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operational challenges related to resin price volatility, stringent quality
requirements, and shift-based production coordination. Organizational
Citizenship Behavior (OCB) can support operational effectiveness through
voluntary employee contributions.

Objective: This study examines the effects of Perceived Organizational
Support (POS), Organizational Justice (0]), and Psychological Capital
(PsyCap) on OCB through Work Engagement (WE) among permanent
production employees in thermoforming manufacturing companies.
Methods: This study used a quantitative cross-sectional survey with
structured questionnaires. Data were analyzed using Covariance-Based
Structural Equation Modeling (CB-SEM) with the Robust Maximum
Likelihood Satorra-Bentler estimator in LISREL 8.8.

Results: POS, 0], and PsyCap positively influenced WE. POS, 0], PsyCap,
and WE also positively influenced OCB. WE partially mediated the
relationships between POS, 0], PsyCap, and OCB. O] had the strongest
effect on WE, while WE had the strongest effect on OCB.

Conclusion: Organizational support, organizational justice, psychological
capital, and work engagement play important roles in strengthening OCB
among thermoforming production employees. These findings indicate that
organizational and pers onal resources can encourage voluntary extra-
role behavior both directly and through greater work engagement.

To cite this article: Gumbara, G. A. R,, & Satrya, A. (2026). Perceived Organizational Support, Organizational Justice,
and Psychological Capital: Their Impact on Organizational Citizenship Behavior Through Work Engagement. Journal
of Business, Social and Technology, 7(4), 1-13. https://doi.org/10.59261/jbt.v7i4.757

INTRODUCTION

The manufacturing industry is an important pillar of the Indonesian economy,
contributing 18.98 percent to GDP in 2024 and employing 20.01 million workers, equivalent to
13.83 percent of the total working population in August 2024 (Statistik, 2024, 2025). Within this
sector, plastic packaging has expanded alongside the growth of the food and beverage industry
and e-commerce. In the rigid packaging segment, thermoforming technology plays an important
role because it provides production efficiency, consistent product shapes, and hygienic packaging.
The Indonesian thermoformed trays market is projected to increase from USD 196.15 million in
2024 to USD 293.96 million by 2032, indicating continued expansion of the industry (Research,

2025).

The development of the thermoformed packaging market is illustrated in Figure 1. The
increasing market demand creates opportunities for manufacturers but also requires production
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organizations to maintain operational reliability while managing workforce-related challenges.
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Figure 1. Indonesian Thermoformed Trays Market Graph 2024-2032
Source: Data Bridge Market Research (2025)

Market expansion is accompanied by pressure on the supply and cost of raw materials.
Polypropylene and polyethylene terephthalate, which are widely used in thermoforming, are
closely associated with naphtha-based petrochemical production. Naphtha prices have
experienced substantial fluctuations due to geopolitical and energy-market developments,
including the re-imposition of sanctions on Iran's petrochemical sector in 2019, Russia's invasion
of Ukraine in 2022, and increased geopolitical tensions affecting energy markets in 2026 (Agency,
2022,2026b; Executive Order 13846—Reimposing Certain Sanctions With Respect to Iran, 2018).
After declining to approximately USD 556 per ton in 2025, naphtha prices increased to
approximately USD 933 per ton in April 2026, exceeding the 2022 peak (Agency, 2026a;
Economics, 2026).

The development of naphtha and polypropylene prices in the Asian market is presented
in Figure 2. These fluctuations are relevant to thermoforming manufacturers because raw
materials constitute a substantial component of production costs. Cost pressures can increase the
importance of production efficiency, quality control, coordination between shifts, and employee
behavior that supports daily operations.

—O— Harga PP Asia (USD/ton)
=0~ Harga Naphtha (USDiton)
2025-2026 (data parsial/aktual terkini)

1.400

USD 1310

1.200

usD 933 USD 1.050
(Apr 2026) (Q1-Apr 2026)

N

1.000

800

Harga (USD/ton)

600

400

200

2019 2020 2021 2022 2023 2024 2025 2026
Tahui

Figure 2. Asian Naphtha and Polypropylene (PP) Price Trends, 2019--2026
Source: World Bank (2024); Agency (2022); Agency (2026b); Agency (2026a); Trading Economics
(2026)

In this operational context, Organizational Citizenship Behavior (OCB) is relevant because
it reflects voluntary employee behavior that supports organizational functioning beyond formal
job requirements. In thermoforming production, such behavior may include assisting colleagues
during machine changeovers, reporting process anomalies, maintaining effective shift handovers,
and supporting coworkers when operational problems arise (Jin etal., 2022; McManus et al., 2025;
Pratiwi et al., 2024). Although OCB can contribute to operational effectiveness, it should remain
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voluntary and should not become an additional mandatory burden for employees. Understanding
the factors that encourage such behavior is therefore important for manufacturing organizations
facing cost pressures and demanding production environments.

Previous studies have shown that organizational and personal resources can shape
employee engagement and citizenship behavior. Perceived Organizational Support (POS) reflects
employees' perceptions that the organization values their contributions and cares about their
well-being, whereas Organizational Justice (O]) concerns employees' evaluations of fairness
within the organization. Psychological Capital (PsyCap) represents positive psychological
resources that include self-efficacy, hope, optimism, and resilience. These resources can influence
Work Engagement (WE), which represents a positive and fulfilling state of work-related
motivation, and subsequently encourage OCB (Jin et al., 2022; Kurtessis et al., 2017; Mazzetti et
al, 2023; Meng et al,, 2026; Rahman & Karim, 2022). However, previous research has often
examined these relationships separately or within service, healthcare, hospitality, and other
organizational settings. Evidence that simultaneously examines POS, O], and PsyCap as predictors
of WE and OCB among permanent production employees in the thermoforming manufacturing
context remains limited.

This study integrates Job Demands-Resources Theory, Social Exchange Theory, and
Conservation of Resources Theory to explain the relationships among organizational resources,
personal resources, work engagement, and OCB. From the Job Demands-Resources perspective,
POS and O] represent organizational resources, while PsyCap represents a personal resource that
can strengthen employees' capacity to remain engaged at work (Bakker et al.,, 2023; Bakker &
Demerouti, 2017). Social Exchange Theory explains how organizational support and fair
treatment may encourage employees to reciprocate through positive discretionary behavior (Kao
et al,, 2023; Kurtessis et al, 2017). Conservation of Resources Theory further explains how
psychological resources can support engagement and behavioral outcomes by helping employees
preserve and mobilize valuable personal resources (Mazzetti et al., 2023). Integrating these
perspectives provides a broader explanation of how different types of resources may influence
OCB directly and indirectly through WE.

Accordingly, this study examines the effects of POS, O], and PsyCap on OCB through WE
among permanent production employees in thermoforming manufacturing companies in
Tangerang and Semarang, Indonesia. The study contributes to the literature by examining these
organizational and personal resources simultaneously within a manufacturing setting and by
testing WE as a mediating mechanism. The findings are also expected to provide practical
implications for human resource and operational managers in strengthening employee
engagement and voluntary supportive behavior while maintaining fairness, employee well-being,
and the voluntary nature of OCB.

METHOD

The model was constructed by adapting three main references: McManus et al. (2025) for
the POS>WE—OCB path, Rahman & Karim (2022) for the O] >WE—OCB path, and Jin et al. (2022)
for the PsyCap—WE—OCB path. Modifications include: (1) adding O] and PsyCap as simultaneous
predictors, (2) measuring O] as overall justice (Aldabbas et al., 2025; Ambrose & Schminke, 2009),
and (3) repositioning POS from a moderator to a direct predictor. Contextual reinforcement was
obtained from Park & Kim (2024) and Jufrizen et al. (2025). POS, 0], and PsyCap are positioned as
exogenous variables, WE as the mediator, and OCB as the endogenous variable. The exogenous
variables are not connected by causal arrows; their correlations are estimated through the PHI
matrix in CB-SEM. All hypotheses are one-directional and positive (one-tailed, t > 1.65).

A confirmatory, quantitative, cross-sectional, self-administered survey was conducted
using Google Forms and hard-copy questionnaires. The data were analyzed using CB-SEM in
LISREL 8.8 with a robust maximum likelihood estimator and the Satorra-Bentler correction.
Pretest and descriptive analyses were conducted using SPSS 26.

The accessible population consisted of approximately 732 permanent production
employees at two thermoforming facilities (Tangerang, approximately 380; Semarang,
approximately 352). Purposive sampling was employed. Inclusion criteria were permanent
employment status; employment in the production, maintenance, or QC departments; a minimum
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tenure of =1 year; willingness to participate; and complete responses. Exclusion criteria included
failure of the IMC, straight-lining, and duplicate responses.
The finite population formula was:
n=[x*x NxP(1-P)] / [d* x (N-1) + x* x P(1-P)]

With N = 732, x* = 3.841, P = 0.50, and d = 0.05:

n = [3.841 x 732 x 0.25] / [(0.0025 x 731) + (3.841 x 0.25)] = 252.14 = 253 minimum
respondents.

The final sample consisted of 384 respondents (52.46% of the population). The
respondent-to-indicator ratio was 384 /43 = 8.9:1, meeting the recommended ratio of 5:1-10:1 (J.
F. Hair etal,, 2019; ]. Hair & Sabol, 2025).

Table 1
Analysis Stages
Stage Activity Tools
1 Data cleaning, reverse coding, descriptive, pretest (KMO = 0,50; SPSS 26
loading 0,50-1,00; a 2 0,70)
2 Multivariate normality test (Mardia skewness & kurtosis) + ACM PRELIS 2
estimation
3 CFA per construct: GOF, SLF 2 0,50 (ideal 2 0,70), CR> 0,70, VE 20,50 LISREL 8.8
(Robust ML)
4 CMB: Harman's single factor (<50% varians) + SB scaled Ay? test SPSS + LISREL
5 Structural model: path coefficients, R? hypothesis testing (one-tailed LISREL 8.8
t>1,65) (Robust ML)
6 Robustness: HTMT < 0,90, alternative WE model unidimensional LISREL 8.8

Main GOF criteria: RMSEA < 0.08; CFI > 0.90; SRMR < 0.08; NNFI = 0.90; x*/df 2--5.

Mediation was classified as partial (both direct and indirect effects are significant), full
(only the indirect effect is significant), or no mediation (the indirect effect is not significant).

The researcher holds an HR position at the company where the research was conducted.
Mitigation measures include voluntary informed consent, anonymous questionnaires,
distribution through division coordinators (rather than through HR channels), and explicit
affirmation that participation would have no employment consequences. Residual social
desirability bias is acknowledged as a limitation.

RESULTS AND DISCUSSION
Results
Research Implementation

The research was conducted from March to April 2026 among permanent production
employees at two thermoforming manufacturing facilities in Tangerang and Semarang, using
purposive sampling (Pratiwi et al., 2024).

The research instrument was a structured questionnaire using a seven-point Likert scale,
complemented by two instructional manipulation check (IMC) items to assess and filter response
accuracy. Google Forms links were distributed hierarchically through production division
coordinators on each shift (morning, afternoon, and night), rather than through direct HR
channels, as a mitigation measure against power bias and social desirability bias that could
potentially arise from the researcher's position as an HR practitioner at the company where the
research was conducted (Subsection 3.8.3). The measurement and structural models were tested
using covariance-based structural equation modeling (CB-SEM) in LISREL 8.8 with the robust
maximum likelihood estimator, which produces Satorra-Bentler scaled chi-square statistics and
robust standard errors (Dash & Paul, 2021; Muhamad & Zainuddin, 2025).

Readability Test
Readability testing was conducted with five prospective respondents who understood the
manufacturing work context. Several statements required simplification of their wording, but all

Journal of Business, Social and Technology | 4



Gregorius Agusto Revo Gumbara, Aryana Satrya Perceived Organizational ...

revisions were editorial in nature and did not change the substantive meaning of the original
items.

Pretest

After the readability test, the research proceeded to the pretest stage with 40 respondents
who had characteristics similar to those of the main research respondents. This stage aimed to
assess the initial quality of the instrument using three key indicators processed with IBM SPSS
Statistics 26: the Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO-MSA), with a
minimum threshold of 0.50; factor loadings in the range of 0.50-1.00; and Cronbach's alpha of at
least 0.70 (J. F. Hair et al,, 2019; ]. Hair & Sabol, 2025).

Table 2
Pretest Results Summary
Construct/Dimension KMO Loading Range «o

POS (8 item) 0,881 0,841-0,895 0,952
0] (6 item) 0,754 0,658-0,890 0,852
PSE (3 item) 0,667 0,820-0,934 0,853
POP (2 item) 0,500 0,968 0,931
PHO (4 item) 0,751 0,878-0,911 0,921
PRE (3 item) 0,717 0,870-0,918 0,865
WV (3 item) 0,739 0,892-0,930 0,896
WD (3 item) 0,702 0,878-0,940 0,883
WA (3 item) 0,757 0,915-0,928 0,910
OCB (8 item) 0,815 0,715-0,884 0,928

All constructs and dimensions met the three initial validity and reliability criteria. POS
demonstrated the highest quality (KMO = 0.881; o = 0.952). The reverse-coded O] items remained
valid, and the optimism dimension (KMO = 0.500) was still adequate because the factor loadings
and reliability remained high.

The pretest demographic profile showed a male majority (97.50%), married status (60%),
an age range of 21-30 years (45%), high school/vocational education (87.50%), functional staff
positions (97.50%), a most common tenure of 6-10 years (32.50%), and a Tangerang location
(85%). This composition indicates that the pretest respondents matched the target research
characteristics, namely permanent production employees in thermoforming manufacturing
companies.

Main Data Collection
The main data collection yielded 503 raw responses, which were cleaned in stages.

Table 3

Data Cleaning Summary
Stage N Eliminated %
Raw data 503 - -
Workplace screening 501 2 0,40%
IMC 459 42 8,38%
Inclusion criteria 384 75 16,34%
Total valid 384 119 23,66%

Based on Table 3, the largest elimination occurred at the inclusion-criteria stage (75
respondents, or 16.34%), mainly due to mismatches in employment status, work division, or
tenure of less than one year. A total of 42 respondents (8.38%) failed one of the IMC items,
indicating inattention when reading the questionnaire statements. The final sample of 384
respondents represents 52.46% of the total accessible population (~732 employees), exceeding
the minimum requirement of 253 respondents based on the finite population formula. The
respondent-to-observed-indicator ratio was 8.9:1, meeting the 5:1 to 10:1 recommendation for
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CB-SEM (J. F. Hair et al, 2019; ]. Hair & Sabol, 2025) and falling within the 300-500 range
suggested by Kline (2023) for models with higher complexity.

Respondent Demographics

The demographic profile of the 384 research respondents is presented in the following
table to provide an overview of respondent characteristics and assess the representativeness of
the sample relative to the population of permanent production employees.

Table 4

Respondent Demographics
Characteristic Dominant Category %
Gender Male 98,96%
Marital status Married 65,89%
Age 41-50 years 23,96%
Education High School / Vocational 80,73%
Position Functional Staff 97,66%
Tenure > 15 years 31,77%
Location Tangerang (50,78%), Semarang (48,70%) 99,48%

The male dominance (98.96%) is consistent with the characteristics of the manufacturing
industry (BPS, 2024). The majority of respondents were married (65.89%) and had a high school
or vocational education (80.73%). The age and tenure distributions were relatively evenly spread,
ranging from <20 years (16.41%) to >50 years (15.36%), suggesting that the sample was broadly
representative across age groups. Tenure ranged from 1-5 years (23.44%) to >15 years (31.77%),
further supporting the representativeness of perceptions across different career stages. The
concentration of respondents in Tangerang and Semarang (99.48%) aligns with the locations of
the company's main production units.

Descriptive Statistics

Descriptive statistics for the aggregate scores of each construct were calculated to provide
an overview of the response distribution on the seven-point Likert scale. The categories followed
conventional thresholds of 1.00-3.00 (Low), 3.01-5.00 (Medium), and 5.01-7.00 (High).

Table 5
Aggregate Score Descriptive Statistics (N = 384)
Construct Mean SD Category

POS 5256 0,989 High
0]} 5185 1,015 High
PsyCap 5,227 0,818 High
WE 6,324 0,933 High
OCB 5517 0,897 High

All constructs fell into the high category (mean > 5.00). WE had the highest mean (6.324),
followed by OCB (5.517), POS (5.256), PsyCap (5.227), and O], which had the lowest mean (5.185)
and the largest standard deviation (1.015), indicating uneven perceptions of fairness.

[tem-level analysis identified five priority intervention items (high SLF and mean below
the variable average): POS6, 0]5, PSE3, WV3, and OCB5.

Common Method Bias

CMB was controlled through procedural (block separation, IMC, and reverse-coded items)
and statistical (Podsakoff et al., 2024) strategies. Harman's single-factor test showed that the
unrotated first factor explained 45.589% of the total variance across 43 indicators, which is below
the conventional threshold of 50%. Although this result indicates an acceptable level of common
method bias, Podsakoff et al. (2024) emphasize that Harman'’s single-factor test has low sensitivity
and should not be the sole basis for assessing CMB. Therefore, the researcher complemented this
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assessment with the Satorra-Bentler scaled difference chi-square test, comparing the five-factor
model with three alternative models.

Table 6

Model Comparison
Model SBx? df RMSEA CFI ASBy? p
Five-factor 1056,31 844 0,026 0997 - -
Four-factor (POS+0J]) 2229,61 849 0,065 098 1173,30 <0,001
Three-factor 3092,83 855 0,083 097 203652 <0,001
One-factor 4479,62 860 0,100 095 342331 <0,001

Based on Table 6, the five-factor model was significantly superior to all alternative models.
Combining POS and O] into one factor (the four-factor model) resulted in significant degradation
(ASBx?=1173.30; p < 0.001), confirming that both are empirically distinct constructs. Combining
all antecedents (the three-factor model) and all indicators into one factor (the one-factor model)
resulted in progressively greater degradation, with RMSEA increasing from 0.026 to 0.100 and
CFI decreasing from 0.997 to 0.950. These findings reinforce the conclusion that CMB did not pose
a serious threat to the validity of the research findings and that the five-factor structure is the
most appropriate representation of the data.

Multivariate Normality Test

Mardia's test (1970) rejected the assumption of multivariate normality (skewness z =
23.585; kurtosis z = 9.399; p < 0.001). Accordingly, the estimator was switched to Robust
Maximum Likelihood (Robust ML) with the Satorra-Bentler correction (Cain etal, 2017; Kamath
etal, 2025).

CFA per Construct

The Confirmatory Factor Analysis (CFA) stage was conducted to assess the quality of the
measurement model for each latent construct separately before integrating them into the full
measurement model. The evaluation criteria referred to in Subsection 3.10.5 were as follows:
Standardized Loading Factor (SLF) = 0.50 (ideally = 0.70), Composite Reliability (CR) = 0.70, and
Average Variance Extracted (AVE) = 0.50 (]. F. Hair et al,, 2019; |. Hair & Sabol, 2025).

Table 7

CFA Summary
Construct SLF Range CR AVE RMSEA CFI
POS 0,740-0,800 0,919 0,587 0,033 0,998
0] 0,742-0,788 0,895 0,586 0,015 1,000

PsyCap (2nd order) 0,832-0,880 0,918 0,736 0,030 0,996
WE (2nd order) 0,965-1,002* 0,987 0957 0,034 0,999
OCB 0,659-0,742 0,884 0,488 0,005 1,000

All constructs demonstrated adequate convergent validity and reliability. POS (CR=0.919;
AVE =0.587) and O] (CR = 0.895; AVE = 0.586) demonstrated very good measurement properties.
The SLFs of the reverse-coded O] items increased from the pretest, consistent with the exclusion
of respondents who failed the IMC (Bloy et al.,, 2025; Curran, 2016). PsyCap had item SLFs above
0.69. The optimism dimension (CR = 0.678) was slightly below the recommended threshold but
was considered acceptable because the higher-order construct met the required criteria (CR =
0.918; AVE = 0.736). Self-efficacy was the most dominant dimension (second-order SLF = 0.880).

WE had item SLFs above 0.85 (CR = 0.909-0.922; AVE = 0.768-0.797) and a higher-order
CR of 0.987. The SLF for vigor of 1.002 represents a boundary estimate (Aygiin et al., 2026;
Joreskog, 1999), confirming vigor as the most dominant manifestation of WE among production
workers.

OCB had SLFs ranging from 0.659 to 0.742, with a CR of 0.884. The AVE of 0.488 was
slightly below the recommended threshold but was considered acceptable because the CR
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exceeded 0.70.

Full Measurement Model

After the per-construct CFAs were deemed adequate, all constructs were tested
simultaneously in the full measurement model to assess measurement quality when all five latent
constructs were estimated together. Covariances among the constructs were estimated without
imposing causal restrictions.

Table 8

Full Measurement Model GOF
Index Result Conclusion
x?/df 1,225 Good Fit
RMSEA 0,024 Close Fit
SRMR 0,029 Good Fit

CFI 0,997 Excellent
NNFI 0,997 Good Fit
GFI 0,889 Marginal

RMSEA of 0.024 (close fit) and CFI of 0.997 (excellent fit) confirmed excellent model fit.
GFI (0.889) was marginal but reasonable for 43 indicators (]. F. Hair et al., 2019; |J. Hair & Sabol,
2025). The measurement model was therefore deemed adequate for structural analysis.

Discriminant Validity

Under the Fornell-Larcker criterion, POS, O], PsyCap, and WE met the required criteria.
OCB (VAVE = 0.698) did not meet the criterion because its correlation with WE (0.858) exceeded
the square root of its AVE.

As a robustness check, the HTMT results showed that all pairs were below 0.90, with the
highest value observed between WE and OCB (HTMT = 0.844). Thus, discriminant validity could
still be maintained.

Structural Model and Hypotheses
The structural model showed very good fit: x*/df = 1.251; RMSEA = 0.026 (close fit); CFI
=0.997 (excellent fit); SRMR = 0.065.

Table 9

Direct Hypothesis Results (H1--H7)
Hypothesis Path B t-value  Conclusion
H1 POS - WE 0,336 6,308*** Accepted
H2 0] - WE 0,448 7,604*** Accepted
H3 PsyCap—->WE 0,197 3,205*** Accepted
H4 POS - OCB 0,309 4,676*** Accepted
H5 0] -» OCB 0,135 1,937* Accepted
H6 PsyCap - 0OCB 0,131 1,729* Accepted
H7 WE - OCB 0,402 4,693*** Accepted

*p < 0,05 one-tailed; ***p < 0,001

All seven direct hypotheses were supported using a one-tailed test (t > 1.65). O] was the
strongest predictor of WE (8 = 0.448), while WE was the strongest predictor of OCB (§ = 0.402).
H5 and H6 were significant but had smaller effect magnitudes.

Table 9 reports the R? values: WE = 0.787 (78.73%, substantial) and OCB = 0.802 (80.16%,
substantial), according to Cohen's criteria (1988); Sommet (2023). The high R? values can be
explained by population homogeneity (permanent production employees working within a
uniform organizational context), the close theoretical relationships among the constructs within
the JD-R framework, and the use of higher-order constructs for PsyCap and WE, which aggregate
highly correlated dimensions.
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Mediation Hypotheses

Mediation testing was conducted to examine the role of WE as a mediator across three
hypotheses (H8-H10). The significance of the indirect effects was evaluated using the Indirect
Effects of KSI on Y output in LISREL 8.8. The types of mediation were classified as follows:
significant direct and indirect effects = partial mediation; only a significant indirect effect = full
mediation; and a nonsignificant indirect effect = no mediation.

The partial mediation model was significantly better than the full mediation model (ASBy?
=36.03; p < 0.001).

Table 10

Mediation Results (H8--H10)
Hypothesis Path Direct 3 (t) Indirect B tindirect Nature
H8 POS-WE—-OCB 0,309 (4,676) 0,111 3,985***  Partial
H9 0J-WE—-O0CB 0,135(1,937) 0,152 4,408***  Partial
H10 PsyCap—»WE—-OCB 0,131 (1,729) 0,065 2,503* Partial

All three mediation hypotheses were supported, indicating partial mediation. POS had the
strongest direct path (B = 0.309), consistent with a dual SET and JD-R mechanism. O] had the
largest indirect effect (f = 0.152) but a weaker direct path. PsyCap had the smallest effects for
both the direct and indirect paths, consistent with COR.

Discussion
H1: POS - WE (= 0.336; t = 6.308)

POS, the second-strongest predictor of WE, functions as a job resource that fulfills
socioemotional needs through psychological availability (Demerouti & Bakker, 2023), consistent
with McManus et al. (2025) and Kurtessis et al. (2017); (Meng et al., 2026). The POS2 item (SLF =
0.800) represents protective benevolence that contributes to psychological safety among
production employees.

H2: 0] - WE (B=0.448; t = 7.604)

0] was the strongest predictor of WE. This dominance can be explained by attentional
salience: fairness evaluations occur during every shift through daily allocative decisions, giving O]
greater weight than POS. This finding is consistent with Ho et al. (2025) and Rahman and Karim
(2022). The 0J2 item (SLF = 0.788) represents trust-based perceptions of justice formed through
accumulated long-term experience.

H3: PsyCap - WE (= 0.197; t = 3.205)

The magnitude of the effect was lower than that of both job resources, consistent with the
JD-R perspective that personal resources function as amplifiers of motivational processes (Bakker
& Demerouti, 2017; Demerouti & Bakker, 2023), and with the findings of Mazzetti et al. (2023).
The self-efficacy dimension was dominant (SLF = 0.880); item PSE3 (SLF = 0.731) represents
confidence in lateral technical communication between operators.

H4: POS - OCB (= 0.309; t =4.676)

POS was the only antecedent with a strong direct path to OCB, which can be explained by
felt obligation within SET. Among production workers, reciprocation is action-oriented and
therefore may not require motivational transformation, differing from findings in the hospitality
context that report full mediation (Park & Kim, 2024). This finding is consistent with Kao et al.
(2023).

H5:0] - OCB (B =0.135;t=1.937)

The direct path was significant under a one-tailed test but relatively weak. The indirect
path through WE was substantially stronger (indirect f = 0.152; t = 4.408). In a low-autonomy
context with tangible physical demands associated with OCB, justice may operate more effectively
through prior motivational transformation. This finding is consistent with Sridadi et al. (2023) in
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structured contexts. The marginal t-value, which falls between 1.65 and 1.96, indicates that the
strength of the path may be sensitive to sample variation.

Hé: PsyCap —» OCB (f=0.131; t = 1.729)

This was the weakest direct path. From a COR perspective, personal resources may largely
require conversion through engagement before translating into discretionary behavior. This
pattern is similar to that reported by Jin et al. (2022), although the direct effect was smaller,
potentially because the present model involves greater contextual demands.

H7: WE - OCB (B = 0.402; t = 4.693)

WE was the strongest predictor of OCB, confirming its role as a central motivational
mechanism (Bakker et al., 2023; Corbeanu & lIliescu, 2023). Item WV3 (SLF = 0.894) was the
strongest indicator of WE and may serve as a sensitive leading indicator of attention quality
during the first hour of a shift.

H8-H10: WE Mediation

All three resources demonstrated partial mediation, with distinct patterns across the
direct and indirect paths. POS had the strongest direct path ( = 0.309), O] had the largest indirect
effect (f = 0.152), and PsyCap had the smallest effects for both the direct and indirect paths.

The model explained 78.73% of the variance in WE and 80.16% of the variance in OCB. O]
was the strongest driver of WE, POS was the resource with the most prominent dual direct and
indirect pathways, and PsyCap functioned as a complementary personal-resource amplifier. This
configuration is relevant to operational outcomes such as reject rates, anomaly detection, shift
coordination, and passive behaviors.

The model did not test the direct causal relationship between OCB and reject or defect
rates. OCB is positioned as a supportive behavior relevant to process stability (Jin et al., 2022;
Organ, 1988; Pratiwi et al., 2024), rather than as a substitute for technical system improvements.
In an industry with limited control over global resin prices, the configuration of resources that
fosters extra-role behavior represents one relevant pathway for maintaining profit margins.

CONCLUSION

This study demonstrates that Perceived Organizational Support (POS), Organizational
Justice (0]), and Psychological Capital (PsyCap) positively influence Work Engagement (WE)
among permanent production employees in thermoforming manufacturing companies in
Indonesia. O] emerged as the strongest predictor of WE, while WE had the strongest positive effect
on Organizational Citizenship Behavior (OCB). POS, O], and PsyCap also had direct positive effects
on OCB. These findings indicate that organizational and personal resources contribute to
employee engagement and voluntary extra-role behavior in the manufacturing context.

Work Engagement partially mediates the relationships between POS, O], PsyCap, and OCB.
Theoretically, the findings support the complementary application of Job Demands-Resources
Theory, Social Exchange Theory, and Conservation of Resources Theory to explain how
organizational and personal resources shape employee behavior. From a managerial perspective,
manufacturing companies should strengthen organizational support, ensure fairness and
transparency in decision-making, develop employees’ psychological resources, and create
working conditions that sustain engagement without turning voluntary extra-role behavior into
an obligatory burden. This study is limited by its cross-sectional design, reliance on self-report
data, and focus on permanent employees from two thermoforming manufacturing companies.
Future research should consider longitudinal and multisource designs, broader industrial
contexts, nonpermanent employees, and more detailed dimensions of organizational justice.

ACKNOWLEDGEMENT
The authors would like to express their appreciation to all respondents who participated
voluntarily in this study and provided the information required for the research. The authors also
acknowledge the support provided during the data collection process. This research received no
specific grant from any funding agency in the public, commercial, or not-for-profit sectors.

Journal of Business, Social and Technology | 10



Gregorius Agusto Revo Gumbara, Aryana Satrya Perceived Organizational ...

AUTHOR CONTRIBUTION STATEMENT
Gregorius Agusto Revo Gumbara and Aryana Satrya contributed to the conceptualization,
methodology, data collection, data analysis, interpretation of results, and preparation of the
manuscript. Both authors have read and agreed to the published version of the manuscript.

REFERENCES

Agency, 1. E. (2022). World Energy Outlook 2022. International Energy Agency.
https://www.iea.org/reports/world-energy-outlook-2022

Agency, 1. E. (2026a). Oil Market Report: April 2026. International Energy Agency.
https://www.iea.org/reports/oil-market-report-april-2026

Agency, 1. E. (2026b). Oil Market Report: March 2026. International Energy Agency.
https://www.iea.org/reports/oil-market-report-march-2026

Aldabbas, H., Elamin, A. M., & Ahmed, A. Z. E. (2025). Organizational justice and affective
commitment: the mediating role of perceived organizational support among UAE
government employees. Cogent Business & Management, 12(1), 2514807.

Ambrose, M. L., & Schminke, M. (2009). The role of overall justice judgments in organizational
justice research: A test of mediation. Journal of Applied Psychology, 94(2), 491-500.
https://doi.org/10.1037/a0013203

Aygiin, E., Belyaeva, A., Comanici, G., Coram, M., Cui, H., Garrison, J., Johnston, R., Kast, A., McLean,
C. Y, & Norgaard, P. (2026). An Al system to help scientists write expert-level empirical
software. Nature, 1-3.

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and looking
forward.  Journal of Occupational  Health  Psychology, 22(3), 273-285.
https://doi.org/10.1037 /ocp0000056

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. (2023). Job demands-resources theory: Ten years
later. Annual Review of Organizational Psychology and Organizational Behavior, 10(1), 25-
53. https://doi.org/10.1146/annurev-orgpsych-120920-053933

Bank, W. (2024). Commodity Markets Outlook, October 2024. World Bank.
https://documents.worldbank.org/en/publication/documents-
reports/documentdetail /099126301312598929

Bloy, L. Resheff, Y., Kluger, A, & Malovicki-Yaffe, N. (2025). Identifying careless survey
respondents through machine learning using responses to a gibberish scale. Advances in
Methods and Practices in Psychological Science, 8(4), 25152459251378420.

Cain, M. K,, Zhang, Z., & Yuan, K.-H. (2017). Univariate and multivariate skewness and kurtosis for
measuring nonnormality: Prevalence, influence and estimation. Behavior Research Methods,
49(5),1716-1735. https://doi.org/10.3758/s13428-016-0814-1

Cohen, ]. (1988). Statistical power analysis for the behavioral sciences. Lawrence Erlbaum
Associates.

Corbeanu, A., & Iliescu, D. (2023). The link between work engagement and job performance: A
meta-analysis. Journal of Personnel Psychology, 22(3), 111-122.
https://doi.org/10.1027/1866-5888/a000316

Curran, P. ]. (2016). Methods for the detection of carelessly invalid responses in survey data.
Journal of Experimental Social Psychology, 66, 4-109.
https://doi.org/10.1016/j.jesp.2015.07.006

Dash, G., & Paul, J. (2021). CB-SEM vs PLS-SEM methods for research in social sciences and
technology forecasting. Technological Forecasting and Social Change, 173, 121092.
https://doi.org/10.1016/j.techfore.2021.121092

Demerouti, E., & Bakker, A. B. (2023). Job demands-resources theory in times of crises: New
propositions. Organizational Psychology Review, 13(3), 209-236.

Economics, T. (2026). Naphtha. Trading Economics.
https://tradingeconomics.com/commodity /naphtha

Hair, ]. F., Black, W. C,, Babin, B. ., & Anderson, R. E. (2019). Multivariate data analysis (8th ed.).
Cengage Learning. https://scholar.google.com/scholar?q=Multivariate+data+analysis

Hair, ]J., & Sabol, M. A. (2025). Overview of multivariate data analysis, An. In International

11 | Journal of Business, Social and Technology



Gregorius Agusto Revo Gumbara, Aryana Satrya Perceived Organizational ...

encyclopedia of statistical science (pp. 1853-1856). Springer.

Ho, H. C. Y. (2025). A one-year prospective study of organizational justice and work attitudes: An
extended job demands-resources model. Journal of Managerial Psychology, 40(1), 21-36.
https://doi.org/10.1108/JMP-02-2024-0113

Jin, M., Zhang, Y., Wang, F., Huang, ], Feng, F., Gong, S., Wang, F., Zeng, L., Yuan, Z., & Wang, |. (2022).
A cross-sectional study of the impact of psychological capital on organisational citizenship
behaviour among nurses: Mediating effect of work engagement. Journal of Nursing
Management, 30(5), 1263-1272. https://doi.org/10.1111/jonm.13609

Joreskog, K. G. (1999). How Large Can a Standardized Coefficient Be? Scientific Software
International. https://www.statmodel.com/download/Joreskog.pdf

Jufrizen, Hasibuan, J. S., Farisi, S., & Muslih. (2025). Determinants of employee engagement and
organizational citizenship behavior of nurses in public hospitals in Indonesia. Problems and
Perspectives in Management, 23(1), 584-596.
https://doi.org/10.21511/ppm.23(1).2025.44

Kamath, A., Poojari, S., & Varsha, K. (2025). Assessing the robustness of normality tests under
varying skewness and kurtosis: a practical checklist for public health researchers. BMC
Medical Research Methodology, 25(1), 206.

Kao, J.-C., Cho, C.-C., & Kao, R.-H. (2023). Perceived organizational support and organizational
citizenship behavior: A study of the moderating effect of volunteer participation motivation,
and cross-level effect of transformational leadership and organizational climate. Frontiers
in Psychology, 14, 1082130. https://doi.org/10.3389/fpsyg.2023.1082130

Kline, R. B. (2023). Assumptions in structural equation modeling. In R. H. Hoyle (Ed.), Handbook
of Structural Equation Modeling (2nd ed., pp. 128-144). Guilford Press.
https://www.guilford.com/books/Handbook-of-Structural-Equation-Modeling/Rick-
Hoyle/9781462544646

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A, & Adis, C. S. (2017).
Perceived organizational support: A meta-analytic evaluation of organizational support
theory. Journal of Management, 43(6), 1854-1884.
https://doi.org/10.1177/0149206315575554

Mazzetti, G., Robledo, E., Vignoli, M., Topa, G., Guglielmi, D., & Schaufeli, W. B. (2023). Work
engagement: A meta-analysis using the job demands-resources model. Psychological
Reports, 126(3), 1069-1107. https://doi.org/10.1177/00332941211051988

McManus, H., Dundon, T., & Lavelle, J. (2025). “Workin for a Livin”: Mediating the role of perceived
support, work engagement, and organizational citizenship behavior in the hospitality
sector. International Journal of Hospitality = Management, 126, 103983.
https://doi.org/10.1016/j.ijhm.2024.103983

Meng, L., Nie, Y., Wu, S,, Li, W., Zhang, B., & Tao, G. (2026). Food Chemistry : X Effects of variety and
cultivation on volatile organic compounds in Dictyophora rubrovolvata: Insights from
integrated GC-IMS, GC-MS and E -nose and Multivariate Data Analysis. 33(June 2025).

Muhamad, N., & Zainuddin, N. H. (2025). PLS-SEM or CB-SEM method for customer loyalty
towards mobile service providers data. EDUCATUM Journal of Science, Mathematics, and
Technology, 12, 135-145.

Organ, D. W. (1988). Organizational Citizenship Behavior: The Good Soldier Syndrome. Lexington
Books. https://books.google.com/books?hl=EN&id=te GxAAAAIAA]

Park, J.,, & Kim, J. (2024). The relationship between perceived organizational support, work
engagement, organizational citizenship behavior, and customer orientation in the public
sports organizations context. Behavioral Sciences, 14(3), 153.
https://doi.org/10.3390/bs14030153

Podsakoff, P. M., Podsakoff, N. P., Williams, L. ]., Huang, C., & Yang, J. (2024). Common method bias:
It's bad, it's compley, it's widespread, and it’s not easy to fix. Annual Review of Organizational
Psychology and Organizational Behavior, 11, 17-61. https://doi.org/10.1146/annurev-
orgpsych-110721-040030

Pratiwi, N., Arief, D. R,, Suseno, H., & Dhuha, A. D. Z. (2024). Optimization of cycle time and
reduction of tailed on top defects in bottle caps using Taguchi method. Berkala Penelitian
Teknologi Kulit, Sepatu, Dan Produk Kulit, 23(2), 313-323.

Journal of Business, Social and Technology | 12



Gregorius Agusto Revo Gumbara, Aryana Satrya Perceived Organizational ...

https://doi.org/10.58533 /ka6e2a97

Rahman, M. H. A, & Karim, D. N. (2022). Organizational justice and organizational citizenship
behavior: The mediating role of work engagement. Heliyon, 8, e09450.
https://doi.org/10.1016/j.heliyon.2022.e09450

Research, D. B. M. (2025). Indonesia thermoform trays market. Data Bridge Market Research.
https://www.databridgemarketresearch.com/nucleus/indonesia-thermoform-trays-
market

Sommet, N., Weissman, D. L., Cheutin, N., & Elliot, A. ]. (2023). How many participants do I need to
test an interaction? Conducting an appropriate power analysis and achieving sufficient
power to detect an interaction. Advances in Methods and Practices in Psychological Science,
6(3),25152459231178730.

Sridadi, A. R, Eliyana, A, Priyandini, F. A., Pratama, A. S,, Ajija, S. R,, & Mohd Kamil, N. L. (2023).
Examining antecedents of organizational citizenship behavior: An empirical study in
Indonesian police context. PLOS ONE, 18(10), e0291815.
https://doi.org/10.1371/journal.pone.0291815

Statistik, B. P. (2024). Proporsi tenaga kerja pada sektor industri manufaktur (persen), 2024. Badan
Pusat Statistik. https://www.bps.go.id/id/statistics-table /2 /MTkOMyMy/proporsi-tenaga-
kerja-pada-sektor-industri-manufaktur--persen-.html

Statistik, B. P. (2025). Distribusi persentase produk domestik bruto atas dasar harga berlaku
menurut lapangan usaha. Badan Pusat Statistik. https://www.bps.go.id/id/statistics-
table/1/MTk2NSMx/-seri-201distribusi-pdb-triwulanan-atas-dasar-harga-berlaku-
menurut-lapangan-usaha--persen-.html

Executive Order 13846—Reimposing Certain Sanctions With Respect to Iran, 83 Federal Register
38939 (2018). https://www.govinfo.gov/link/fr/83 /38939

13 | Journal of Business, Social and Technology



