the motivation of work have a positive effen the
performance either directly or through the behawibthe citizens of the organization. Hassanre£4 2 found
that job satisfaction is the most dominant variablanfluencing OCB directly or indirectly. Mosleand Abbas
(2011) revealed that job satisfaction has a pasituence on the behavior of the citizens of dinganization.
Meanwhile, according to Hassanreza and Kayvan (R2@He model they studied procedural justice vadabl
have two paths to promote OCB.

2. Hypothesis Development

2.1. The relationship between job motivation anghoizational citizenship behavior (OCB)

Bolino and Bloodgood (2002) organizational citiZi@psbehavior (OCB) is a free individual behaviogtn
directly or explicitly acknowledged in the rewargstem and in promoting the effective functioningtbé
organization. Or in other words organizationalzetiship behavior (OCB) is an employee behaviordkateds
the required role, which is not directly or exgligirecognized by the formal reward system. Fre¢hansense
that the behavior is not a requirement to be peréal in a particular role or job description, or &ébr that is
personal choice (Podsakoff et.al.; 2000).RobbimsAmge (2015) motivation comes from the word matifch
means encouragement or reason. Motives are thangldorce that drives people to action or a fordéhim
human beings, which causes humans to act or dotkme Motif is a driving force that moves peopte t
behave and in the act there is a certain purposeor@ling Dimyati (2006) motivation is seen as a taken
impulse that moves and directs human behavior énatulearning behavior.

Based on previous research by Osman et.al. (20d#)df that job satisfaction, work motivation and
organizational support felt to have a very positsrelation with the behavior of the citizens dfet
organization. However, perception organization supphas the highest correlation with organizational
citizenship behavior (OCB). It happens because wdraployees receive support from the organizatibay t
will be elevated to do better for the organizatiSnpport in terms of rewards and incentives cathéurimprove
employee motivation. Similarly, research condudigdsohana and Tanzin (2016) found that both extriand
intrinsic motivations affect employee commitmentthe behavior of organizational citizens. Factarshsas
trust, leadership style, and changing attitudesatdes employees can improve OCBs in the workplaae il
improve their performance and reduce turnover rdtesther research by Figih et.al. (2018) to gstlts that
work motivation positive effect on the performanegher directly or through the behavior of citizen’
organization. From the discussion mentioned abibwan be elaborated as follow :

H,: There is a positive influence of work motivatimwards organizational citizenship behavior (OCB)

2.2. The relationship between job satisfaction amgnizational citizenship behavior (OCB)

According to Organs (1989) OCBs are also oftenndefias behaviors that exceed formal obligationgrdex
roles) that are not related to direct compensafidrat is, someone who has a high organizationaleciship
behavior (OCB) will not be paid in the form of mgner a certain bonus, but organizational citizepsiehavior
(OCB) is more to the social behavior of each intlinl to work beyond what is expected, such as helpi
colleagues during volunteer break time is one sx@mple. Finkelstein (2012) argued organizatioitedenship
behavior (OCB) refers to employee activities thateed the requirements of formal employment andritnrie
to the effective functioning of an organizationpglemental is the form of prosocial behavior, anténat refers
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to actions taken to improve or sustain the welédrethers.

Based on previous research by Hassanreza (2010% whe results of the study found that intrinsib jo
satisfaction is the most dominant variable in iafiaing organizational citizenship behavior OCB clise or
indirectly through the role of mediation of commént variables. Similarly, research by Moslem and#s
(2011) that job satisfaction has a positive infeemon the behavior of the citizens of the orgarpatThis
means that with increased faculty members' satisfacthe level of behavior of citizens of theirganizations
grows. Reinforced by research conducted by Hassarmed Kayvan (2011) where according to the mdus} t
studied procedural justice variables have two pathgromote organizational citizenship behavior B)C
teachers. First through influencing teachers' traistl second is to influence OCB teachers throudh jo
satisfaction and organizational commitment. Furtiesearch by llie (2013) the results indicated peaiple who
are satisfied with their work tend to often addp behavior of organizational citizens. This bebris related
to self-efficacy, internality, and length of semvievithin the organization. Similarly, research coctéd by
Tharikh et.al. (2015)the research results obtaijedd satisfaction, organizational commitment ane biehavior
of civic organizations reveal a statistically sfiggant and positive correlation.

H,: There is a positive influence of job satisfactiowards organizational citizenship behavior(OCB)

2.3. The relationship between job motivation artnperformance

The definition of motivation according to AamodO(@B) is a potential power that exists within a harealf that
can be developed alone or developed by a numbeutsfde forces that essentially revolve around rtaoge
rewards and non-monetary rewards, which can affextresults of its performance in a positive oraieg,
which depends on the situation and conditions faogdhe person concerned. Soedarsono (2009) defines
motivation is the impetus in human beings to cuétgtithat suits their goals and can meet their seém other
words, motivation is the driving force within andimidual that encourages the individual to behavead.
Understanding the work of Ndraha (2002) as an igftiliat requires the expenditure of energy or reffo create
from 'raw materials' products or services that haaltge. It can also be said, work is the processerting value
in a unit of resources. In addition to facing wawith leisure, also questioned the use of the wondkpalthough
the activity does not provide economic value-adabeothers.

Research by Hayati and Caniago (2012) found thatirésal results indicate job satisfaction and imsic
motivation moderate the relationship of Islamic kvathics on organizational commitment and perfortean
Thus only research by Azin and Dejban (2012) resuitlicate that work motivation fully mediates the
relationship between job involvement and perforneanc

Hs: There is a positive influence of job motivati@mwards job performance

2.4. The relationship between job satisfaction jabdperformance
Job satisfaction is one important factor in a comypdecause it can affect employee productivity. Job
satisfaction is the emotional of employees thatuo@r does not occur the intersection between #iaevof
repayment of employees and companies with the lefielalue of the expected services by the employees
concerned(Aamodt, 2016). According toGrote (20ldrfggmance is the result of work that can be addevy
an employee or group of employees within an orgditn, in accordance with the authority and restility
respectively, in an effort to achieve the objectivd the organization concerned legally, not vialgtthe law
and in accordance with the moral and ethical.

Based on previous research by Hayati and Cania@t2)2shows job satisfaction moderate the relatipnsh
of work ethic of Islam on organizational commitmeamd performance. Dehaghi and Abbas (2014) have a
positive and significant relationship between emgp®ability, employee clarity on performance. Kaka and
Katrinli (2014), managerial coaching behavior ine tinsurance sector has a positive effect on better
understanding of job satisfaction, employee commiitth employee performance and organizational
commitment. Next research by Farooqui and Nage(2Dba4) thinks employees will be happy to work iéyh
feel the organization's values are aligned withrtben values as well as the organization will toyrecruit
employees whose values are consistent with orgamied values appropriate to their abilities, enygles will
show or higher performance. Thus, Human Resouragmgers must be aware of this fact, they shouldiden
the ability of employees when composing job desions of their employees. Further research by Taled
Eyupoglu (2015) suggests that the reward systeemqfloyees should be based on the type of work peed,
the level of skills and knowledge, and assumedarsipilities so that employees feel valued and vadéid, so
as to satisfy the "compensation" aspect of theirkwand this will improve their performance. Sinmija
research by Gul et.al. (2018) and Dirisu et.al.1@0showed that job satisfaction had a positiveatfion
performance.

H,4: There is a positive influence of job satisfactiowardsjob performance
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2.5. The relationship between organizational aititep behavior (OCB) and job performance

Grote (2011) performance is the ability and expertf a person in understanding the task and fumati work.
The organizational citizenship behavior (OCB) isoabften interpreted as a behavior that exceedsotineal
obligation (extra role) that is not related to direompensation. That is, someone who has a higgmarational
citizenship behavior (OCB) will not be paid in tifierm of money or a certain bonus, but organizationa
citizenship behavior (OCB) is more to the sociatdngor of each individual to work beyond what igpested,
such as helping colleagues during volunteer break fs one such example. The organizational cithen
behavior(OCB) refers to employee activities thatemd the requirements of formal employment andritirte

to the effective functioning of an organization ¢@n, 1989). Such an addition is a form of prosdegdiavior, a
term that refers to actions taken to enhance daisuthe welfare of others (Finkelstein, 2012).

Based on previous research by Tai et.al. (2012)gusiultiple regression hypothesis testing, the Itesu
show that different factors influence performanaeong which transformational leadership and tratieszed
leadership have a significant impact on performahoeugh OCB. Then research conducted by Oh €2@L5)
show that the relationship between OCB and perfoomds more complex than and that awareness and the
context of the group of assessors should be camgidehen investigating this relationship. This firglalso has
implications for performance appraisers in termstodtegies to avoid potential performance apprisaes. In
this situation, the assessor should recognize thairerability and consider other employee behayisuch as
conscience and altruism, so they can make a compséfe and precise assessment of employee comdribut

H5: There is a positive influence of organizatiotiizenship behavior (OCB)towards job performance

3. Resear ch M ethodology

3.1. Research design and unit analysis

This study uses quantitative research by developingliable and valid research instrument of jolivadion,

job satisfaction, organizational citizenship bebayOCB) and job performance of paramedical of camity
health centers at the city of Bandarlampung. Th&abkes in this study were measured by instrumatit vto 5
Likert scale. The scale represents the rank adrigty disagree' to 'strongly agree'. The total oesient was
chosen purposively as many as 205 paramedical megko Data were collected through face-to-face
distributions by researchers.

3.2. Data screening and analysis

All 205 distributed questionnaires to the respomsiavere returned completely. The design of thigaesh is
Structural Equation Modeling (SEM). The statistit@bl used is the LISREL 8.80 used to analyze t#ia énd
answer the hypothesis. The indicators are testethdygoodness of fit (GOF) technique. The measunéme
model will apply convergent validity to test whethhe indicators are valid or not. The Maximum Likeod
Estimation (MLE) technique was used in this studwsessment of item questionnaire was done with
Confirmatory Factor Analysis (CFA) to test the doust relationship with indicator based on devetbgeeory.
Cronbach's Alpha is also used to test the religtuli the construction.

The results of CFA testing shown in Table 1 whishow that all the coefficient of loading factorseiach
question item is > 0.5 which can be concluded #lajuestion items are valid. Meanwhile, Table 2wb the
value of Construct Reliability is 0.7 and Variance Extracted=s0.5 for each construct, which explains that all
constructs are reliable. The results of the CFAdeaclude that all indicators can be used to nreasariables
and analyze research data.



Journal of Resources Development and Management www.iiste.org
ISSN 2422-8397  An International Peer-revieweardal ‘-'—.'[l
Vol.46, 2018 IIS E

Table 1. Validity Test Result Based on Fit Model

Constructs and Indicators Estimate>(0.5) | Result

Work Motivation (WM) :

WM1 0.89 Valid

WM2 0.89 Valid

WM3 0.88 Valid

WM4 0.91 Valid

WM5 0.88 Valid

WM6 0.84 Valid

WM7 0.91 Valid

WM8 0.87 Valid

WM9 0.86 Valid

Job Satisfaction (JS):

JS2 0.90 Valid

JS3 0.89 Valid

JS4 0.90 Valid

JS5 0.80 Valid

JS6 0.81 Valid

Organizational Citizenship Behavior (OCB);

0OCB10 0.64 Valid

0CB11 0.64 Valid

0OCB12 0.78 Valid

0OCB13 0.83 Valid

0OCB14 0.80 Valid

0OCB15 0.84 Valid

Performance (PE):

PE3 0.83 Valid

PE4 0.63 Valid

PE6 0.89 Valid

PE7 0.82 Valid

Table 2. Reliability Test Result Based on Fit Model
Variables 90(‘?”““ Variance Result
Reliability> 0.7 | Extracted>0.5

Work Motivation (WM) 0.97 0.83 Reliable
Job Satisfaction (JS) 0.95 0.81 Reliable
Organizational Citizenship Behavior (OCB 0.95 0.87 | Reliable
Perfromance (PE) 0.95 0.82 Reliable

4. Resultsand Discussion
Hypothesis testing in this research is analyzeddigzg second order Structural Equation ModelingM$ &ith
LISREL 8.80. Full SEM test results can be seenigufe 1. Meanwhile, Table 3 explains the assumpoibtest
results in SEM development. Test the model fit oamdtion on the full model that has met the craeaf
goodness of fit. The model structure is used tavdaecausality model of research with structurahtiehships.
The results of the goodness of fit test are aswidl Chi-Square = 215,09, probability = 0.8, GF.82, AGFI =
0.90, NFI = 0.97, CFI = 1.00, IFI = 1.00 and RMSEA,000. All the research criteria have met theuiregl
cut-off value. This indicates that the research ehdsl appropriate and meets the standard criteriarialyzing
and testing the proposed hypothesis.

Table 3. Structural Parameter Estimates Directdeffeéath Analysis Model (N=205)

Standar dized
Hypothesis | Structural Path Path t-Value | Results
Coefficients
H, Work Motivation ---> OCB 0.17 2.34 Significant
H, Job Satisfaction ---> OCB 0.37 473 Significant
Hs Work Motivation ---> Performance| 0.09 1.27 Non+8figant
H, Job Satisfaction ---> Performance 0.14 1.70 Non-Significant
Hs OCB ---> Performance 0.22 2.46 Significant
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Figure 1. The Influence of Work Motivation and J8#tisfaction on Organizational Citizenship Behay{d€B)
and its Impact on Paramedic Job Performance i€tdmmunity Health Center in the City of Bandarlamgun
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4.1. Relationship between job motivation and orgatidnal citizenship behavior (OCB)

The result of hypothesis test 1 concludes thatetligrpositive and significant influence of work iwation
toward OCB. Based on.{=2.34>1.96). These results are consistent withréisearch conducted by Osman
Abdullah et al (2015) found that job satisfactigrk motivation and organizational support are pamed to
have a very positive correlation with the behawviborganizational citizens. However, Perception @igation
Support has the highest correlation with OCB. Ipgens because when employees receive support frem t
organization, they will be elevated to do bettartfte organization. Support in terms of rewards awcéntives
can further improve employee motivation. Similantgsearch conducted by Sohana and Tanzin (201&ydfou
that both extrinsic and intrinsic motivations affemmployee commitment to the behavior of organizeti
citizens. Factors such as trust, leadership styld,changing attitudes towards employees can inep@@Bs in
the workplace that will improve their performanaedareduce turnover rates. Further research by Fatial
(2018) get the result that the motivation of workvé a positive effect on the performance eitheeatlly or
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through the behavior of the citizens of the orgatian.

4.2. Relationship between job satisfaction and mimgdional citizenship behavior (OCB)

The results of hypothesis 2 testing concluded ttheite was a positive influence and job satisfactonOCB.
Based on (.4.73>t,1.96). These results was consistent with reseasolducted by Zeinabadi and Keyvan
(2010) they found that intrinsic job satisfactianthe most dominant variable in influencing OCBedily or
indirectly through the role of mediation of commént variables. Similarly, research by Moslem and#s
(2011) revealed that job satisfaction has a pasitMluence on the behavior of the citizens of dhganization.
This means that with increased faculty memberdsfaation, the level of behavior of citizens of ithe
organizations grows. Reinforced by research corduoy Zeinabadi and Kayvan (2011) where accordirtfyé
model they studied procedural justice variablesehavo paths to promote organizational citizenshepdvior
(OCB) teachers. First through influencing teachest and second is to influence OCB teachersutiirgob
satisfaction and organizational commitment. Furtiesearch by llie (2013) results indicated thatpbeavho are
satisfied with their work tend to often adopt thehbvior of organizational citizens. This behaverelated to
self-efficacy, internality, and length of servicéhin the organization. Similarly, research conéudcby Tharikh
et.al. (2015) From the research results obtair@msatisfaction, organizational commitment anditbkeavior of
civic organizations reveal a statistically sigrdint and positive correlation.

4.3. Relationship between Job Motivation and JatioPmance

The result of hypothesis testing 3 concluded theas no influence of job motivation on performanBased on
(teac1-27>t,:1.96). This result was inconsistent with the regeatonducted by Arshadi (2010) found that the
satisfaction of needs related to work motivatiord gab performance, there is a partial mediationttoe
satisfaction of needs in the relationship betwagraomous support and the dependent variable. Stiggests
that satisfaction needs to play a central rolehi process of autonomy support for work motivatom job
performance. Further research by Hayati and Cani@fi?) found that empirical results indicate job
satisfaction and intrinsic motivation moderate ithlations of Islamic work ethics on organizationammitment
and performance. Thus only research by Azin and&mej(2012) results indicate that work motivatiotlyfu
mediates the relationship between job involvemedt@erformance. Based on the results of hypothestig 3
can be concluded that this result is a noveltyhis study where the variable work motivation doesaffect the
performance.

4.4. Relationship between Job Satisfaction andP#formance

The results of hypothesis 4 testing concluded thexre no effect on job satisfaction on performamzsed on
(teac1-70>t,:1.96). The results of this study was inconsisteith wrevious research conducted by Hayati and
Caniago (2012) where empirical results indicate gatisfaction and intrinsic motivation moderate th
relationship of Islamic work ethics to organizaabcommitment and performance. Morteza and Abb843p
revealed that there was a positive and significatationship between employee ability, employeeityla
organizational support level, employee motivatiord awillingness, how employees evaluate and generall
among the effective factors of employees. Kalkawad Katrinli (2014), the study findings suggesthdtt
managerial coaching behavior in the insurance séete a positive effect on better understandinthefclarity

of employee roles, job satisfaction, employee commaint, employee performance and organizational
commitment.Further research by Safia and Asha (Ribtight employees will be happy to work if theglfthe
organization's values are aligned with their owluea and also the organization will try to recrihployees
whose value is consistent with organizational veltieat suit their abilities, employees will demaoatt or
perform higher, so Human Resources managers muatwvhee of this fact, they should consider the gbaif
employees when composing job descriptions of thaiployees.Survey of the research by Tulen and eSerif
(2015) said the reward system against employeés hased on the type of work performed, the levedkils
and knowledge, and assumed responsibilities soetmployees feel valued and motivated, so as tsfgdtie
"compensation" aspect of their work, and this wiprove their performance. Similarly, research ab et.al.
(2018) and Joy et.al. (2018) showed that job satigfn had a positive effect on performance.

4.5. Relationship between organizational citizemdtghavior (OCB) and Job Performance

The result of hypothesis testing 5 concludes thatet is positive and significant influence of origational
citizenship behavior (OCB) towards paramedical paformance (,.2.46>t,:1.96). This result is consistent
with research conducted by Cheng et.al. (2012)rinagals the different factors influence performgremong
which transformational leadership and transactiteedership have a significant impact on perforreahcough
organizational citizenship behavior (OCB). Thenesrsh conducted by Se et.al. (2015) shows that the
relationship between organizational citizenshipawitr (OCB) and job performance is more complexttieat
awareness and the context of the group of asseskotdd be considered when investigating this icahip.
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This finding also has implications for performanappraisers in terms of strategies to avoid potentia
performance appraisal biases. In this situatioa, absessor should recognize their vulnerability eokider
other employee behaviors, such as conscience andsal, so they can make a comprehensive and precis
assessment of employee contributions.

5. Discussion
Job satisfaction in this study is an interveningalae for work motivation and job satisfaction iednles. This is
because the indirect influence of job motivation gob satisfaction on the performance of its vakigreater
than its direct effect. This is supported by pregidheories and research, among which Harwiki (P@I@i
Lovell, et al (1999), where the results of the gtwdid that the organizational citizenship behai0CB)
variable has a positive and significant effect enf@rmance. Organ (2006) says that organizatiomizkeaship
behavior (OCB) is an extra individual behavior, @rhis not directly or explicitly recognizable irfamal work
system, and which can aggregate the effectiverfesgganizational functions. Organizations generalieve
that to achieve excellence must cultivate the highiadividual performance, since essentially indil
performance affects the performance of the teamworking group and ultimately affects the overall
performance of the organization. Employee roles thee dependent task behavior that must be dondl in a
situations because they are part of the employek'siescription whereas extra-role behavior is beythe
normal standard that is not set in the organizatiomitten rules.

Job satisfaction variable has the highest t vafu@3)) in influencing organizational citizenship bgtor
(OCB). This can be interpreted that in improvinggmaedical job performance, the main thing that nestione
is to increase organizational citizenship beha(@€B) of community health centers (Puskesmashencity of
Bandar Lampung. In addition to that matter is rgs lenportant is to improve job satisfaction. Sis iexpected
by increasing job satisfaction then (OCB) will inase well and in the end paramedical performance of
Puskesmas in the city of Bandarlampung will inceeas

6. Conclusions

Based on hypothesis testing, it was found that jobtivation had positive and significant effect on
organizational citizenship behavior (OCB). Simyarjob satisfaction had a positive and significanpact on
organizational citizenship behavior (OCB). Unliketcase with work motivation and job satisfactibattdid
not affect the performance. Nevertheless orgamimati citizenship behavior (OCB) had a positive and
significant effect on paramedic performance of egskas in the city of Bandarlampung.This researsb al
concluded that organizational citizenship behaki@s the mediation role for job motivation and jaltifaction

in influencing the paramedical performance in thg of Bandar Lampung. The results of the reseatubws
that paramedical performance can be improved thirdhg increasing organizational citizenship bebaaf
OCB, and OCB can be improved both by improvingjédr motivation as well as job satisfaction.

7. Suggestions

Efforts to improve the job performance of paramabiat Community Health Centers in the city of
Bandarlampungcan be by increasing the role of dzgéional citizenship behavior (OCB). The OCB ifsmuld
be improved by increasing job satisfaction andrjativation of paramedical workers. Job satisfattan also
directly affect the paramedical performance sigaifitly. Therefore, it is advisable to provide datifon to
paramedics as well as provide optimal motivatiopacamedical personnel.
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