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	Abstract 
[bookmark: _gjdgxs]
This study aims to obtain empirical evidence of the effect of employee engagement and quality of work life on employee performance with organizational citizenship behavior as an intervening variable. The population in this study were all employees at the Probolinggo Regional Inspectorate, totaling 122 employees. The determination of the number of samples using the slovin formula, which is 94 people. The data analysis technique used in this study is Partial Least Square-Structural Equation Modeling (PLS-SEM) using smartPLS software version 4.0. The results of the study show that although employee engagement is getting stronger, it is not able to encourage increased employee performance. Better employee engagement is able to encourage increased organizational citizenship behavior. Better quality of work life is able to encourage increased employee performance. Better quality of work life is able to encourage increased organizational citizenship behavior. Higher organizational citizenship behavior is able to encourage increased employee performance. Organizational citizenship behavior plays a role in fully mediating the influence of employee engagement on employee performance. Organizational citizenship behavior plays a role in partially mediating the influence of quality of work life on employee performance.



1. INTRODUCTION 
Employee performance is one of the important aspects that must be considered by the company, because employee performance leads the company to achieve its goals. Employee performance is the result of a process that refers to and is measured over a certain period of time based on predetermined provisions and agreements. According to Kasmir (2016), performance is the result of work and work behavior that has been achieved in completing the tasks and responsibilities given in a certain period. Meanwhile, the definition of performance according to (Hamali, 2018) is the result of work that has a strong relationship with the organization's strategic goals, consumer satisfaction, and contributes to the economy.
Internal supervision of the Ministry of Home Affairs and supervision of the implementation of local governments, which emphasizes more on good governance and good government, as well as supervision of the implementation of good regional government affairs and government with integrity within the Ministry of Home Affairs and Regional Governments. In addition, the Strategic Plan of the East Java Provincial Inspectorate in carrying out its duties, there are also several points that are the main focus of the Inspectorate, including the Accountability of the Financial Reporting of the East Java Provincial Government and the Evaluation Score of the Government Agency Performance Accountability System.
Based on the description of the Supervision of the Ministry of Home Affairs and the East Java Provincial Inspectorate, the actions that will be taken by the Inspectorate in the Probolinggo Region in developing Regional Apparatus Services must be able to recognize the condition of the internal elements of the organization that are controllable which are useful for finding out the factors of organizational challenges and opportunities in determining the level of urgency and impact of the potential and scale of its priorities.
Performance is generally defined as a person's success in carrying out a job. Employee performance is the result of work achieved by a person in carrying out the tasks assigned to him to achieve work targets. Many factors can affect employee performance, including employee engagement. Siddhanta & Roy (2010) stated that employee angagement can create success for companies to achieve their goals through actions related to employee performance, work safety, productivity, attendance and retention, customer satisfaction, customer loyalty, to profitability and employee performance is one of the things that is the response to the creation of high employe angagement.
Gallup Consulting (2017) states that "Employee engagement as those who are involved in, enthusiastic about and committed to their work and workplace". This means that employee engagement is involvement, enthusiasm and commitment to the job and place where they work.
In the research, Markos & Sridevi (2010) explained that where employees are more engaged, the more likely the company is to exceed the industry average in company growth. An employee who is engaged in his company will work as best as possible to make a greater contribution to the company. At this time, companies are better to pay attention to employee engagement in their employees because high employee engagement will provide benefits for the company.
In addition to employee engagement, the quality of work life can also affect employee performance. This was conveyed by Prujit (2000) who stated that employees are a very important and valuable factor, so the company has the responsibility to foster the workforce so that they are willing to contribute optimally to achieve the company's goals and maintain the quality of work life of employees well.
Quality of work life is a concept that includes the quality that is felt (in the hearts of employees) from all aspects of its membership in a company. Things that are felt by individuals in an organization are related to personal and social values, so they include personal and psychological satisfaction. A good quality of work life must be applied by organizational management in order to achieve the goals of the organization (Tjahyanti, 2013).
In addition to employee engagement and quality of work life, organizational citizenship behavior can also affect employee performance. Robbins & Judge (2016) presented facts that show that organizations that have employees who behave in organizational citizenship behavior will perform better than other organizations.
Organizational citizenship behavior is behavior that exceeds what has been standardized by the company (Kreitner & Kinicki, 2004). Organ (1988), defines that organizational citizenship behavior is the free behavior of individuals that is explicitly or indirectly recognized by the formal system, and in the aggregate functions effectively and efficiently in an organization. Organizational citizenship behavior is characterized by the behavior of individuals who voluntarily contribute extra roles outside of their job description to the organization (Organ, 1988). People who display organizational citizenship behavior are referred to as good citizens. Other examples of behaviors that belong to the organizational citizenship behavior group are avoiding conflicts with colleagues, protecting organizational property, respecting the rules that apply in the organization, tolerating situations that are less than ideal/pleasant at work, giving constructive suggestions at work, and not wasting time at work.

2. LITERATURE REVIEW 
Employee Engagement
Schaufeli et al. (2002) define employee engagement as: "a positive, satisfying, and work-related state of mind characterized by passion, dedication, and absorption". This definition is also in accordance with Khan (1990) that an employee will be mindful, physical, and emotionally attached to his or her work. So it can be concluded that an employee who engages with his or her work will be fully focused and concentrated on his work until it is completed and achieves organizational goals (Macey et al., 2009).
Quality of Work Life
Quality of Work Life (QWL) is a form of philosophy applied by management in managing organizations in general and human resources in particular. As a philosophy, the quality of work life is a management's perspective on people, workers and organizations. The main elements of the philosophy are: management's concern about the impact of work on people, organizational effectiveness and the importance of employees in making decisions especially regarding their work, career, income and fate at work.
Organizational Citizenship Behavior
Organizational citizenship behavior is behavior that can benefit the organization, for example by providing assistance to coworkers voluntarily, easing the burden on coworkers, not taking too much rest, always carrying out tasks even if they are not asked, and helping others to solve problems.
Employee Performance
A company can be said to be successful if the performance of human resources strives to improve employee performance to achieve the company's goals that have been set. Robbin & Judge (2016) defines performance as a result achieved by employees in their work according to certain criteria that apply to a job.

3. RESEARCH METHODS 
This research uses an intuitive quantitative research approach, namely research that determines the nature of testing theories through investigating research variables with a view that requires analysis using statistical procedures. Based on the research objectives that have been established, use this type of research to explain the research. The research model used is the Structural Equiaition Modeling (SEM) model which is based on a variable basis, namely Pairtiail Leaist Squiaire (PLS). The SmairtPLS 4 computer program is used to intuitively determine the level of significance of variable data. Then you can also use IBM SPSS Statistics 25 to use descriptive statistical analysis. 
In a research subject, the research subject has strategic competitive factors in the research subject, it is obtained from the variable content being researched. The subjects paid for this research were employees of the Probolinggo Regional Inspectorate. The object of this research is employee engagement, quality of work life, organizational citizenship behavior and employee performance.
This research was carried out in two locations, namely: Kotai Probolinggo Inspectorate and Kaibuipaiten Probolinggo Inspectorate. These results are sourced from the primary data which is included in the data obtained from the questionnaire. The secondary source of this research is a study area where the research is located. The population of this research is employees at the Regional Inspectorate of Probolinggo who won 122 employees.
Based on this research, the sampling technique used is based on nonprobability sampling using the technique adopted, namely proportionaite straitified raindom sampling. According to AIrikuinto (2016), the proportionaite straitified raindom sampling technique means that the sample is determined, the researcher takes representatives from each group that represents the population in each group, according to the number of members of the subjects in each group. mentioned. So the sample in this study was 94 employees. The digital analysis technique used in this research is Pairtiail Leaist Squiaire-Struictuirail Equiaition Modeling (PLS-SEM) using SMARTPLS version 4.0 software.

4. RESULTS AND DISCUSSION 
Results
Results of Evaluation of the Recognition Model
Evaluation of the assessment model (meaisuirement model) is carried out in an intuitive way to draw on a block of indicators with constructive variables. These indicators need to be tested for reliability, which consists of an indicator reliability test and an internal consistency reliability test. Meanwhile, the validity test consists of the convergent value test and the discriminant value test.

[image: ]
Figure 1. Outer Model

Internal Consistency Reliability
Internal Consistency Reliability determines how well the indicator can determine the other construct. It is useful to intuitively assess the ability to use Cronbaich's objective in composite reliability.
[bookmark: _Hlk121278230]Taible 2. Cronbaich's ailphai dain Composite reliaibility
	Vairiaibel
	Cronbaich's ailphai
	Composite reliaibility (rho_ai)

	Employee Engaigement (X1)
	0.953
	0.960

	Quiaility of Work Life (X2)
	0.974
	0.974

	Orgainizaitionail Citizenship Behaivior (Z)
	0.975
	0.976

	Kinerjai Pegaiwaii (Y)
	0.989
	0.989



Dairi Taibel in aitais, has a value of Cronbaich's ailphai, Employee Engagement is 0.953, Quality of Work Life is 0.974, Organizational Citizenship Behavior is 0.975, and Employee Performance is 0.989, all of which are bigger than 0.70. Likewise, the values ​​for Composite Reliability, Employee Engagement are 0.960, Quality of Work Life is 0.974, Organizational Citizenship Behavior is 0.976, and Employee Performance is 0.989, all of which are higher than 0.60. So that the results can be linked to all the indicators capable of confirming the underlying construction.

Haisil Evailuiaisi Model Struiktuirail (Struictuirail Model)
Evaluation of the structural model (structural model) in the form of intuitive fabric confirms a factor based on its empirical indicators. Struictuirail model is a model regarding the structure of the structure that forms the aitaiui describing the structure of the structure of the construction.
Next, we evaluate the structure model by checking the construction collation and analysis of the model's predictive ability, which is then further refined by checking the model's predictive ability using four criteria, namely variation inflation factor (VIF), coefficient of determination (R2), cross-validated reduindaincy (Q2), dain effect size (f2).
[image: ]
Figure 2. Inner Model

Collineairity Statistics (VIF)
Collineairity Staitistics is a construction structure that is formed without sailing with high competition (high competition) and is not formed by means of a multi-dimensional waveform that can be shaped using Vairiaince Inflaited Faictor (VIF).
[bookmark: _Hlk121278337]Taibel 3. Collineairity Staitistics (VIF) Inner Model
	Vairiaibel
	Employee Engaigement (X1)
	Kinerjai Pegaiwaii (Y)
	Orgainizaitionail Citizenship Behaivior (Z)
	Quiaility of Work Life (X2)

	Employee Engaigement (X1)
	
	7.262
	5.574
	

	Kinerjai Pegaiwaii (Y)
	
	
	
	

	Orgainizaitionail Citizenship Behaivior (Z)
	
	8.190
	
	

	Quiaility of Work Life (X2)
	
	7.668
	5.574
	


Suimber: Daitai primer diolaih (2024)
Table 3 shows that the VIF value of the construct water correlation is smaller than 10. So that the value of the construct water correlation correlation is lower, it means that the model in this research does not occur in muiltikolineairitais.

Coefficient of Determination (R2)
The coefficient of determination is a intuitive fluidity that assesses how much the endogenous construct can be explained by the exogenous construct.
[bookmark: _Hlk121278353]Taible 4. Coefficient of Determination (R2)
	Vairiaibel  
	R-squiaire
	R-squiaire aidjuisted

	Orgainizaitionail Citizenship Behaivior (Z)
	0.878
	0.875

	Kinerjai Pegaiwaii (Y)
	0.954
	0.952


Suimber: Daitai primer diolaih (2024)
In the table above, it can be seen that the R-Squiaire value of the endogenous construct Organizational Citizenship Behavior was obtained as high as 0.878 or 87.8%. These results indicate that Employee Engagement and Quality of Work Life provide an impact of as much as 87.8% regarding Organizational Citizenship Behavior. Mimicking Sairstedt et al. (2017), the value of the coefficient of determination (R2) shows that the model can be related to the questionnaire because the value is greater than 0.75.
Then we intuitively value the R-Squiaire endogenous construct of employee performance which is obtained as high as 0.954 or 95.4%. These results indicate that Employee Engagement, Quality of Work Life, and Organizational Citizenship Behavior provide an impact of 95.4% on Employee Performance. Mimicking Sairstedt et al. (2017), the value of the coefficient of determination (R2) shows that the model can be related to the questionnaire because the value is greater than 0.75.

Results of Hypothesis Testing
The bootstrapping procedure used by SmairtPLS produces intuitive t-statistical values ​​for each experimental model that is used to test the hypothesis. The t-statistic value can be compared with the t-value value. This research aims to achieve a confidence level of 95% so that the level of precision is expected to be uncertain (α) = 5% = 0.05, the t-value value is 1.96.
[bookmark: _Hlk121201941]Table 5. Hypothesis testing
	Paith
	T staitistics (|O/STDEV|)
	P vailuies

	Employee Engaigement (X1) -> Kinerjai Pegaiwaii (Y)
	0.067
	0.946

	Employee Engaigement (X1) -> Orgainizaitionail Citizenship Behaivior (Z)
	3.759
	0.000

	Quiaility of Work Life (X2) -> Kinerjai Pegaiwaii (Y)
	2.212
	0.027

	Quiaility of Work Life (X2) -> Orgainizaitionail Citizenship Behaivior (Z)
	4.272
	0.000

	Orgainizaitionail Citizenship Behaivior (Z) -> Kinerjai Pegaiwaii (Y)
	13.303
	0.000

	Employee Engaigement (X1) -> Orgainizaitionail Citizenship Behaivior (Z) -> Kinerjai Pegaiwaii (Y)
	3.596
	0.000

	Quiaility of Work Life (X2) -> Orgainizaitionail Citizenship Behaivior (Z) -> Kinerjai Pegaiwaii (Y)
	4.103
	0.000


Suimber: Daitai primer diolaih (2024)
Based on the results of this research, H2, H3, H4, H5, H6, and H7 have been accepted because of the various sources that have been proposed, the test has a T-Staitistics value > 1.96. value P-Vailuies < 0.05. While H1 cannot be accepted, it has a T-Statistics value < 1.96 and a P-Vailuies value > 0.05.

Discussion 
Influence of Employee Engagement on Employee Performance
Based on the descriptive analysis it was found to be good, as a whole the results of the intuitive Employee Engagement score were as high as 4.06, and the results of the category index were as high as the previous index, and the results were high. These results indicate that the attitude of thinking is positive, expanding, and enthusiastic about work which is characterized by passion, dedication, and dedication, which are relatively high. Then, based on the descriptive analysis, it was found that this was good, as a whole the results of the intuitive score of the employee's performance were as high as 4.08, and based on the previous category index, the data on the category were high. These results indicate that the work results achieved by each civil servant paid by the organization/unit are in line with employee performance standards (SKP) and work behavior, which are relatively high. Inability to achieve this means that Employee Engagement will not have a significant impact on employee performance. This result is also supported by research conducted by Haidi & Hainif (2022) which states that, in other words, employee engagement variables do not have a significant impact on employee performance. The application of enthusiasm, dedication and absorption that is inappropriate or has no effect can hinder the performance of the inspectorate, such as lack of enthusiasm. If inspectorate employees do not have sufficient enthusiasm for their duties, they will be less motivated to do their work well. This can lead to a decrease in the quality of audits or inspections due to a lack of sense of responsibility and concern for work results.

The influence of Employee Engagement on Organizational Citizenship Behaviour
Based on the descriptive analysis it was found to be good, as a whole the results of the intuitive Employee Engagement score were as high as 4.06, and the results of the category index were as high as the previous index, and the results were high. These results indicate that the attitude of thinking is positive, expanding, and passionate about work which is characterized by passion, dedication, and dedication, is relatively high. Then, as a whole, the value of the Organizational Citizenship Behavior's intuitive score was 4.02, and the category score was above, and the score was high. These results indicate that the behavior of individuals who have intuitive freedom of choice, which in a way that does not make a contribution to the effectiveness of organizational functions, is relatively high. In the Inspectorate area, the application of appropriate vigor, dedication and absorption can contribute positively to Organizational Citizenship Behavior which can occur if high enthusiasm in carrying out inspectorate duties, such as ensuring compliance and transparency, can encourage employees to do more than expected. They are more likely to help their colleagues or contribute to additional initiatives that support organizational goals. A strong spirit can also help shape a positive organizational identity. This motivates employees to behave in ways that support reputation, including through Organizational Citizenship Behavior.

Influence of Quality of Work Life on Employee Performance
From the results of the descriptive analysis, it was found that the results of the qualitative analysis of Work Life were as high as 4.06, and based on the previous index values, the results of the qualitative analysis were high. These results indicate that the effectiveness of the organization's activities in providing a response to the capital's success is relatively high. Then, as a whole, the results of the employee performance intuitive scores were as high as 4.08, and the previous index values ​​were high. These results indicate that the work results achieved by each civil servant paid by the organization/unit are in line with employee performance standards (SKP) and work behavior, which are relatively high. This will increase the quality of work life and the quality of work life will not improve if the process is good and good if it is not supported by various parties, this can also happen in other ways. Duikuwant mainaijer compete dibuituih important dain karenai aikain determine the performance of pegaiwaii pairai. It is important to know that individual employee performance is strongly influenced by QWL and other factors have a significant impact (Bhe & Che Rose, 2007). This result is confirmed by the research results of Laiui & Maiy (1998) which examines the fabric of the quality of work life and organizational performance. Inspectorate employees who feel that their voices are heard and valued are more likely to contribute positively and provide valuable input. A supportive, safe and comfortable Inspectorate environment can improve the mental and physical well-being of employees, such as adequate facilities, and security can reduce stress and increase focus.

Influence of Quality of Work Life on Organizational Citizenship Behaviour
From the results of the descriptive analysis, it was found that the results of the qualitative analysis of Work Life were as high as 4.06, and based on the previous index values, the results of the qualitative analysis were high. These results indicate that the effectiveness of the organization's activities in providing a response to the capital's success is relatively high. Then, as a whole, the value of the Organizational Citizenship Behavior's intuitive score was 4.02, and the category score was above, and the score was high. These results indicate that the behavior of individuals who have intuitive freedom of choice, which in a way that does not make a contribution to the effectiveness of organizational functions, is relatively high. Orgainizationail citizenship behavior consists of the ability to determine behavior that is good for the job description of the employee's form, but also contributes to the psychological and social environment of the place of employment. A successful organization creates a team of employees who do more than provide employees with the ability to provide employees with performance in a business (Robbins & Juidge, 2015). Therefore, it is necessary to pay attention to the factors that can shape the organizational behavior of citizenship behavior.

Organizational Influencer Citizenship Behavior for Employee Performance
From the results of the descriptive analysis, it was found that there were some errors in the values ​​of the intuitive scores of Organizational Citizenship Behavior, the results were as high as 4.02, and the results of the categories were as high as the previous index. These results indicate that the behavior of individuals who have intuitive freedom of choice, which in a way that does not make a contribution to the effectiveness of organizational functions, is relatively high. Then, as a whole, the results of the employee performance intuitive scores were as high as 4.08, and the previous index values ​​were high. These results indicate that the work results achieved by each civil servant paid by the organization/unit are in line with employee performance standards (SKP) and work behavior, which are relatively high. Other successes according to the organization of the aipaibilai aing-gotainya not only work on the task of working, aikain but also the ability to carry out additional tasks, such as the ability to intuitively work, assist in sailing, provide assistance, play actively, provide assistance extra, join in to play the benefits of the fabric when it works effectively (Robbins & Juidge, 2013). Altruism, consciousness, civic virtue, courtesy, and sportsmanship (decency in competing) can have a significant positive impact on performance in the Inspectorate area. These are relevant concepts in Organizational Citizenship Behavior (OCB), which refers to voluntary behavior that goes beyond the formal duties expected of employees.

Pengairuih Employee Engaigement terhaidaip Kinerjai Pegaiwaii dengain Orgainizaitionail Citizenship Behaivior sebaigaii Vairiaibel Intervening
Based on the descriptive analysis it was found to be good, as a whole the results of the intuitive Employee Engagement score were as high as 4.06, and the results of the category index were as high as the previous index, and the results were high. These results indicate that the attitude of thinking is positive, expanding, and enthusiastic about work which is characterized by passion, dedication, and dedication, which are relatively high. Then, as a whole, the value of the Organizational Citizenship Behavior's intuitive score was 4.02, and the category score was above, and the score was high. These results indicate that the behavior of individuals who have intuitive freedom of choice, which in a way that does not make a contribution to the effectiveness of organizational functions, is relatively high. Apart from this, the overall performance score of the employee's performance index is 4.08, and the previous index score is high, and the score is high. These results indicate that the work results achieved by each civil servant paid by the organization/unit are in line with employee performance standards (SKP) and work behavior, which are relatively high. Vigor, dedication and appropriate absoption in the Inspectorate area have a significant impact on performance, especially when mediated by Organizational Citizenship Behavior (OCB). The application of these three concepts that can influence performance and how OCB acts as a mediator in the Inspectorate area is: 1) Inspectors who are highly enthusiastic in carrying out their duties are more motivated to find creative solutions, take initiative, and actively participate in the inspection or audit process. High morale can motivate inspectors to demonstrate OCB such as altruism (helping without being asked) and civic virtue (active involvement in process improvement); 2) Strong dedication can encourage inspectors to demonstrate OCB such as conscientiousness (carrying out tasks thoroughly) and courtesy (interacting with those being inspected in a polite manner); 3) Good absorption for inspectors to demonstrate OCB such as sportsmanship (carrying out inspections with integrity) and civic virtue (supporting efforts to increase transparency and accountability).

Influence of Quality of Work Life on Employee Performance with Organizational Citizenship Behavior as an Intervening Vairiaibel
Based on the descriptive analysis, it is known that this is good, in general, the intuitive score of the Quality of Work Life is 4.06, based on the previous category index, the results are high. These results indicate that the effectiveness of the organization's activities in providing a response to the capital's success is relatively high. Then, as a whole, the value of the Organizational Citizenship Behavior's intuitive score was 4.02, and the category score was above, and the score was high. These results indicate that the behavior of individuals who have intuitive freedom of choice, which in a way that does not make a contribution to the effectiveness of organizational functions, is relatively high. Apart from this, the overall performance score of the employee's performance index is 4.08, and the previous index score is high, and the score is high. These results indicate that the work results achieved by each civil servant paid by the organization/unit are in line with employee performance standards (SKP) and work behavior, which are relatively high. Good supervision can also facilitate OCB such as consciousness (carrying out tasks carefully) and civic virtue (participating in organizational activities). Employees who are satisfied with their compensation and welfare will demonstrate OCB such as sportsmanship (carrying out tasks with integrity) and altruism (contributing to help coworkers). Social norms in the Inspectorate area can encourage employees to demonstrate OCB such as civic virtue (supporting efforts to increase efficiency) and sportsmanship (respecting rules and procedures). Likewise, good coordination between employees in the Inspectorate area can increase operational efficiency and effectiveness. Good functional alignment can facilitate OCB such as consciousness (carrying out tasks carefully) and civic virtue (participating in process improvement activities).

5. CONCLUSION 
Conclusion 
[bookmark: _Hlk123351879]Employee engagement quality is not capable of encouraging increased employee performance at the Regional Inspectorate of Probolinggo. Improving employee engagement can encourage improvements in organizational citizenship behavior at the Probolinggo Wilaiyaih Inspectorate. Items that support you are able to provide the best performance in every task you complete, are willing to help you carry out other tasks that are not compatible with other tasks, and are willing to support your work plan in order to achieve organizational goals. Quality of work life that is getting better can encourage improvements in the performance of Probolinggo Regional Inspectorate employees. Items that support the unique ability to obtain educational opportunities and training increase the knowledge and ability to obtain a higher paid position. maisai depain, be able to work in environmental conditions and work well, be rewarded by working with other people, and be able to balance the work of working with the family. 
The quality of work life that is getting better can encourage the improvement of organizational citizenship behavior of the Probolinggo Wilaiyaih Inspectorate. Items that support the unique ability to obtain educational opportunities and training increase the knowledge and ability to obtain a higher paid position. maisai depain, be able to work in environmental conditions and work well, be rewarded by working with other people, and be able to balance the work of working with the family. Organizational citizenship behavior that is increasingly capable of encouraging improvements in the performance of Probolinggo Regional Inspectorate employees. Items that support the unique willingness to work beyond the specified time, comply with the requirements of the company even though they are not able to participate, participate in meetings that are not anticipated, but are considered important, and participate in every meeting Even though these meetings are not important, Taipi Daipait links the organization's image. Organizational citizenship behavior plays a role in mediating the achievement of employee engagement regarding the performance of Probolinggo Regional Inspectorate employees. This result is due to the significant change in Employee Engagement to Organizational Citizenship Behavior, the change in Organizational Citizenship Behavior to Employees' Performance is not significant. And, organizational citizenship behavior plays a role in mediating as an influence on the quality of work life regarding the performance of Probolinggo Regional Inspectorate employees. This result is due to the change in the quality of work life to significant organizational citizenship behavior, the change in organizational citizenship behavior to significant employee performance, as well as the other aspects of the quality of work life to employee performance which is significant.

Suggestion
AIgair pays attention to several items that can achieve low levels of paid employee engagement, including being intuitive about accepting other workers and exploring all of their abilities, and achieving success quickly while working. AIgair pays attention to several items that can achieve success in achieving low levels of pay and variable quiaility of work life, including improving the physical condition of the environment where they want to work well and being adequate, achieving the money they want from their ability to develop their abilities. Pegaiwaii, dain raisai bainggai daipait work in this work unit. AIgair looked at several items that were successful in achieving low levels of paid income or citizenship behavior, namely his willingness to support the job performance of employees who were busy (employees who were overloaded), and who did not like to complain about being employed. AIgair looked at several items that were able to achieve the highest performance targets that had been set by the institution, and also worked on the performance targets that had been set by the institution, and also worked on the results that were required. In addition to intuitive research, this research can be used to see and assess each change in the behavior of respondents from time to time.
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