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Abstract: This research investigates the direct and indirect effects of job
training, work environment, and organizational culture on employee
performance within the context of the Southeast Maluku civil service, with
Organizational Citizenship Behavior (OCB) serving as a mediating variable.
Using a quantitative paradigm and Partial Least Squares Structural Equation
Modeling (PLS-SEM), data collected from 200 respondents highlight that the
direct influences of training, work environment, and culture on performance are
Quick Response Code statistically insignificant. In contrast, OCB demonstrates a robust and significant
™ impact on employee performance, mediating the relationships between structural
variables and performance outcomes. The study emphasizes that in
geographically dispersed and culturally heterogeneous bureaucratic settings,
fostering intrinsic motivation, trust, and citizenship behaviors is crucial for
:ﬁ' enhancing organizational effectiveness. The findings challenge conventional
assumptions emphasizing technical capacity alone and suggest that integrating
behavioral and cultural strategies with traditional HR interventions can unlock
the full potential of civil servants, ultimately improving public service quality
and governance. Policymakers and HR practitioners are encouraged to adopt a
holistic approach that cultivates discretionary behaviors alongside technical
training, especially in decentralized and complex organizational environments.
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I. INTRODUCTION

In today’s increasingly complex and
competitive public sector environment, the effectiveness
and sustainability of government agencies hinge
critically on their human capital. Public sector

broad spectrum of functions, including but not limited to:
formulating staffing policies, facilitating recruitment and
promotion  processes, designing and delivering
competency-based training programs, and conducting
monitoring and evaluation of HR initiatives. This

institutions are tasked with not only delivering essential
services but also responding dynamically to evolving
policy mandates, technological advancements, and
stakeholder expectations (Al-Haddad & Kotnour, 2015;
Rainey, 2014). Central to meeting these demands is the
cultivation of a workforce that possesses both the
requisite technical competencies and the discretionary
behaviors that drive organizational agility and resilience.

The Human Resources Development and
Personnel Agency (Badan Kepegawaian dan
Pengembangan Sumber Daya Manusia, BKPSDM) of
Southeast Maluku Regency operates at the nexus of
policy implementation, talent management, and capacity
building. Staff within this agency are responsible for a

multifaceted role demands not only foundational
knowledge and skills but also a proactive attitude and the
willingness to go beyond formal job descriptions
(Organizational Citizenship Behavior; OCB) to achieve
organizational objectives (Organ, 1988; Podsakoff ef al.,
2009).

Empirical research has long established that
formal interventions such as job training significantly
enhance employees’ job-related knowledge and
technical proficiency, thereby improving task
performance (Arthur et al, 2003; Salas et al, 2012).
Concurrently, a supportive work environment—
characterized by clear communication, access to
resources, and psychological safety—fosters higher
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levels of engagement, job satisfaction, and retention
(Edmondson, 1999; Kahn, 1990). Organizational culture,
encompassing shared values, beliefs, and norms, further
shapes employee behaviors by signaling acceptable ways
of interacting, collaborating, and innovating (Schein,
2010; Cameron & Quinn, 2011).

However, beyond these direct pathways,
researchers increasingly recognize the critical mediating
role of OCB—voluntary, extra-role behaviors that
contribute to organizational effectiveness without formal
rewards (Podsakoff et al., 2000). Such behaviors include
helping colleagues, speaking positively about the
organization, and demonstrating initiative in solving
problems. OCB not only buffers against performance
shortfalls in rigid bureaucratic structures but also
enhances collective efficiency and adaptability (Bolino
et al., 2002; Van Dyne & LePine, 1998).

Despite the theoretical convergence on the
importance of training, work environment, culture, and
OCB, empirical findings on how these factors interact
remain fragmented. Several studies indicate that OCB
partially mediates the relationship between training and
job performance, suggesting that training boosts OCB,
which in turn elevates performance (Organ & Lingl,
1995; Mathieu & Zajac, 1990). Conversely, other
research fails to detect significant mediation,
underscoring the need to explore contextual
contingencies such as organizational structure,
leadership  styles, and regional administrative
characteristics (Wang & Netemeyer, 2002; Lee & Allen,
2002).

Within the context of BKPSDM Southeast
Maluku Regency, there is a paucity of research
investigating these interrelationships. The unique
geographical  dispersion  of  islands, cultural
heterogeneity, and  decentralized administrative
framework may modulate the impact of training,
environmental supports, and cultural norms on both OCB
and job performance. Therefore, this study seeks to fill
the gap by examining: (1) the direct effects of job
training, work environment, and organizational culture
on employees’ performance; and (2) the mediating
influence of OCB on these relationships.

By integrating quantitative analyses with
contextual insights from Southeast Maluku’s civil
service environment, this research aims to generate
actionable recommendations for HR practitioners and
policymakers. Specifically, the study will inform the
design of targeted interventions that not only build
competencies but also cultivate discretionary behaviors
essential  for  high-performing  public  sector
organizations. Ultimately, enhancing OCB through
synergistic training, environmental, and cultural
strategies may unlock the full potential of human capital
in promoting effective governance and public service
delivery.

II. LITERATURE REVIEW
2.1 Job Training

Job training encompasses structured activities
aimed at enhancing employees’ job-related knowledge,
skills, and attitudes (Salas, Tannenbaum, Kraiger, &
Smith-Jentsch, 2012). Adult learning theories, such as
Knowles’ (1980) andragogy, posit that effective training
leverages learners’ prior experiences, self-direction, and
readiness to learn. Kirkpatrick’s (1994) four-level
evaluation model—reaction, learning, behavior, and
results—provides a comprehensive framework for
assessing training outcomes, with empirical evidence
demonstrating  positive links between training
investment and performance improvements (Arthur,
Bennett, Edens, & Bell, 2003).

2.2 Work Environment

The work environment refers to physical,
social, and psychological conditions under which
employees perform their tasks. According to the Job
Characteristics Model (Hackman & Oldham, 1976), five
core dimensions—skill variety, task identity, task
significance, autonomy, and feedback—influence
critical psychological states that lead to high internal
motivation and performance. Psychological safety,
defined as a shared belief that the team is safe for
interpersonal risk-taking (Edmondson, 1999), further
enhances learning behavior and innovation in work
teams.

2.3 Organizational Culture

Organizational culture comprises the shared
assumptions, values, and norms that shape how members
perceive, think, and feel about their work environment
(Schein, 2010). Cameron and Quinn’s (2011) Competing
Values Framework identifies four cultural archetypes—
Clan, Adhocracy, Market, and Hierarchy—each
associated with distinct leadership styles, values, and
performance outcomes. A supportive culture that fosters
collaboration and innovation correlates positively with
employee commitment and discretionary behaviors
(Deal & Kennedy, 1982; Denison, 1990).

2.4 Organizational Citizenship Behavior (OCB)

OCB refers to voluntary, extra-role behaviors
that are not formally rewarded but contribute to
organizational effectiveness (Organ, 1988). Dimensions
of OCB include altruism, conscientiousness,
sportsmanship, courtesy, and civic virtue (Podsakoff,
MacKenzie, Paine, & Bachrach, 2000). Meta-analytic
studies confirm that OCB is positively related to task
performance, group performance, and overall
organizational effectiveness (Podsakoff et al, 2009;
LePine, Erez, & Johnson, 2002).

2.5 Employee Performance

Employee performance entails behaviors and
results that align with organizational goals. Campbell’s
(1990) performance component model disaggregates
performance into task proficiency, non-task behaviors
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(e.g., organizational citizenship), and adaptive
performance. Goal-setting theory (Locke & Latham,
1990) further explicates how specific, challenging goals
enhance performance by directing attention, mobilizing
effort, and fostering persistence. By synthesizing these
theoretical perspectives, the present study posits that job
training, work environment, and organizational culture
influence employee performance both directly and
indirectly through OCB. The following hypotheses guide
the investigation:

H1: Job training positively affects employee
performance.

H2: Work environment positively affects employee
performance.

H3: Organizational culture positively affects
employee performance.

H4: OCB mediates the relationships between (a) job
training, (b) work environment, and (c)
organizational culture, and employee performance.

Table 1: Variables and Indicator

Variable Type

Indicators

Job Training

Independent Variable | 1.Training Needs Assessment

2.Training Design Quality
3.Training Delivery Methods
4.Training Evaluation Effectiveness

Work Environment

Independent Variable | 1.Physical Facilities

2.Technological Resources
3.Supervisor & Peer Support
4. Autonomy

Organizational Culture

Independent Variable | 1.Shared Values

2.Communication Openness
3.Innovation Encouragement
4. Leadership Support

Organizational Citizenship Behavior (OCB) | Mediator

1.Altruism
2.Conscientiousness
3.Sportsmanship
4.Courtesy

5. Civic Virtue

Employee Performance

Dependent Variable

1.Task Proficiency
2.Quality of Work
3.Timeliness

4. Adaptive Performance

III. RESEARCH METHODOLOGY
3.1 Research Design

This study employs a quantitative, explanatory
research design to test hypothesized relationships among
job training, work environment, organizational culture,
OCB, and employee performance. A cross-sectional
survey approach was utilized to collect data from civil
servants at BKPSDM Southeast Maluku Regency.

3.2 Population and Sample

The population comprises all permanent
employees of BKPSDM Southeast Maluku, totaling
approximately N=120 staff members. Using Krejcie and
Morgan’s (1970) table for sample size determination, a
minimum sample of 92 respondents was required.
Accounting  for  potential  non-response, 110
questionnaires were distributed via stratified random
sampling based on organizational unit. Ultimately, 105
valid responses were obtained (response rate = 95.5%).

3.3 Data Collection Instrument

Data were collected through a structured
questionnaire divided into five sections corresponding to
the study variables. All items employed a five-point
Likert scale (1 = strongly disagree to 5 = strongly agree).

e Job Training: 12 items adapted from Salas et al.
(2012)

e Work Environment: 10 items based on
Hackman and Oldham’s (1976) Job Diagnostic
Survey

e  Organizational Culture: 8 items derived from
Cameron and Quinn’s (2011) Organizational
Culture Assessment Instrument

e OCB: 15 items encompassing altruism,
conscientiousness, sportsmanship, courtesy,
and civic virtue (Podsakoff et al., 2000)

e Employee Performance: 10 items measuring
task proficiency, quality, timeliness, and
adaptability (Campbell, 1990)

3.4 Validity and Reliability

Content validity was ensured through expert
review by two HR academics and one practitioner. A
pilot test with 20 civil servants yielded Cronbach’s alpha
coefficients above 0.70 for all constructs: Job Training
(0=0.89), Work Environment (¢=0.85), Organizational
Culture (0=0.88), OCB (0=0.91), and Employee
Performance (0=0.87).
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3.5 Data Analysis Techniques

Data were analyzed using Smart PLS. The analysis

proceeded in two stages:

1. Measurement Model Assessment: Confirmatory
Factor Analysis (CFA) to examine construct validity
(convergent and discriminant) and reliability
(Composite  Reliability, = Average  Variance
Extracted).

2. Structural Model Testing: Structural Equation
Modeling (SEM) to test direct and indirect effects.
Model fit indices include y?/df, CFI, TLI, RMSEA,
and SRMR, with thresholds y*/df < 3, CFI & TLI >
0.90, RMSEA & SRMR < 0.08 (Hair et al., 2010).

IV. RESULT AND DISCUSSION
4.1. Convergent Validity: Outer Loading, AVE, CR,
and Mean Analysis

To ensure the reliability and validity of
measurement instruments, convergent validity was

assessed using four key metrics: outer loading
coefficients, Average Variance Extracted (AVE),
Composite Reliability (CR), and the mean scores of each
indicator. According to Hair et al., (2019), convergent
validity is confirmed when individual item loadings
exceed 0.70, AVE surpasses 0.50, and CR is greater than
0.70, indicating adequate indicator reliability, construct
validity, and internal consistency. In addition, mean
values offer insight into respondents’ perceptual
agreement with each construct’s items. This section
presents a detailed evaluation of five core latent
variables—Job Training, Work  Environment,
Organizational Culture, Organizational Citizenship
Behavior (OCB), and Employee Performance—based on
these criteria. The results provide strong empirical
evidence that all constructs meet or exceed the
acceptable thresholds for convergent validity,
reinforcing the measurement model’s suitability for
structural analysis.

Table 2: Construct: Job Training
Indicator Loading | Mean | Loading?
Training Needs Assessment 0.78 4.21 0.6084
Training Design Quality 0.81 4.17 0.6561
Training Delivery Methods 0.83 4.15 0.6889
Training Evaluation Effectiveness | 0.79 4.12 0.6241
AVE 0.644
CR 0.884

The construct of job training consists of four
indicators: Training Needs Assessment, Training Design
Quality, Training Delivery Methods, and Training
Evaluation Effectiveness. All outer loading values fall
between 0.78 and 0.83, indicating strong indicator
reliability. According to Hair et al. (2010), values above
0.70 are considered highly acceptable for confirming
convergent validity. The AVE for this construct is 0.644,
exceeding the recommended threshold of 0.50, which
implies that over 64.4% of the variance in the indicators

Table 3: Construct:

is explained by the latent variable. Additionally, the
Composite Reliability (CR) score is 0.884, well above
the 0.70 threshold, denoting high internal consistency of
the construct. The average mean score of the indicators
is above 4.10, suggesting that employees generally
perceive the training they receive as relevant, structured,
and impactful. These findings confirm that the job
training construct is both statistically valid and
practically meaningful in the context of civil service
capacity development.

Work Environment

Indicator Loading | Mean | Loading?
Physical Facilities 0.77 4.05 0.5929
Technological Resources 0.80 4.08 0.6400
Supervisor & Peer Support | 0.84 4.22 0.7056
Autonomy 0.76 4.10 0.5776
AVE 0.629
CR 0.877

The work environment construct is measured
using four indicators: Physical Facilities, Technological
Resources, Supervisor and Peer Support, and Autonomy.
The outer loadings range from 0.76 to 0.84, reflecting
acceptable to strong convergent validity. The AVE is
0.629, indicating that 62.9% of the variance in the
indicators is captured by the underlying latent construct.
With a CR value of 0.877, the construct demonstrates
excellent internal reliability. Mean scores for all
indicators are above 4.05, implying that respondents

perceive their work setting as adequately resourced,
supportive, and enabling autonomy. These results
collectively confirm that the construct of work
environment is measured consistently and reflects the
respondents' experiences accurately. Furthermore, the
relatively high loadings of "Supervisor & Peer Support"
and "Technological Resources" emphasize the
importance of both human and technological elements in
shaping a supportive work context.
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Table 4: Construct: Organizational Culture

Indicator Loading | Mean | Loading?
Shared Values 0.81 420 ] 0.6561
Communication Openness | 0.83 4.18 0.6889
Innovation Encouragement | 0.79 4.10 | 0.6241
Leadership Support 0.84 422 | 0.7056
AVE 0.6687
CR 0.888

Organizational culture is represented through
four indicators: Shared Values, Communication
Openness, Innovation Encouragement, and Leadership
Support. All outer loadings surpass the 0.79 threshold,
with the highest loading at 0.84 for Leadership Support.
The AVE is calculated at 0.6687, affirming that a
significant portion of the indicator variance is
attributable to the latent construct. Composite Reliability
is 0.888, further confirming measurement stability. Mean
values above 4.10 across all indicators suggest that the

organizational culture is perceived positively by
employees—emphasizing openness, value congruence,
innovation, and leadership support. The consistently
high loadings suggest a coherent cultural framework
within the organization, where norms and leadership
behaviors are aligned with performance and change
readiness. These statistical outcomes reinforce the role of
organizational culture as a key driver in public sector
performance systems.

Table 5: Construct: Organizational Citizenship Behavior (OCB)

Indicator Loading | Mean | Loading®
Altruism 0.85 4.30 | 0.7225
Conscientiousness | 0.83 4.25 0.6889
Sportsmanship 0.78 4.15 0.6084
Courtesy 0.80 4.20 | 0.6400
Civic Virtue 0.81 4.18 | 0.6561
AVE 0.6632
CR 0.908

The OCB construct, serving as a mediating
variable, comprises five dimensions: Altruism,
Conscientiousness, Sportsmanship, Courtesy, and Civic
Virtue. All indicator loadings are above 0.78, with the
highest at 0.85 for Altruism, demonstrating robust factor
reliability. The AVE is 0.6632 and the CR value is 0.908,
which surpasses the standard thresholds comfortably.
These values indicate a high degree of shared variance
and internal consistency, respectively. The mean scores,
ranging from 4.15 to 4.30, suggest that respondents

frequently exhibit discretionary behaviors that go beyond
formal job requirements. The strongest behavioral
tendencies are related to helping others and
demonstrating personal initiative (Altruism and
Conscientiousness). This affirms the notion that public
sector employees at BKPSDM demonstrate strong civic
and prosocial engagement, which plays a critical role in
enhancing overall organizational performance. These
findings position OCB not just as a valid construct but as
a cultural strength in the organizational setting.

Table 6: Construct: Employee Performance

Indicator Loading | Mean | Loading?
Task Proficiency 0.82 4.28 0.6724

Quality of Work 0.84 4.25 0.7056

Timeliness 0.78 4.20 0.6084

Adaptive Performance | 0.80 4.22 0.6400

AVE 0.6566

CR 0.886

The dependent construct of employee themselves (or are perceived) as highly competent,

performance is assessed using four indicators: Task
Proficiency, Quality of Work, Timeliness, and Adaptive
Performance. The outer loading values range from 0.78
to 0.84, exceeding the minimum threshold for construct
validity. AVE is 0.6566, indicating sufficient convergent
validity, and CR is 0.886, pointing to strong internal
consistency among the indicators. Mean values for each
item exceed 4.20, signaling that employees perceive

timely, adaptable, and delivering quality outputs. These
indicators cover both routine and dynamic aspects of job
performance, aligning with Campbell's (1990)
performance taxonomy. Collectively, these results
suggest that the construct effectively captures the
multifaceted nature of public employee performance in
dynamic governmental environments.
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All five constructs in the model fulfill the
critical criteria for convergent validity. Outer loading
values are consistently above 0.70, AVE values exceed
0.50 for each construct, and Composite Reliability scores
are well above 0.85, indicating high internal consistency.
Additionally, mean scores for individual indicators are

[LeA)

32

relatively high (> 4.05), which supports the content
validity and practical relevance of the instrument. This
robust measurement foundation supports the validity of
subsequent structural model analysis and hypotheses
testing.
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4.2 Structure Analysis

In quantitative research, particularly in
structural equation modeling (SEM), R-Square (R?) and
Q-Square (Q?) values are critical metrics for evaluating
the explanatory and predictive power of a research
model. These metrics provide insights into how well the
independent variables explain the variance in dependent

Table 7: Structural Model Summary: R?

variables and how accurately the model predicts future
outcomes. The application of these measures ensures the
robustness of the model, allowing researchers to draw
meaningful conclusions and assess its practical
implications. In this research R-square (R?) and Q-square
(Q?) provide in the Table 7. below:

Adjusted R? and Predictive Relevance (Q?)

Endogenous Variable R? Adjusted R* | Q? (Blindfolding) | Predictive Power
Organizational Citizenship Behavior (OCB) | 0.534 | 0.521 0.361 Moderate to Strong
Employee Performance 0.648 | 0.634 0.402 Strong

The coefficient of determination (R?) is a
critical measure in structural equation modeling (SEM)
using Partial Least Squares (PLS) as it reflects the
proportion of variance in the endogenous (dependent)
variable that can be explained by its respective
exogenous (independent) constructs. Based on Chin
(1998) and Hair et al. (2019), R? values are interpreted as
follows: 0.75 indicates substantial explanatory power,
0.50 is considered moderate, and 0.25 is weak. In this
study, the R? value for Organizational Citizenship
Behavior (OCB) is 0.534, meaning that 53.4% of the
variance in OCB is jointly explained by Job Training,
Work Environment, and Organizational Culture. This
level of explanatory power falls within the moderate
category, suggesting that these three organizational
factors are meaningful and statistically significant
predictors of discretionary employee behavior.

Meanwhile, the R? wvalue for Employee
Performance is 0.648, indicating that 64.8% of the
variance in performance is explained by the combined
influence of OCB, Job Training, Work Environment, and
Organizational Culture. This value is approaching the
substantial threshold of 0.75, which demonstrates the
strong predictive capability of the model in explaining
performance outcomes. These findings underscore that
both direct inputs (training, culture, environment) and
indirect behavioral mediators (OCB) contribute
significantly to public sector employee performance.
Adjusted R? is a refined metric that corrects for model
complexity by accounting for the number of predictors.
It offers a more conservative and unbiased assessment of
the model’s explanatory power, especially in the
presence of multiple causal paths.

For the OCB construct, the Adjusted R? is
0.521, only slightly lower than the raw R? value of 0.534.
This narrow gap suggests that the predictors—Job
Training, Work Environment, and Organizational
Culture—are all contributing effectively to explaining
OCB, without redundancy or overfitting. Similarly, for
Employee Performance, the Adjusted R? is 0.634,
compared to an R? of 0.648. This indicates that the
explanatory model remains robust even after accounting
for complexity, implying that all included predictors are
essential and efficient. In both cases, the adjusted values
confirm the model's parsimony and its relevance in

capturing the essential dimensions of performance and
citizenship behavior in the civil service context. Beyond
explanatory power, a core advantage of PLS-SEM lies in
its ability to assess predictive relevance, captured by the
Q? value derived through a blindfolding procedure.
According to Hair et al. (2019), Q? values greater than 0
indicate predictive relevance, with thresholds of 0.25 for
medium relevance and 0.35 for large relevance.

In this model, the Q* for OCB is 0.361,
indicating medium-to-high predictive relevance. This
suggests that the model does not merely fit the current
data but is also capable of predicting future or unseen
values for the OCB construct. For Employee
Performance, the Q? value reaches 0.402, which exceeds
the benchmark for large predictive relevance. This result
affirms that the combination of organizational
antecedents and behavioral mediators provides a highly
effective basis for predicting performance outcomes
among public employees. Therefore, the model holds not
just theoretical significance but also practical utility for
forecasting HR outcomes in comparable organizational
settings.

Taken together, the R?, Adjusted R?, and Q2
metrics provide strong evidence of a well-functioning,
predictive, and theoretically grounded structural model.
The endogenous constructs—OCB and Employee
Performance—are  substantially and  efficiently
explained by the selected antecedents. The relatively
high Q? values confirm that the model is not only
descriptive but also predictive in nature, which is a
critical advantage in applied public sector research.

These findings suggest that enhancing training
programs, fostering a positive work environment, and
building a strong organizational culture not only improve
employee performance directly but also do so indirectly
by fostering organizational citizenship behaviors. Thus,
public sector managers and policymakers should adopt
an integrative approach that balances technical
competence-building with cultural and behavioral
development.

4.2 Path and Hypothesis Analysis Result
To evaluate the causal relationships among the
constructs in the research model, hypothesis testing was
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conducted using the Partial Least Squares Structural
Equation Modeling (PLS-SEM) approach with
SmartPLS 3.0. This technique allows for the
simultaneous estimation of direct and indirect effects
while assessing the significance of each path coefficient
through bootstrapping procedures. A total of seven
hypotheses were proposed to examine the direct effects
of job training, work environment, and organizational
culture on both organizational citizenship behavior
(OCB) and employee performance, as well as the effect

of OCB on performance. The bootstrapping analysis
involved 5,000 resamples to determine the statistical
significance of each hypothesized path. The decision to
accept or reject each hypothesis was based on the
standardized path coefficient (B), the t-statistic, and the
corresponding p-value. A hypothesis is considered
supported if the p-value is less than 0.05 and the t-
statistic exceeds 1.96, indicating a statistically significant
relationship at the 95% confidence level. The results of
the hypothesis testing are presented in Table 9.

Table 9: Hypothesis and Path Analysis

No. | Hypothesis Path B (Original | t-statistic | p-value Decision
Sample)
H1 | Job Training — Employee X1 —->Y2 0.110 1.070 0.285 X Not
Performance Supported
H2 | Work Environment — Employee X2 —->Y2 0.137 1.288 0.198 X Not
Performance Supported
H3 Organizational Culture — Employee X3 —>Y2 0.061 0.566 0.571 X Not
Performance Supported
H4a | Job Training — OCB X1 —>Y1l |[-0.206 0.881 0.379 X Not
Supported
H4b | Work Environment — OCB X2 —->Yl1 0.138 0.770 0.442 X Not
Supported
H4c | Organizational Culture — OCB X3-Yl1 -0.262 1.146 0.252 X Not
Supported
H5 | OCB — Employee Performance Yl —-Y2 | 0.869 12.014 0.000 < Supported

From the table above it is known that:
X H1: Job Training — Employee Performance

The direct effect of job training on employee
performance reveals a path coefficient of 0.110, with a t-
value of 1.070 and a p-value of 0.285. This result is not
statistically significant at the 5% level, leading to the
rejection of Hypothesis H1. Although job training is
conceptually expected to improve task proficiency, the
results suggest that training in this context may not be
immediately impactful in enhancing performance
without other mediating factors such as behavioral
changes or intrinsic motivation.

X H2: Work Environment — Employee
Performance

The relationship between the work environment
and employee performance shows a non-significant
result with B =0.137, t=1.288, and p = 0.198. As such,
Hypothesis H2 is also rejected. This finding contradicts
prior assumptions that a physically and psychologically
supportive environment directly influences performance.
It is possible that environmental factors may instead
work through indirect or long-term channels not captured
by this direct path.

X H3: Organizational Culture — Employee
Performance

For Hypothesis H3, the path coefficient is only
0.061, with a t-statistic of 0.566 and a p-value of 0.571,
indicating no significant direct relationship between

organizational culture and employee performance. Thus,
Hypothesis H3 is rejected. This may suggest that cultural
values, norms, and leadership support require mediators
such as employee engagement or OCB to impact
performance meaningfully.

X H4a: Job Training — OCB

The direct influence of job training on OCB (
=-0.206, t=0.881, p = 0.379) is not significant, leading
to the rejection of Hypothesis H4a. Surprisingly, the
relationship is negative in direction, which may imply
misalignment between training content and employees’
perceived relevance to discretionary behaviors.

X H4b: Work Environment — OCB

Similarly, Hypothesis H4b is not supported,
with B = 0.138, t = 0.770, and p = 0.442. While a
conducive environment is often believed to enhance
organizational citizenship behaviors, in this sample, the
work setting may not sufficiently stimulate voluntary,
extra-role behaviors.

X H4c: Organizational Culture — OCB

The path coefficient is —0.262, with a t-statistic
of 1.146 and p-value of 0.252, showing a non-significant
and negative relationship. Hence, Hypothesis H4c is also
rejected. This suggests that perceived cultural attributes
may not be aligned with or conducive to the development
of OCB among employees.
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</ H5: OCB — Employee Performance

This is the only hypothesis supported by the
data. The direct effect of OCB on Employee
Performance is very strong and significant, with B =
0.869, t = 12.014, and p = 0.000. Hypothesis H5 is
accepted. This finding strongly confirms that employees

4.3 DISCUSSION

The results of the hypothesis testing offer
critical insights into the dynamics between job training,
work environment, organizational culture,
organizational citizenship behavior (OCB), and
employee performance within the public sector context
of BKPSDM Southeast Maluku. Contrary to initial
expectations grounded in extant literature, most of the
hypothesized direct relationships were found to be
statistically insignificant, with only one path—OCB to
employee performance—demonstrating a strong and
significant effect. This section discusses these findings in
light of theoretical assumptions and contextual realities.

The Limited Role of Structural Variables on
Employee Performance

The findings reveal that job training, work
environment, and organizational culture do not exert a
statistically significant direct influence on employee
performance (H1, H2, and H3 all rejected). These results
stand in contrast to previous research suggesting that
technical training enhances individual competencies
(Arthur et al, 2003), supportive work environments

who demonstrate voluntary behaviors such as helping
others, showing conscientiousness, and promoting a
positive  climate  contribute  significantly  to
organizational performance. In fact, this also suggests
that OCB is the central and most powerful driver of
performance in this model.

foster engagement (Hackman & Oldham, 1976), and
positive organizational cultures shape work behavior
(Cameron & Quinn, 2011). Several factors may explain
this discrepancy. First, in the context of a decentralized
and geographically dispersed government agency, the
uniform implementation and perceived relevance of
training programs may vary considerably, reducing their
direct effectiveness. Second, while the physical and
psychological components of the work environment are
essential, they may not translate into measurable
improvements in performance unless mediated by
motivation or behavioral engagement. Lastly, although
organizational culture is theoretically associated with
performance, its impact may be diluted if the culture is
not fully internalized or practiced consistently by
leadership.

The Insignificant Impact of Structural Variables on
OCB

Similarly, the hypothesized direct effects of job
training, work environment, and organizational culture
on OCB (H4a, H4b, and H4c) were also not supported.
This suggests that organizational interventions such as
training and culture-building efforts, while important,
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may not be sufficient to foster voluntary, extra-role
behaviors without the presence of other psychological or
social mechanisms such as trust, leadership modeling, or
perceived organizational justice. The non-significant
relationship between organizational culture and OCB is
particularly surprising, given the theoretical expectation
that shared values and norms promote discretionary
behavior (Organ, 1988). One possible explanation is that
the existing organizational culture, while articulated,
may not be effectively communicated or modeled in
practice. In such cases, employees may not feel
empowered or inspired to exhibit behaviors beyond their
formal roles.

OCB as a Central Predictor of Employee
Performance

The most striking result of this study is the
strong and significant relationship between OCB and
employee performance (HS5 accepted; f = 0.869, t =
12.014, p = 0.000). This finding is consistent with a
robust body of literature that positions OCB as a key
determinant of organizational effectiveness (Podsakoff
et al, 2009; LePine et al, 2002). Employees who
voluntarily assist colleagues, maintain a positive attitude,
and take initiative—despite the absence of formal
rewards—are shown to contribute substantially to the
overall productivity and adaptability of the organization.
In the context of BKPSDM, this finding underscores the
importance of behavioral and attitudinal factors over
structural or procedural mechanisms. The dominance of
OCB in explaining performance outcomes suggests that
civil service institutions should prioritize fostering a
culture of citizenship, accountability, and engagement,
even above traditional training or environmental
interventions.

V. CONCLUSION

This study aimed to investigate the influence of
job training, work environment, and organizational
culture on employee performance, both directly and
through the mediating role of organizational citizenship
behavior (OCB), within a decentralized government
agency in Southeast Maluku, Indonesia. Using PLS-
SEM, the analysis revealed that none of the direct effects
from the structural variables (training, environment,
culture) to employee performance or OCB were
statistically significant. The only significant relationship
observed was the direct path from OCB to employee
performance.

These findings challenge common assumptions
in public sector human resource management.
Traditional organizational investments in training
programs, environmental restructuring, and culture-
building efforts may be insufficient in producing
performance gains unless they are translated into
behavioral engagement at the individual level. OCB
emerged as the central behavioral mechanism linking
organizational inputs to performance outputs,
emphasizing the role of discretionary, voluntary

employee contributions in driving institutional
effectiveness.

Thus, the study concludes that in bureaucratic
and geographically fragmented settings, such as
Southeast Maluku's civil service, performance
improvement strategies must go beyond technical
interventions. They should foster intrinsic motivation,
trust, and cultural alignment that cultivate citizenship
behaviors among employees.
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