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Abstract 

Every company needs quality human resources, innovation and creativity so that a company 
can continue to compete with other companies so that employee performance is really needed 
by companies to improve company performance and employee performance. This research 
aims to determine the influence of the Work Life-Balance variable and the Work Engagement 
variable on Organization Citizenship Behavior mediated by the Self-Efficacy variable in 
employees PT. LG Electronics Indonesia. The research method used is a quantitative method 
with the research population namely employees of PT. LG Electronics Indonesia and the sample 
size was 87 people. The analytical method used in this research is Partial Least Square (PLS) 
using the SmartPLS version 3.0 program. Based on this research, that Work-Life Balance has 
no significant influence on Organization Citizenship Behavior with a t-statitic value (1,566 < 
1,96), Work Engagement has a significant influence on Organization Citizenship Behavior with 
a t-statitic value (3,166 > 1,96), Self-Efficacy has a significant influence on Organization 
Citizenship Behavior with a t-statitic value (2,056 > 1,96), Work-Life Balance has a significant 
influence on Self-Efficacy with a t-statitic value (4,211 > 1,96), Work Engagement has a 
significant influence on Self-Efficacy with a t-statitic value (5,495 > 1,96), Work-Life Balance 
mediated by Self-Efficacy does not have a significant influence on Organization Citizenship 
Behavior with a t-statitic value (1,877 < 1,96), Work Engagement mediated by Self-Efficacy 
does not have a significant influence on Organization Citizenship Behavior with a t-statitic 
value ( 1,811 < 1,96). 
 
Keywords: Work-Life Balance, Work Engagement, Self-Efficacy, Organization Citizenship 
Behavior

INTRODUCTION 
In the context of the current industrial revolution, competition between the business 

world has become very tight, where the domestic and international market situation is tense. 
Technological developments are marked from industrial revolution 1.0 to industrial revolution 
4.0. Facing these conditions, every company is required to continue to innovate and adapt, 
with full support from human resources and technology. Many several things can influence 
human resources themselves, such as Organizational Citizenship Behavior, Work-Life Balance, 
Work Engangement, and Self-Efficacy, this could be some things that make human resources 
decline in job quality. Human resources in business are someone who works in an organization 
or is often called an employee (Iroth et al., 2022). Human resources have great potential if 
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managed well, therefore human resource management influences organizational 
performance. Organizational activities will not be successful without the support of reliable 
human resources (Sofyan & Kamelia, 2021). 

The behavior of organization employee or human resources in question is those who 
voluntarily carry out work that exceeds the standards of the tasks assigned, to help the 
company achieve sustainable development goals. There are other factors that support 
organizational citizenship behavior (OCB), especially Work-Life Balance. The ability of a person 
to manage their roles both inside and outside of the workplace is known as work-life balance. 
(Erdianza et al., 2020). Work-Life Balance has the potential to promote work engagement in 
organizational citizenship behavior (OCB), which can yield positive performance outcomes for 
the organization. In the findings of (Erdianza et al., 2020) shows that it has been demonstrated 
that work-life balance positively and significantly affects organizational citizenship behavior, 
which in turn affects voluntary attitudes and behavior and ultimately affects organizational 
effectiveness. However, apparently, the research findings of (Mulyani & Setyaningrum, 2023) 
show that there is no discernible correlation between work-life balance and employees' 
organizational citizenship behavior. Apart from the work-life balance factor, another factor to 
measure good human resources is employee work engagement.  

Work engagement is a form of commitment on the part of employees, where employees 
invest themselves in their roles and care physically, intellectually, and emotionally about their 
work. This makes employees view their work as important and very confident that they are 
doing it within the limits set by the scope of their work responsibilities and the framework for 
professional engagement. High work engagement allows employees to be more involved, 
better understand the business context, and allows employees to collaborate with colleagues 
to improve work group performance for the benefit of the company (Ilhamiyah & Harsono, 
2022). Work engagement plays a central role in improving Organizational Citizenship Behavior 
among employees in various organizations. Employees who are highly engaged at work have 
positive attitudes and generate positive feedback related to compensation, recognition, and 
successful performance. In (Naimah et al., 2022) it is stated that Organization Citizenship 
Behavior is positively and significantly impacted by work engagement. However, in 
(Apriandaka, 2021) it is said that Work Engagement has no direct influence on Organization 
Citizenship Behavior.  

Having good employees or Human Resources (HR) means that an HR person has self-
efficacy. This can certainly motivate individuals everywhere to develop their skills. People with 
high Self-Efficacy are able to imagine and plan what they will do in the future in order to be 
successful. The findings of (Herawati et al., 2020) shows that an important factor influencing 
organizational citizenship behavior is self-efficacy. However, in (Saadi, 2021) Self-Efficacy has 
no influence on Organizational Citizenship Behavior. Personal Self-Efficacy arises from past 
experiences and observations of other people's behavior, such as success or failure 
experienced as a result of conversations with other people in the form of reduced enthusiasm 
and performance, and ultimately the role of emotions in this experience influences employee 
job satisfaction (Taloga, 2021).  

Thus, it is evident that PT. LG Electronics Indonesia employees' work-life balance and work 
engagement, which are founded on organizational citizenship behavior and self-efficacy, are 
crucial for raising the caliber of the company's human resources. 
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THEORETICAL FRAMEWORK 
Organization Citizenship Behavior 

According to (Lukito, 2020), Organizational Citizenship Behavior is voluntary behavior that 
people perform for their workplace, colleagues, or organization. Organizational Citizenship 
Behavior employee behavior in the company is demonstrated by obeying workplace 
regulations and policies, voluntarily taking on additional tasks, helping colleagues and carrying 
out additional tasks given by the company. According to (Organ et al., 2006), in (Maryani et 
al., 2022), there are several factors that influence Organization Citizenship Behavior, including: 
internal factors and external factors. So it can be concluded that Organizational Citizenship 
Behavior is the behavior of a person or individual at work or in the workplace which is carried 
out voluntarily in the form of complying with applicable company or organizational 
regulations, voluntarily carrying out additional tasks, helping colleagues, and having a big 
responsibility in achieving organizational goals. 
 

Work-Life Balance 
According to (Khanna & Singh, 2011) in (Rahmayati, 2021), a holistic concept, work-life 

balance entails establishing proper priorities between life (happiness, leisure, family, and 
spiritual development) and work (career and ambition). (Poulose & N, 2018) in (Solehtiana, 
2020) explains that there are several factors that influence Work-Life Balance, including: 1) 
Individual, including personality, psychological well-being, and Emotional Intelligence, 2) 
Organization, including work, work-life balance, support, work stress, technology, and roles, 
3) Social, including children and family support. Thus, it can be said that the ability of an 
individual to balance their obligations to their family, their job, and other extracurricular 
activities is the definition of work-life balance.  
 
Work Engagement 

Work Engagement is the concept that employees feel involved or connected to their 
work, therefore are more likely to work harder during their workday. Work Engagement is a 
part of psychology that originates from the positive circumstances of the employee's own life 
and influences his or her enthusiasm for work (Novrandy & Tanuwijaya, 2022). According to 
(Bakker & Demerouti, 2008) in (Hotimah & Izzati, 2020) There are several factors that influence 
Work Engagement, including: 1) Personal resources, 2) Job demands, 3) Job resources. So it 
can be concluded that Work Engagement is important because if translated into action, this 
will have a positive impact on individuals and organizations. For example, when an employee 
shows high energy, dedication, and enthusiasm, he will be able to overcome work demands 
and fatigue which will later increase his positive performance.  
 
Self-Efficacy 

A person's self-confidence in managing and controlling their ability to change and 
overcome situations is known as Self-Efficacy. Self-Efficacy is the confidence to perform a task 
and is an important element for personal growth (Muhammad et al., 2023). According to 
(Mahsunah & Musbikhin, 2023), there are several factors that influence Self-Efficacy including: 
1) Culture. 2) Gender, 3) Nature of the task at hand, 4) External intensity, 5) Status or role of 
the individual in the environment, and 6) Information about personal abilities. So it can be 
concluded that Self-Efficacy can be defined as a person's confidence in overcoming various 
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situations that occur in his life and the perception of one's own abilities which refers to 
confidence in carrying out a task to achieve the desired results. 

 
RESEARCH METHODS 

This research utilized quantitative methods. (Sugiyono, 2019) explained that the term 
"quantitative research approach" refers to research that is grounded in the positivist 
philosophy and is used to study particular populations or samples. Research instruments are 
used for data collection, and quantitative and statistical data analysis is used to describe and 
test preconceived hypotheses.  

 

Variablie 
D iescription 

Instrumient or 
Dimiension 

iExplanation of Variablie Instrumients 

Work-Lifie 
Balancie (X1) 
(Ariawaty, 2019) 

1. Tim ie Balancie Tim ie Balancie riefiers to thie amount of timie 
ieach iemployie ie allocaties to thieir p iersonal rolie 
in thie officie and thie amount of timie ieach 
iemployie ie spiends in thieir non-work rolies, in 
this cas ie thieir rolies with family and friiends in 
thieir work in social siettings.  

2. Involviemient 
Balancie 

Involv iemient Balancie is a balancie of 
psychological involviemient and commitmient in 
thie work ienvironmient and in any rol ie outsidie 
of work. iEviery individual participat ies fully in 
thie ienvironmient whierie h ie livies, in thie form of 
work, family and social ienvironmients.  

3. Satisfaction 
Balancie 

Satisfaction Balancie is balancing th ie lieviel of 
satisfaction bietwieien work and non-work. This 
also includ ies satisfaction with th ie individual's 
allocation of timie and ieniergy in rielation to his 
activitiies and rolie in thie ienvironmient, in thie 
form of cieliebrations in th ie work ienvironmient, 
homie ienvironmient, social ienvironmient, and 
so on.  

Work 
iEngagiemient (X2)  
(Mulyadi & 
P iermana, 2022) 

1. Vigor Spirit or Vigor is charact ierizied by thie high lieviel 
of ienthusiasm and miental riesiliiencie that an 
iemployie ie has at work, th ie diesirie to tiest 
hims ielf at work, and th ie iemployie ie's 
p iersistiencie in oviercoming difficultiies.  

2. D iedication D iedication is a stat ie wh ierie iemployie ies ar ie 
involv ied in thieir work and is charact ierizied by 
f ieielings of importancie and th ie iemiergiencie of 
grieat ienthusiasm. Additionally, th iey bieliievie 
that thieir work inspiries, chall iengies, and givies 
thiem pridie. 

3. Absorption Absorption is wh ierie an iemployie ie rieally 
focusies on thieir work and fieiels happy, so it is 
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Variablie 
D iescription 

Instrumient or 
Dimiension 

iExplanation of Variablie Instrumients 

difficult to disiengagie from thieir work and thiey 
oftien fie iel that timie passies quickly whilie 
working.  

Sielf-iEfficacy (Z)  
(Dwi Anjani, 
2023) 

1. Confidiencie in 
Ability 

This includies confidiencie in thieir ability to carry 
out thieir work, whierie iemployie ies fie iel capablie 
of carrying out thie tasks givien to thiem, as wiell 
as gaining iexpieriiencie in complieting thieir tasks 
and using th ie iequipmient nie iedied to complietie 
thieir tasks.  

2. Biettier abilitiies 
than othier 
p ieoplie's  

Ability that is biettier than othier pieoplie is a skill 
that diff ierientiaties a pierson from othier pieoplie, 
including bieing confidient in thie ability to solvie 
probliems comparied to oth ier pieoplie, 
undierstanding work prociessies, and bieing ablie 
to work ienthusiastically without sup iervision 
from supieriors.  

3. Chall iengies of 
Work  

Job challiengies arie iemployie ies who fie iel 
satisfiied whien givien difficult and chall ienging 
tasks and always try to compl ietie thiesie tasks.  

4. Job Satisfaction  Job satisfaction is wh ien an iemployie ie always 
f ieiels satisfiied whien hie succiessfully complieties 
thie tasks givien by his sup ieriors and is always 
satisfiied whien hie finds a solution wh ien hie 
iencountiers obstaclies in complieting thie task. 

Organization 
Citizienship 
Biehavior (Y)  
(Nurcholila iet al., 
2022) 

1. Altruism Altruism is biehavior that rieducies thie work 
assign ied to individuals in an organization. This 
action also hielps in fulfilling obligations in 
organizational and p iersonal mattiers.  

2. Civic Virtuie Civic Virtuie rief iers to participating in 
organizational activitiies and having an int ieriest 
in thie survival of thie organization. This 
b iehavior shows rolies, riesponsibilitiies, and 
involv iemient in a businiess organization.  

3. Consciientiousniess Consci ientiousniess is doing th ie b iest job to 
b ieniefit thie organization. This b iehavior is 
d iemonstratied by iefforts to iexcie ied 
organizational iexpiectations. This voluntary 
action is not th ie iemployie ie's riesponsibility or 
obligation. 

4. Courtiesy  Courtiesy rief iers to thie diesirie to hielp coworkiers 
prievient work-rielatied probliems by providing 
advicie and information and r iespiecting thieir 
n ieieds. This biehavior will maintain good 
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Variablie 
D iescription 

Instrumient or 
Dimiension 

iExplanation of Variablie Instrumients 

rielations with othier coworkiers so as not to 
caus ie minor probl iems. 

5. Sportsmanship  Sportsmanship is surviving liess than id ieal work 
situations without complaining. This b iehavior 
makies it possiblie to bie tolierant of thie work 
ienvironmient, avoid niegativie aspiects, not 
complain, and not iexaggieratie small probl iems.  

Table 1. Operational Definition of Variables 
Sourcie: Prociessied Siecondary Data (2023) 

 
 

 

Figurie 1. Framiework of Thinking 
Sourcie: Authors’ Data (2023) 

 

Thie hypothiesis of this riesiearch is as follows: 

H1: It was statied that thie Work-Lif ie Balancie provid ied by thie company to iemployie ies of PT. LG 
iEliectronics Indoniesia will influ iencie Organization Citizienship Biehavior. 

H2: It was statied that thie Work iEngagiemient provid ied by thie company to iemployie ies of PT. LG 
iEliectronics Indoniesia will influ iencie Organization Citizienship Biehavior. 

H3: It was statied that th ie Sielf- iEfficacy iexp ieriiencied by thie Company to iemployie ies of PT. LG 
iEliectronics Indoniesia will influ iencie Organizational Citiz ienship Biehavior, 

H4: It was statied that thie work-lifie balancie provid ied by thie company to iemployie ies of PT. LG 
iEliectronics Indoniesia will influ iencie Sielf-iEfficacy. 



290 

Business and Entrepreneurship Incubator Center Universitas Muhammadiyah Jakarta 
Baskara : Journal of Business and Entrepreneurship  
Volume 6 No. 2 April 2024 

 
 

H5: It was statied that thie Work iEngagiemient provid ied by thie company to iemployie ies of PT. LG 
iEliectronics Indoniesia will influ iencie Sielf-iEfficacy. 

H6: It was statied that thie Work-Lif ie Balancie provid ied by thie company to iemployie ies of PT. LG 
iEliectronics Indon iesia will influ iencie Organizational Citiz ienship Biehavior with Sielf-iEfficacy 
as a miediating variablie. 

H7: It was statied that thie Work iEngagiemient provid ied by thie company to iemployie ies of PT. LG 
iEliectronics Indon iesia will influ iencie Organizational Citiz ienship Biehavior with Sielf-iEfficacy 
as a miediating variablie. 

RiESULTS AND DISCUSSION 
This riesiearch is a quantitativie miethod. According to (Sugiyono, 2019), The goal of the 

quantitative research approach is to describe and test predetermined hypotheses through 
research on specific populations or samples, data collection using research instruments, and 
quantitative/statistical data analysis. It is based on the positivist philosophy. Thie population 
in this study wierie iemployieies who workied at PT. LG iEliectronics Indoniesia with a known 
population of 652 iemployieies. Biecausie thie population sizie in this study is known, thie Slovin 
formula can bie appliied. Thie samplies obtainied wierie 87 pieoplie. Data analysis for this riesiearch 
was carriied out using SmartPLS (Partial Lieast Squarie) data prociessing viersion 3.0 to ievaluatie 
a hypothiesis and availablie data. Thie following arie dietails of thie riespondients to this study:  

A. Charactieristics basied on G iendier 

G iendier 
Numb ier of 

Riespondient Pierc ientagie 

Malie 74 85,1% 

Fiemalie 13 14,9% 

Total 87 100% 

Table 2. Respondents’ Gender 
Source: The researchers’ data (2023) 

 
Basied on tablie 2 abovie, 85.1% of riespondients wierie malie and 14.9% of riespondients 

w ierie fiemalie. Thierieforie, it can bie concludied that som ie of thie riespondients who fillied out 
this riesiearch quiestionnair ie wierie malie riespondients. 
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B. Charactieristics basied on Ag ie 

Agie Riespondient Pierc ientagie 

< 20 yiears 4 4,6% 

20 - 35 yiears 41 47,1% 

36 - 45 yiears 38 43,7% 

> 45 yiears 4 4,6% 

Total 87 100% 

Table 3. Respondents’ Age 
Source: The researchers’ data (2023) 

 
Basied on tablie 3 abovie, 47.1% of riespondients wierie agied 20-35 yiears, 43.7% ag ied 36-

45%, 4.6% agied >45 yiears, and 4.6% ag ied <20 yiears. Thierieforie, it can b ie concludied that 
most of thie riespondients who fillied out this riesiearch quiestionnair ie wierie agied 20-35 
yiears. 

 
C. Charactieristics basied on iEducation L ieviel 

iEducation Lieviel Riespondient Pierc ientagie 

Sienior high 
school/iequivalient 

85 97,7% 

Bach ielor’s Diegrie ie 2 2,3% 

Total 87 100% 

Table 4. Respondents’ Education Level 
Source: The researchers’ data (2023) 

 
Basied on tablie 4 abovie, 97.7% of riespondients w ierie at high school/ iequivalient 

ieducation lieviel, and 2.3% of riespondients wierie at bachielor's lieviel. Thierieforie, it can bie 
concludied that most of th ie riespondients who fillied out this riesiearch quiestionnair ie had a 
high school/iequivalient ieducation lieviel. 

 
DATA QUALITY TiEST 
Validity Tiests 

a. Conviergient Validity 
A riesiearch indicator will b ie considieried valid if it has an out ier loading valu ie abovie 0.7 

for ieach instrumient. How ievier, an outier loading valu ie of 0.5 is still consid ieried sufficiient 
(Ghozali & Latan, 2015) in (Laksono & Wardoyo, 2019). If thie outier loading valuie is <0.5, 
thie quiestion itiem must b ie ieliminatied. 

Variablie Indicator Outier Loading Validity 

Work-Lifie Balancie 

WLB1 0.810 Valid 

WLB2 0.841 Valid 

WLB3 0.830 Valid 
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Variablie Indicator Outier Loading Validity 

WLB4 0.803 Valid 

WLB5 0.854 Valid 

WLB6 0.735 Valid 

Work iEngagiemient 

WiE1 0.766 Valid 

WiE2 0.818 Valid 

WiE3 0.815 Valid 

WiE4 0.832 Valid 

WiE5 0.779 Valid 

WiE6 0.727 Valid 

Sielf-iEfficacy 

SiE1 0.782 Valid 

SiE2 0.768 Valid 

SiE3 0.738 Valid 

SiE4 0.720 Valid 

SiE5 0.832 Valid 

SiE6 0.747 Valid 

SiE7 0.736 Valid 

SiE8 0.751 Valid 

Organization Citiz ienship 
Biehavior 

OCB1 0.711 Valid 

OCB2 0.709 Valid 

OCB3 0.719 Valid 

OCB4 0.737 Valid 

OCB5 0.794 Valid 

OCB6 0.701 Valid 

OCB7 0.779 Valid 

OCB8 0.720 Valid 

OCB9 0.782 Valid 

OCB10 0.812 Valid 

Table 5. Outer Loading 
Source: Output SmartPLS 3.0, processed primary data (2023) 

 
Basied on tablie 5 abovie, it can bie sie ien that all indicators havie an Outier Loading valuie 

> 0.5 so thiey can bie dieclar ied valid for usie in furth ier riesiearch and analysis. 

b. Discriminant Validity 
A Cross-Loading value called the Discriminant Validity value is used to assess if the 

structure has enough discriminant. The Average Variance Extracted (AVE) value squared 
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indicates discriminant validity. Discriminant validity is said to be possible when the AVE 
value is > 0.5 (Ghozali & Latan, 2015) in (Laksono & Wardoyo, 2019). 

Variablie 
Avieragie Varianc ie iExtract ied 

(AViE) 

Work-Lifie Balancie 0.661 

Work iEngagiemient 0.625 

Sielf-iEfficacy 0.578 

Organization Citiz ienship 
Biehavior 

0.559 

Table 6. Average Variance Extracted (AVE) 
Source: Output SmartPLS 3.0, processed primary data (2023) 

 
Basied on tablie 6 abovie, it can bie concludied that thie squarie of Av ieragie Variancie 

iExtractied (AViE) valu ie is > 0.5, which mieans all constructs mie iet thie Avieragie Variancie 
iExtractied (AViE) crit ieria. 

Rieliability Tiest 
Thie rieliability tiest diet ierminies thie consistiency valuie of thie mieasuring dievicie. Thie 

rieliability tiest valuie is shown in thie Compositie Rieliability valuie and Cronbach's Alpha valu ie. A 
variablie can bie said to hav ie good rieliability if th ie Compositie Rieliability valuie is > 0.7 and 
Cronbach's Alpha > 0.6 (Ghozali & Latan, 2015) in (Laksono & Wardoyo, 2019) 

 

Variablie Compositie Rieliability Riesult 

Work-Lifie Balancie 0.921 Rieliablie 

Work iEngagiemient 0.909 Rieliablie 

Sielf-iEfficacy 0.916 Rieliablie 

Organization Citizienship 
Biehavior 

0.927 
Rieliablie 

Table 7. Composite Reliability 
Source: Output SmartPLS 3.0, processed primary data (2023) 

 
Basied on tablie 7 abovie, it can b ie concludied that th ie compositie rieliability valuie for all 

constructs is > 0.7, which m ieans that all constructs m ie iet thie compositie rieliability critieria and 
ieach construct in this study has a high r ieliability valuie. 

 
Thie rieliability tiest is also str iengthienied by Cronbach’s Alpha valu ie. Thie following arie thie 

riesults of thie rieliability tiest with Cronbach's Alpha: 
 

Variablie Cronbach's Alpha Riesult 

Work-Lifie Balancie 0.897 Rieliablie 

Work iEngagiemient 0.880 Rieliablie 

Sielf-iEfficacy 0.895 Rieliablie 
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Variablie Cronbach's Alpha Riesult 

Organization Citizienship 
Biehavior 

0.912 
Rieliablie 

Table 8. Cronbach’s Alpha 
Source: Output SmartPLS 3.0, processed primary data (2023) 

 
Basied on tablie 8 abovie, it can bie conclud ied that th ie Cronbach's alpha valu ie for all 

constructs is > 0.6, which m ieans that all constructs m ie iet thie Cronbach's alpha crit ieria and 
ieach construct in this study has a high r ieliability valuie. 

 
Innier Modiel Analysis 

Aftier carrying out validity t iests and rieliability tiests, thie riesiearch can bie continuied by 
t iesting thie structural mod iel or innier modiel. Inn ier Modiel analysis can bie assiessied through 
thie R-Squarie tiest. Thie following is th ie R-Squarie valuie of this riesiearch: 

 

Variablie R-Squarie R Squarie Adjust ied 

Organization Citizienship 
Biehavior 

0.649 0.636 

Sielf-iEfficacy 0.665 0.657 

Table 9. R-Square 
Source: Output SmartPLS 3.0, processed primary data (2023) 

 
Basied on tabl ie 9 abovie, th ie riesulting R-Squarie Organization Citizienship Biehavior valuie is 

0.649. It can b ie iexplainied that thie influiencie of thie variablies Work-Lifie Balancie (X1), Work 
iEngagiemient (X2), and S ielf-iEfficacy (Z) on Organization Citiz ienship Biehavior (Y) givies a valuie 
of 0.649, with th ie intierprietation that th ie construct variablies Organization Citiz ienship 
Biehavior, Work-Lifie Balancie, Work iEngagiemient and Sielf-iEfficacy with variablies as miediating 
variablies b ietwie ien Work-Lifie Balancie, Work iEngag iemient and Sielf-iEfficacy with a p iercientagie 
of 64.9%. 

Thie riesult of thie R-Squar ie Sielf-iEfficacy valuie is 0.665. With th iesie riesults, it can b ie 
iexplainied that thierie is a cons iequiencie of thie variablies Work-Lif ie Balancie (X1), Work 
iEngagiemient (X2), and Sielf iEfficacy (Z) on Organization Citiz ienship Biehavior (Y) which giv ies a 
valu ie of 0.665, with th ie intierprietation that th ie construct variablie Organization Citiz ienship 
Biehavior, Work-Lif ie Balancie, Work iEngagiemient, and Sielf-iEfficacy with variablies as miediating 
variablies bietwie ien Work-Lifie Balancie, Work iEngag iemient and S ielf-iEfficacy with priesientation, 
namiely 66.5%. 

 
Hypothiesis Analysis 

Hypothiesis tiesting in this r iesiearch can bie sie ien in thie Path Co ieffici ient tablie which 
functions to t iest whiethier a hypothiesis can bie accieptied or riejiect ied. Th ie Path Coiefficiient 
crit ierion is 5% t = 1.96. If thie t-statistic valuie is grieatier (>1.96), thie hypothiesis is significant or 
H0 is riejiect ied, and Ha is acc ieptied. Thie Path Co ieffici ient tablie for this riesiearch is as follows:  
 



295 

Fitria Fatihah Amalia and Retno Purwani Setyaningrum 
The Influence of Work-Life Balance and Work Engagement on Organizational Citizenship 
Behavior Mediated by Self-Efficacy at PT. LG Electronics Indonesia 

 

Variable 
Original 
Sample 

(O) 

Sample Mean 
(M) 

Standard Deviation 
(STDEV) 

T Statistics 
(lO/STDEVl) 

P 
Values 

Work-Life Balance ̵ > 
Organization 
Citizenship Behavior 

0.226 0.221 0.144 1.566 0.118 

Work Engagement ̵ > 
Organization 
Citizenship Behavior 

0.350 0.352 0.110 3.166 0.002 

Self-Efficacy ̵ > 
Organization 
Citizenship Behavior 

0.327 0.323 0.159 2.056 0.040 

Work-Life Balance ̵ > 
Self-Efficacy 

0.434 0.414 0.103 4.211 0.000 

Work Engagement ̵ > 
Self Efficacy 

0.480 0.491 0.087 5.495 0.000 

Table 10. Path Coefficient 
Source: Output SmartPLS 3.0, processed primary data (2023) 

 
Hypothesis 1 

The t-statistic parameter coefficient for the Work-Life Balance (X1) ̵ > Organization 
Citizenship Behavior variable has a value of 1.566. Therefore, it can be declared not significant 
(t table significance 5% = 1.96) or it can be stated that Ho1 is accepted and Ha is rejected.  

 
Hypothesis 2 

The t-statistic parameter coefficient for the Work Engagement (X2) ̵ > Organization 
Citizenship Behavior variable has a value of 3.166. Therefore, it can be declared significant (t 
table significance 5% = 1.96) or it can be stated that Ho2 is rejected and Ha2 is accepted. 

 
Hypothesis 3 

The t-statistic parameter coefficient for the Self-Efficacy (Z) ̵ > Organization Citizenship 
Behavior variable has a value of 2.056. Therefore, it can be declared significant (t table 
significance 5% = 1.96) or it can be stated that Ho3 is rejected and Ha3 is accepted. 

 
Hypothesis 4 

The t-statistical parameter coefficient for the Work-Life Balance (X1)  ̵ > Self-Efficacy 
variable has a value of 4.211. Therefore, it can be declared significant (t table significance 5% 
= 1.96) or it can be stated that Ho4 is rejected and Ha4 is accepted. 

 
Hypothesis 5 

The t-statistic parameter coefficient for the Work Engagement (X2)  ̵ > Self-Efficacy 
variable has a value of 5.495. Therefore, it can be declared significant (t table significance 5% 
= 1.96) or it can be stated that Ho5 is rejected and Ha5 is accepted. 

 
To test the hypothesis between the Work-Life Balance variable on Organization 

Citizenship Behavior mediated by Self-Efficacy and the Work Engagement variable on 
Organization Citizenship Behavior mediated by Self-Efficacy, a Bootstrapping test was carried 
out with the following results: 
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Variable 

Origina
l 

Sample 
(O) 

Sample Mean 
(M) 

Standard Deviation 
(STDEV) 

T Statistics 
(lO/STDEVl) 

P 
Values 

Work-Life Balance ̵ > 
Self-Efficacy    ̵ > 
Organization Citizenship 
Behavior 

0.142 0.133 0.075 1.887 0.060 

Work Engagement ̵ > 
Self-Efficacy ̵ > 
Organization Citizenship 
Behavior 

0.157 0.160 0.087 1.811 0.071 

 
Table 11. Special Indirect Effects 

Source: Output SmartPLS 3.0, processed primary data (2023) 
 
Hypothesis 6 

The coefficient of the t-statistic parameter for Work-Life Balance  ̵ > Self-Efficacy  ̵ > 
Organization Citizenship Behavior has a value of 1.887. Therefore, it can be declared not 
significant (t table significance 5% = 1.96) or it can be stated that Ho6 is accepted and Ha6 is 
rejected. 

 
Hypothesis 7 

The coefficient of the t-statistic parameter for Work Engagement ̵ > Self-Efficacy ̵ > 
Organization Citizenship Behavior has a value of 1.811. Therefore, it can be declared not 
significant (t table significance 5% = 1.96) or it can be stated that Ho7 is accepted and Ha6 is 
rejected. 
 
CONCLUSION 

Based on the findings of the researchers' testing, processing, and data analysis of the 
impact of work-life balance, work engagement, and self-efficacy-mediated organizational 
citizenship behavior at PT. LG Electronics Indonesia.  

1. Work-Life Balance does not have a significant influence on Organizational Citizenship 
Behavior of PT. LG Electronics Indonesia’ employees because the t-statistic value 
shows < 1.96 (1.566 < 1.96), it can be interpreted that the increasing Work-Life Balance 
has no effect on Organizational Citizenship Behavior in employees PT. LG Electronics 
Indonesia. 

2. Work Engagement has a significant influence on Organizational Citizenship Behavior of 
PT. LG Electronics Indonesia’s employees because the t-statistic value shows > 1.96 
(3.166 > 1.96), which means that good Work Engagement influences Organizational 
Citizenship Behavior in employees PT. LG Electronics Indonesia. 

3. Self-Efficacy has a significant influence on Organizational Citizenship Behavior of PT. LG 
Electronics Indonesia’s employees ecause the t-statistic value shows > 1.96 (2.056 > 
1.96), it can be interpreted that natural Self-Efficacy influences Organizational 
Citizenship Behavior Behavior in employees PT. LG Electronics Indonesia.  
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4. Work-Life Balance has a significant influence on Self-Efficacy of PT. LG Electronics 
Indonesia’s employees because the t-statistic value shows > 1.96 (4.211 > 1.96), it can 
be interpreted that the existence of Work-Life Balance has an effect on Self-Efficacy 
Behavior in employees PT. LG Electronics Indonesia. 

5. Work Engagement has a significant influence on Self-Efficacy of PT. LG Electronics 
Indonesia’s employees because the t-statistic value shows > 1.96 (5.495 > 1.96), it can 
be interpreted that by creating employee Work Engagement it will have an effect on 
Self-Efficacy in employees PT. LG Electronics Indonesia.  

6. Self-Efficacy as a mediating variable plays a role in weakening the influence of Work-
Life Balance on Organizational Citizenship Behavior of PT. LG Electronics Indonesia’s 
employees negatively because Ho was accepted and Ha was rejected. This is because 
Work-Life Balance does not significantly influence Organizational Citizenship Behavior 
of PT. LG Electronics Indonesia’s employees and further strengthened by its Self-
Efficacy with a t-statistic value of 1.887 (1.877 < 1.96). 

7. Self-Efficacy as a mediating variable plays a role in weakening the influence of Work 
Engagement on Organizational Citizenship Behavior of PT. LG Electronics Indonesia’s 
employees negatively because Ho was accepted and Ha was rejected. This is because 
Work Engagement has a significant influence on Organizational Citizenship Behavior of 
PT. LG Electronics Indonesia’s employees and with the presence of Self-Efficacy, the 
significance value is reduced but still produces a significant influence on Organization 
Citizenship Behavior with a t-statistic value of 1.811 (1.811 < 1.96). 

REFERENCES 
Apriandakai, H. (2021). Kiecierdaisain iEmiosiionail & W iork iEngaigiemient, Tierhaidaip iOgainizaitiionail 

Citizienship Biehaiviior M ielailui Intierviening Kiepuaisain Kierjai P iesionnai Hiot iel Mailiiobiorio. 
Upaijiwai: Jurnail iOnlin ie iEkioniomi, Bisnis Dain Mainaijiemien Daiulait Raikyait, 5(1), 20–31. 

Airiaiwaity, R. R. N. (2019). P iengairuh iEmplioyie ie iEngaigiemient Tierhaidaip W iork-Lifie Bailaincie 
Kairyaiwain. Bismai, 13(2), 97. https://dioi.iorg/10.19184/bismai.v13i2.9864 

Baikkier, Ai. B., & Diemieriouti, iE. (2008). Tiowairds ai miodiel iof wiork ienga igiemient. Cairie ier 
D ievieliopmient Intiernaitiionail, 13(3), 209–223. 
https://dioi.iorg/10.1108/13620430810870476 

Dwi Ainjaini, Ai. (2023). P iengairuh Piengiembaingain Kairir Dain Sielf iEfficaicy T ierhaidaip Kinierjai 
Kairyaiwain Di CV. Dainaigung D’ Briquiettiess Baintul Y iogyaikairtai. Jurnail iEkioniomi Dain Bisnis 
Digitail (iEkiobil), 2(1), 6–9. https://dioi.iorg/10.58765/iekiobil.v2i1.99 

iErdiainzai, N., T ientaimai*, F., & Sairi, iE. Y. D. (2020). Thie iEffiect iof Wiork iEnjioymient aind Wiork-lifie 
Bailaincie ion iOrgainizaitiionail Citiz ienship Biehaiviior with Jiob Saitisfaictiion ais M iediaitior. 
Int iernaitiionail J iournail iof Mainaig iemient aind Humainitiies, 4(7), 67–73. 
https://dioi.iorg/10.35940/ijmh.g0683.034720 

Gh iozaili, I., & Laitain, H. (2015). Pairtiail Lieaist Squairies Kionsiep, T ieknik Dain Aiplikaisi M ienggunaikain 
Priograim SmairtPLS 3.0 Untuk P ienielitiain iEmpiris (2nd ied.). Univiersitais Dipioniegiorio. 

Hieraiwaiti, Ai., Shihaib, M., & Wairdaih. (2020). Piengairuh Budaiyai iOrgainisaisi, S ielf-iEfficaicy dain 



298 

Business and Entrepreneurship Incubator Center Universitas Muhammadiyah Jakarta 
Baskara : Journal of Business and Entrepreneurship  
Volume 6 No. 2 April 2024 

 
 

Kiompiet iensi tierhaidaip iOrgainizaitiionail Citizienship B iehaiviior (iOCB) dain Kinierjai Kairyaiwain 
Baigiain Prioduksi di PT. Ind ioprimai Giemilaing Suraibaiyai. Jurnail M iediai Maihairdikai, 19(1). 

Hiotimaih, H., & Izzaiti, U. Ai. (2020). Hubungain aintairai iefikaisi diri diengain wiork iengaigiemient 
paidai guru di Smk “X” Suraibaiyai. Chairaict ier: Jurnail P ienielitiain Psikioliogi, 7(3), 110–116. 

Ilhaimiyaih, L., & Hairsionio, Y. T. (2022). Piengairuh K ietierlibaitain Kierjai Tierhaidaip iOrgainizaitiionail 
Citizienship Biehaiviior Paidai Kairyaiwain Riokiok Di Mailaing. Fliourishing J iournail, 2(3), 152–160. 
https://dioi.iorg/10.17977/um070v2i32022p152-160 

Irioth, F. Ai., Piio, R. J., & Taitimu, V. (2022). Piengairuh Wiork-Lif ie Bailaincie dain Kiepuaisain Kierjai 
t ierhaidaip iOrgainizaiti ionail Citizienship Biehaiviior paidai Kairyaiwain Graipairi Tielkiomsiel Mainaidio. 
Prioductivity, 3(4), 2022. 

Khainnai, P., & Singh, P. (2011). Wiork-lif ie bailaincie a i t ioiol f ior incrieaisied iemplioyieie prioductivity 
aind rietientiion. Laichioio Mainaigiemient J iournail, 2(2), 188–206. 

Laiksion io, B. F. W., & Waird ioyio, P. (2019). P iengairuh W iork – Lifie Bailaincie, Kiepuaisain Kierjai Dain 
Wiork iEngaigiemient Tierhaidaip Turniovier Intientiions D iengain Mientioring Siebaigaii Vairiaib iel 
M iodieraiting Paidai Kairyaiwain Hiotiel Daifaim S iemairaing. Jurnail Risiet iEkioniomi Dain Bisnis, 
12(1), 17. https://dioi.iorg/10.26623/jrieb.v12i1.1525 

Lukit io, R. (2020). Pienga iruh iOrgainizaitiionail Citizienship Biehaiviior Tierhaidaip Kinierjai Kairyaiwain 
M ielailui Kiepuaisain Kierjai Paidai Prioduksi PVC di UD. Untung Jaiyai Sid ioairjio. Aigiora i, 8(2), 1–
9. http://publicaitiion.pietrai.aic.id/indiex.php/mainaijiemien-bisnis/airticlie/vi iew/10599 

Maihsunaih, Ai., & Musbikhin, M. (2023). P iengairuh S ielf iEfficaicy t ierhaidaip Kiep iercaiyaiain Diri paidai 
Siswai. Ail-Ihaith: Jurnail Bimbingain Dain K ionsieling Islaim, 3(1), 34–48. 
https://dioi.iorg/10.53915/jbki.v3i1.318 

Mairyaini, M., Mio ielyaiti, T. Ai., & Mairlibaitubairai, M. (2022). Faikt ior-faikt ior yaing Miempiengairuhi 
iOrgainizaitiionail Citiz ienship Biehaiviior siertai Piengairuhnyai Tierhaidaip Kinierjai Guru S iekiolaih 
Daisair Di Wilaiyaih Pieraiirain Kaibupaitien Bainyuaisin. Jurnail Bisnis, Mainaijiemien, Dain 
iEkioniomi, 3(4), 207–228. https://dioi.iorg/10.47747/jbmie.v3i4.845 

M iochaimaid Riokib Vaidyai Mulyaidi, & Rizkai Haidiain Piermainai. (2022). P ienga iruh Jiob Craifting 
T ierhaidaip Wiork iEngaigiemient Paidai Kairyaiwain Baigiain IT PT X. Jurnail Risiet Psikioliogi, 45–52. 
https://dioi.iorg/10.29313/jrp.v2i1.828 

Muhaimmaid, I., Triainsya ih, F. Ai., Faihri, Ai., & Liziein, B. (2023). Ainailisis Bibli iom ietrik: Pienielitiain 
Sielf-iEfficaicy Paidai Siekiolaih Mieniengaih Aitais (1987-2023). iEdukaitif : Jurnail Ilmu P iendidikain, 
5(1), 519–532. https://d ioi.iorg/10.31004/iedukaitif.v5i1.4713 

Mulyaini, N., & Sietyainingrum, R. P. (2023). Th ie iEffiect iOf Grie ien Humain Riesiourcie Mainaigiemient, 
Wiork Lifie Bailaincie iOn iOrgainizaitiionail Citizienship Biehaiviior In Miediaitiion iOf Jiob 
Saitisfaictiion iOf Milieniail Gienieraitiions In Biekaisi District. Inniovaitivie: J iournail iOf Siociail 
Sci ienc ie Riesieairch, 3(4), 1202–1212. https://j-inniovaitivie.iorg/indiex.php/Inn iovaitivie 



299 

Fitria Fatihah Amalia and Retno Purwani Setyaningrum 
The Influence of Work-Life Balance and Work Engagement on Organizational Citizenship 
Behavior Mediated by Self-Efficacy at PT. LG Electronics Indonesia 

 

naiimaih,  muflikhaitun, tientaimai tientaimai, F., & Yuliaisiesti Diaih Sairi, iE. (2022). Piengairuh 
Kiepiemimpinain Trainsfiormaisiionail dain K ietierlibaitain K ierjai t ierhaidaip iOrgainizaitiionail 
Citizienship Biehaiviior (iOCB) m ielailui Miediaitior Kiepuaisain Kierjai. Psikioliogikai: Jurnail 
P iemikirain Dain P ienielitiain Psikioliogi, 27(2), 197–222. 
https://dioi.iorg/10.20885/psikioliogikai.viol27.iss2.airt2 

N iovraindy, R. Ai., & Tainuwijaiyai, J. (2022). Piengairuh Wiork-Faimily Cionflict dain Wiork 
iEngaigiemient tierhaidaip Taisk P ierfiormaincie dain Turniovier Intientiion Diengain Miediaisi 
Supiervisior Suppiort. Jmbi Unsrait, 9(1), 414–430. 

Nurchiolilai, Aistuti, P., Nurbaimbaing, R., Dainiiel, & Mu’aillifaih, L. I. (2022). Ainailisis dimiensi 
iorgainizaitiionail citiz ieship biehaiviior (iOCB) t ierhaidaip iemplioyie ie pierfiormaincie paidai 
Puskiesmais Ngaidiluwih Kaibpuaitien Kiediri. Jurnail Risiet Bisnis Dain iEkioniomi, 3(2), 73–96. 

iOrgain, D., Piodsaikioff, P., & MaicKienziie, S. (2006). iOrgainizaitiionail Citiz ienship Biehaiviior: Its 
Naiturie, Aint iec iedients, aind Cionsiequienc ies. https://d ioi.iorg/10.4135/9781452231082 

P iouliosie, S., & N, S. (2018). W iork Lifie Bailaincie: Ai Cioncieptuail Rieviiew. Intiernaitiionail J iournail iof 
Aidvainc ies in Mainaigiemient aind iEc ioniomics. 
https://www.mainaig iemientjiournail.infio/indiex.php/IJAiMiE/airticlie/viiew/324 

Raihmaiyaiti, T. iE. (2021). Kiesieimbaingain Kierjai dain Kiehidupain (Wiork Lifie Bailaincied) Paidai Wainitai 
Biekierjai. Juripiol, 4(2), 129–141. https://dioi.iorg/10.33395/jurip iol.v4i2.11098 

Saiaidi, S. D. (2021). P iengairuh sielf iefficaicy t ierhaidaip w iork pierfiormaincie dain iorgainizaitiionail 
citizienship biehaivi ior m ielailui jiob craifting. Fiorum iEkioniomi, 23(2), 318–330. 
http://jiournail.fieb.unmul.aic.id/indiex.php/FiORUM iEKiON iOMI 

Siofyain, M. M., & Kaimielia i, K. (2021). Ainailisis P ienga iruh Piengiembaingain Sumbier Daiyai Mainusiai 
T ierhaidaip Kinierjai Piegaiwaii paidai Siekrietairiait Baidain Kio iordinaisi Priomiosi dain Pienainaimain 
M iodail Daiieraih (BKKPMD) Pr iovinsi Jaiwa i Bairait. Jurnail RAiSI, 1(2), 133–143. 
https://dioi.iorg/10.52496/raisi.v1i2.44 

Sioliehtiainai, R. M. (2020). P iengairuh Wiork Lifie Ba ilaincie Dain Piengiembaingain Kairir T ierhaidaip 
Kiepuaisain Kierjai Paidai. Naiskaih Publikaisi Skripsi Univ iersitais Aihmaid Daihlain, 1–12. 

Sugiyionio. (2019). Mietiodie pienielitiain kuaintitaitif kuailitaitif dain R&D (1st ied.). Ailfaibietai. 

Tailiogai, D. (2021). Aina ilisis P iengairuh Sielf-iEfficaicy t ierhaidaip iOrgainizaitiionail Citizienship 
Biehaiviiour d iengain Jiob Saitisfaictiion siebaigaii Vairiaib iel Miediait ior paidai PT. PLN (Piersierio) 
Udiklait Jaikairtai. Jurnail iEkioniomi Bisnis Indioniesiai, 16(2). 

 


