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Abstract

This study aims to analyze the influence of locus of control and self-efficacy on employee performance, mediated by organizational citizenship behavior (OCB). The population in this study was 332 employees of PT BPR BKK Purwodadi (Perseroda). The number of samples used was 113, taken using the Roscoe formula (1975). The sampling technique used purposive sampling with the criteria of more than 1 year of service and employees in the marketing department. Data processing was used SPSS software version 22. Data analysis techniques included respondent descriptions, variable descriptions, validity tests, reliability tests, F tests, R2 tests and hypothesis tests (t tests). Mediation tests used path analysis. The results showed that locus of control had a positive and significant effect on OCB. Self-efficacy had a positive and significant effect on OCB. Locus of control had a positive and significant effect on employee performance. Self-efficacy had a positive and significant effect on employee performance. OCB had a positive and significant effect on employee performance. OCB mediates the influence of locus of control and self-efficacy on employee performance.
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[bookmark: _Hlk201559531]INTRODUCTION
Employee performance, as the primary driver, significantly determines bank performance. PT BPR BKK Purwodadi (Perseroda), as a bank that handles micro, small, and medium enterprises, is highly committed to maintaining the professionalism of its human resources. By integrating intelligence and spirituality, individuals will be created who add value to their work. Spirituality is increasingly important in the workplace, as good mental health can serve as a support system for employee performance.
[bookmark: _Hlk204023871]In general, in the employees of PT BPR BKK Purwodadi (Perseroda), in carrying out their work there are still several parts that need to be fixed and enhanced. The collector section only reached 88%, marketing 83%, credit analysis 87% and credit marketing only reached 92% so it can be concluded that overall performance is not optimal. For this reason, employee performance improvement is needed. Mangkunegara (2015) defines performance as the work results both in quality and quantity achieved by an employee in carrying out tasks according to the responsibilities given to him. Employee performance that has not been optimally absorbed and the need for support from intellectual and spiritual aspects, it is expected that with confidence and self-confidence in the abilities possessed, it is thought that this will have an impact on the resulting performance. Several factors that influence employee performance include locus of control, self-efficacy and OCB.
Rotter (1966) defined locus of control as a person's belief in the sources that control events in their life, namely whether events that occur to them are controlled by forces outside themselves. A good locus of control means that employees are able to respond to existing events, which is a source of employee ability in their work. Therefore, a better employee locus of control indicates that the employee is able to provide maximum performance. This is supported by Syah and Syafrida (2024), Anisa and Ginarti (2023), Tistianingtyas and Parwoto (2021), who stated that locus of control has a positive and significant effect on performance. However, different results were found in the studies of Tahier et al. (2022) and Rusilawati et al. (2023), which showed that locus of control did not have a significant effect on performance.
In addition to employees having control over events, they must also have confidence in their abilities. Bandura (1997) defines self-efficacy as a person's belief in their ability to organize and execute a series of actions to complete a task. High self-efficacy means employees have complete confidence in their abilities to produce better performance. Self-efficacy is also believed to influence performance. This is supported by findings from Syah and Syafrida (2024), Annisa and Ginarti (2023), Almahdali et al. (2021), and Pulungan and Rivai (2021), which state that self-efficacy has a positive and significant effect on performance. However, research conducted bySembiring (2021)and Vacouver and Kendall (2006) showed different results, namely that self-efficacy had a negative effect on performance.
To improve performance, continuity with the organization, coworkers, and the environment is also required. Organ (2006) defines OCB as voluntary individual behavior, not directly or explicitly recognized by the formal reward system, and which overall promotes the effectiveness of organizational functions. With OCB, employees will lead to a commitment to the organization and coworkers and strive to provide the best in their performance. Therefore, good OCB is also believed to have a positive impact on performance. This is in line with findings fromSyah and Syafrida (2024), Tahier et al. (2022) and Almahdali et al. (2021), who stated that OCB has a significant influence on performance. However, conflicting results were reported by Tistianingtyas and Parwoto (2021) and Ruslitawati et al. (2023), who stated that OCB has no significant effect on performance.
Locus of control High levels of self-efficacy will also have an impact on voluntary behavior, which is a reflection of OCB behavior. This is in line with research conducted by Syah and Safrida (2024), Jufrizen et al. (2021), Pandia et al. (2023), Piola et al. (2019), and Gucel et al. (2012)showed that locus of control has a positive and significant effect on OCB. However, different results were found in other studies. Tistianingtyas and Parwoto (2021)as well as Rusilawati et al. (2023), which states that locus of control does not have a significant effect on OCB.
Furthermore, self-efficacy is also believed to influence OCB. High self-efficacy serves as a guideline for employees' confidence and ability, which will certainly increase OCB as a form of applying their confidence and abilities. This is supported by the findings of several researchers, including Syah and Syafrida (2024). Sondakh et al. (2024), Prasetyo et al. (2022), Almahdali et al. (2021), Jufrizen et al. (2021), Ullah et al. (2021), as well as Rahayu & Anfajaya (2019), which states that self-efficacy has a positive and significant effect on OCB. However, different results were reported by Widiyanti & Rizal (2022)and Simarmata (2016), who found that self-efficacy did not have a significant influence on OCB.
High OCB will shape the role of locus of control and self-efficacy in improving performance. A high locus of control means employees have full control over what happens to them, resulting in employees feeling confident and striving to help coworkers and advance the organization. This will indirectly impact performance. This aligns with research conducted by Syah and Syafrida (2024). Akbar et al. (2020), and Mawarti (2022)stated that OCB mediates the relationship between locus of control and performance. However, this finding is inconsistent with the results of the previous study. Rusilawati (2023)and Tistianingtyas and Parwoto (2021) stated that OCB does not act as an intervening variable in this relationship.
Self-efficacy High levels of OCB indicate that employees have confidence and ability in their potential. This, in turn, fosters a sense of commitment to the environment and coworkers, leading to increased support for coworkers, which aims to improve organizational effectiveness and function. The resulting performance will certainly not be directly influenced by this involvement. This is in line with research by Syah and Syafrida (2024), Anisagita and Rochiyati (2023), and Sunanto et al. (2022), which also shows that OCB mediates the influence of self-efficacy on performance, meaning that self-efficacy can improve employee performance through increased OCB.
Based on the existing phenomena, support from previous research, and research gaps related to improving employee performance through locus of control, self-efficacy, and OCB, research will be conducted to analyze the influence of locus of control and self-efficacy on performance mediated by OCB.

REVIEW OF LITERATURE
Locus of Control
[bookmark: _Hlk204027308]Rotter (1966) defines locus of control as a person's belief in the sources that control the events in his life, namely, whether the events that occur to him are controlled by forces from outside himself. Rotter (1966), in Fadilah (2018), states that locus of control consists of 2 dimensions, namely internal locus of control and external locus of control. In this study, the internal locus of control was used which consists of 5 indicators, namely: the individual's belief that the events experienced are the result of his own behavior and actions, having good control over his own behavior, tending to be able to influence others, believing that the efforts made can be successful, and actively seeking information and knowledge related to the situation faced.
Self-Efficacy
[bookmark: _Hlk204028013]Bandura (1997) defines self-efficacy as a personal belief regarding one's competence and abilitiesBandura (1997), in Syah and Syafrida (2024), stated that there are three dimensions to determine a person's self-efficacy. These dimensions are magnitude, generality, and strength. The magnitude dimension consists of two indicators: work difficulty and the ability to complete tasks from simple to complex. The generality dimension consists of two indicators: the strength of belief and the ability possessed. The strength dimension consists of one indicator: the ability to complete tasks in certain situations.
Organizational Citizenship Behavior (OCB)
[bookmark: _Hlk204028355]	Organ (2006) defines OCB as individual behavior that is voluntary, not directly or explicitly recognized by the formal reward system, and which overall promotes the effectiveness of organizational functioning. Organ et al. (1988) state that OCB consists of 5 dimensions, namely: altruism, conscientiousness, sportsmanship, courtesy, and civic virtue. The altruism dimension consists of 3 indicators, namely: helping colleagues complete tasks, always being ready to help when needed, and taking the time to help colleagues. Dimension sportsmanship consists of 3 indicators, namely avoiding complaining while working, not creating problems for coworkers, and not exaggerating problems. Dimension courtesy consists of 2 indicators, namely: helping coworkers avoid problems, and helping coworkers overcome problems. Dimension civic virtue consists of 2 indicatorsnamely showing interest in the organization, as well as doing something to improve the company's good name. Dimension conscientiousness consists of 3 indicators, namely punctual attendance, working effectively, complying with organizational rules, and doing work optimally.
Employee Performance
[bookmark: _Hlk204028528]Mangkunegara (2015) defines performance as the work results, both in quality and quantity, achieved by an employee in carrying out tasks in accordance with the responsibilities given to him. Mangkunegara (2015) in Artanti et al. (2016) states that performance consists of 4 dimensions, namely: work quality, work quantity, reliability, and attitude. The work quality dimension consists of 4 indicators, namely: accuracy, precision, skill, and cleanliness. The work quantity dimension consists of 2 indicators, namely: routine output, and how quickly additional work can be completed. The reliability dimension consists of 4 indicators, namely: following instructions, initiative, caution, and perseverance. The attitude dimension consists of 4 indicators, namely: attitude towards the company, attitude towards other employees, attitude towards work, and cooperation.
Hypothesis Development
The influence of locus of control on OCB
The results of research conducted by Syah and Safrida (2024), Jufrizen et al. (2021), Pandia et al. (2023), Piola et al. (2019), and Gucel et al. (2012) indicate that locus of control has a positive and significant influence on OCB. Based on the results of this study, then:	
H1: Locus of control has a positive and significant effect on OCB.
The influence of self-efficacy on OCB
	The results of research conducted by Syah and Syafrida (2024), Sondakh et al. (2024), Prasetyo et al. (2022), Almahdali et al. (2021), Jufrizen et al. (2021), Ullah et al. (2021), as well as Rahayu & Anfajaya (2019) indicate that self-efficacy has a positive and significant effect on OCB. Based on this research, then:
H2: Self-efficacy has a positive and significant effect on OCB.
The influence of locus of control on employee performance
Research conducted by Syah and Syafrida (2024), Anisa and Ginarti (2023), and Tistianingtyas and Parwoto (2021) found that locus of control has a positive and significant effect on performance. Based on this research, the following conclusions can be drawn:
H3: Locus of control has a positive and significant effect on employee performance.
The influence of self-efficacy on employee performance
Research conducted by Syah and Syafrida (2024), Annisa and Ginarti (2023), Almahdali et al. (2021), and Pulungan and Rivai (2021) found that self-efficacy can have a positive and significant impact on performance. Based on this research, the following conclusions can be drawn:
H4: Self-efficacy can have a positive and significant influence on employee performance.
The influence of OCB on employee performance
The results of research conducted bySyah and Syafrida (2024)Tahier et al. (2022) and Almahdali et al. (2021) found that OCB has a positive and significant effect on performance. Based on this research, the following conclusions can be drawn:
H5: OCB has a positive and significant effect on employee performance.
The influence of locus of control on employee performance with OCB mediation
The results of research conducted by Syah and Syafrida (2024),Akbar et al. (2020), AndMawarti (2022)states that OCB mediates the relationship between locus of control and performance. Based on this research, then:
H6: OCB mediates the influence of locus of control on employee performance.
The influence of self-efficacy on employee performance with OCB mediation
The results of research conducted by	Syah and Syafrida (2024), Anisagita and Rochiyati (2023), and Sunanto et al. (2022) stated that OCB mediates the relationship between self-efficacy and performance. Based on this research, the following conclusions can be drawn:
H7: OCB mediates the influence of self-efficacy on employee performance.
Locus of Control (X1)         
Organizational Citizenship Behavior (OCB) (Y1)
Employee Performance (Y2)
Self-Efficacy (X2)
H3
H4
H2
H1
H5

RESEARCH METHOD
[bookmark: _Hlk201559572]This research is included in the explanatory research type because it aims to explain the causal relationship between variables through hypothesis testing.(Soeharso, 2023). The population used was 332 employees of PT BPR BKK Purwodadi (Perseroda). The sample size was 113 according to Roscoe's 1975 theory which states that the sample size is 30 to 500. Using purposive sampling criteria, the sample was taken from employees who have worked for more than one year in the marketing field. Data were collected through a questionnaire with a Likert scale of 1 to 5. Data analysis used the SPSS 22 program.

RESULTS AND DISCUSSION
[bookmark: _Hlk201560059]Respondent Description
Table1
Respondent Description
	
	Criteria
	Amount
	Percentage

	Gender
	Man
	102
	90.3%

	Age
	31-40 years
	46
	40.7%

	Education
	Bachelor degree
	74
	65.5%

	Years of service
	1-14 years
	103
	91.1%

	Group
	B
	91
	80.5%


Based on Table 1, it is known that the majority of respondents were male (90.3%) with an age range of 31-40 years (40.7%), the majority of respondents had a bachelor's degree (65.5%), with a work period of 1-14 years (91.1%), and job group B (80.5%).
Variable Description
The internal locus of control variable had a mean value of 3.95, indicating that respondents tended to agree with the five indicators. Self-efficacy had a mean value of 4.00, indicating that respondents tended to agree with the five indicators. OCB had a mean value of 3.92, indicating that respondents tended to agree with the 14 indicators. Employee performance had a mean value of 4.15, indicating that respondents tended to agree with the 13 indicators.
Validity Test Results
Table2 
Validity Test Results
	Variables
	Validity Test

	
	KMO and Bartlett's test
	Component matrix

	Locus of control
	0.777
	>0.4

	Self-efficacy
	0.813
	>0.4

	OCB
	0.917
	>0.4

	Employee Performance
	0.848
	>0.4


Based on Table 2, the variables of locus of control, self-efficacy, OCB, and employee performance with KMO > 0.5, so that it meets the sample adequacy, and the component matrix value on 5 locus of control indicators, 5 self-efficacy indicators, 14 OCB indicators, and 13 employee performance indicators > 0.4, so it is concluded that all indicators are valid.


Reliability Test Results
Table 3.
Reliability Test Results
	[bookmark: _Hlk202445634]Variables
	Reliability Test

	
	Cronbach's Alpha
	Criteria

	Locus of control
	0.860
	>0.7

	Self-efficacy
	0.831
	>0.7

	OCB
	0.922
	>0.7

	Employee Performance
	0.895
	>0.7


[bookmark: _Hlk202445658]Based on Table 3, it can be concluded that the variables locus of control, self-efficacy, OCB, and employee performance are said to be reliable or consistent with a Cronbach's alpha value of > 0.7.
Results of Multiple Linear Regression Analysis
Table4.
Results of Multiple Linear Regression Analysis
	Model
	Independent Variables
	Anova
	Adjusted R2
	Standardized Coefficients
	Information

	
	
	F
	Sig
	
	Beta
	Sig
	

	Y1= 0.428X1 + 0.537X2 + e

	Model I:
The influence of locus of control and self-efficacy on OCB
	locus of control
	70,332
	0,000
	0.553
	0.428
	0,000
	Hypothesis 1 Accepted

	
	self-efficacy
	
	
	
	0.537
	0,000
	Hypothesis 2 Accepted

	Y2= 0.148XI + 0.174X2 + 0.643Y1 + e

	Model II:
The influence of locus of control, self-efficacy, and OCB on employee performance
	locus of control
	91,848
	0,000
	0.709
	0.148
	0.018
	Hypothesis 3 Accepted

	
	self-efficacy
	
	
	
	0.174
	0.010
	Hypothesis 4 Accepted

	
	OCB
	
	
	
	0.643
	0,000
	Hypothesis 5 is accepted


Source: processed data, 2025
Based on Table 4 in Model I, the F-test significance value was 0.000 (<0.05), indicating that this model is fit for analysis. The adjusted R² value was 0.553, meaning that locus of control and self-efficacy contributed 55.3% to OCB, while the remaining 44.7% was explained by variables outside the model.
· HI: locus of control has a positive and significant effect on OCB
A sig value of 0.000<0.05 and a beta value of 0.428 mean that locus of control has a positive and significant effect on OCB. Thus, hypothesis 1 is accepted.
· H2: Self-efficacy has a positive and significant effect on OCB.
A sig value of 0.000<0.05 and a beta value of 0.537 mean that self-efficacy has a positive and significant effect on OCB. Thus, hypothesis 2 is accepted.
Based on Table 4 in model II, the F test significance value obtained is 0.000 (<0.05), indicating that this model is fit or worthy for analysis. The adjusted R² value is 0.709, meaning that locus of control, self-efficacy, and OCB are able to contribute 70.9% to OCB, while the remaining 29.1% is explained by other variables outside the model.
· H3: Locus of control has a positive and significant effect on employee performance.
A sig value of 0.018 <0.05 and a beta value of 0.148 mean that locus of control has a positive and significant effect on OCB. Thus, hypothesis 3 is accepted.
· H4: Self-efficacy has a positive and significant effect on employee performance.
A sig value of 0.010 <0.05 and a beta value of 0.174 indicate that self-efficacy has a positive and significant effect on employee performance. Therefore, hypothesis 4 is accepted.
· H5: OCB has a positive and significant effect on employee performance.
A sig value of 0.000<0.05 and a beta value of 0.643 indicate that OCB has a positive and significant effect on employee performance. Therefore, hypothesis 5 is accepted.
Mediation Test Results
H6: locus of control has a positive and significant effect on employee performance mediated by OCB.
β3=0.163
β1=0.428
β5=0.636
Locus of control (X1)
Organizational Citizenship Behavior (OCB) (Y1)
Employee Performance (Y2)
H6

Based on Figure 2, the value of β1 x β5 = 0.428 x 0.636 = 0.272, and the valueβ3= 0.163. Because the beta value β1 x β5 is more thanβ3or a value of 0.272 > 0.163, it is concluded that OCB mediates the influence of locus of control on employee performance. Thus, H6 is accepted.


Mediation Test Results II
H7: Self-efficacy has a positive and significant effect on employee performance mediated by OCB.
β4=0.174
β5=0.643
β2=0.537
Self-Efficacy (X2)
Organizational Citizenship Behavior (OCB) (Y1)
Employee Performance (Y2)
H7

Figure 2.
Mediation Test Results II
Based on Figure 2, the value of β2 x β5 = 0.537 x 0.636 = 0.346, and the valueβ4= 0.174. Because the beta value β2 x β5 is more thanβ4or a value of 0.346 > 0.174, it is concluded that OCB mediates the influence of self-efficacy on employee performance. Thus, H7 is accepted.
Locus of Control Has a Positive and Significant Influence on OCB
The majority of respondents in this study were in the productive age range of 31-40 years and had a relatively long tenure of 1-14 years. These characteristics indicate the potential for stable work behaviors and a tendency to rely on internal controls in carrying out tasks. This reflects a tendency for positive behaviors to emerge outside of formal roles, such as organizational citizenship behavior (OCB).
The results of the descriptive data analysis of the variables show that the mean locus of control score is relatively high, indicating that respondents tend to agree. This indicates that employees believe that success and failure in their work are determined more by personal effort than external factors. Employees have confidence in the presence of events that influence their own behavior and actions. Furthermore, with self-confidence, employees tend to influence others. Employees also feel confident that every effort I make will succeed. This belief influences the emergence of OCB behaviors, such as helping coworkers, being loyal to the organization, and actively completing tasks voluntarily.
When someone has a high mean internal locus of control, they will be more responsible, proactive, and motivated to contribute positively to the organization. This is closely related to the concept of OCB, which is voluntary behavior that can improve organizational efficiency and effectiveness even without formal recognition. Previous research findings include:Syah and Safrida (2024), Jufrizen et al. (2021),Pandia et al. (2023), Piola et al. (2019) andGucel et al. (2012)strengthens this finding that locus of control has a positive and significant effect on OCB.
Self-Efficacy Has a Positive and Significant Influence on OCB
The respondents were predominantly individuals with a bachelor's degree and a long tenure of 1-14 years, reflecting adequate work experience and self-confidence in carrying out their duties. This indicates that employees possess a high level of self-confidence in their abilities. This has the potential to encourage voluntary or extra-role behaviors such as organizational citizenship behavior (OCB).
The analysis results show that self-efficacy has a relatively high mean value, indicating that respondents tend to agree. This indicates that employees are confident in their abilities to face work challenges. This confidence can increase intrinsic motivation to help coworkers, maintain a harmonious work environment, and contribute more to the organization beyond formal duties. High self-efficacy also empowers employees to complete tasks, from simple to complex, and to possess the strength and confidence to complete each task well.
Each employee has a distinct personality based on their beliefs. When someone is confident in their abilities, they tend to exhibit OCB behaviors. This confidence and competence can lead them to engage in extra-role behaviors. Employees who believe in their potential readily assist coworkers and work, even if this behavior is voluntary. They demonstrate unsolicited assistance, are loyal to the organization, and take initiative in problem-solving. These findings are supported by previous research, such as that conducted by Syah and Syafrida (2024). Sondakh et al. (2024), Prasetyo et al. (2022), Almahdali et al. (2021),Jufrizen et al. (2021),Ullah et al. (2021)as well as Rahayu & Anfajaya (2019), which shows that self-efficacy has a positive and significant effect on the OCB variable.
Locus of Control Has a Positive and Significant Influence on Employee Performance
The majority of respondents in this study had worked for between 1 and 14 years, were in the productive age group of 31 and 40, and were predominantly male. This profile aligns with the characteristics of a group with considerable work experience and a stable career stage. In this context, individuals with these characteristics tend to have the ability to navigate work situations, including facing challenges and making independent decisions.
The mean value for the locus of control variable shows a relatively high mean, indicating that respondents tend to agree. This indicates that employees with strong beliefs believe that their work success is influenced by their own efforts and self-control, not solely by external factors. This indicates that employees believe that success and failure in their work are determined more by personal effort than external factors. Employees have confidence in the presence of events that influence their own behavior and actions. Furthermore, with self-confidence, employees tend to influence others.
Employees with a high locus of control will feel in control of the events in their lives. Employees who believe they can control their destiny and responsibilities will be more motivated to work optimally to achieve organizational goals. Employees also feel confident that every effort they make will be successful. This allows employees to manage the quality and quantity of their work, thereby delivering maximum performance. In the workplace, individuals with an internal locus of control are typically more responsible, proactive, and focused on achieving results. They feel able to control the results of their own work. This is directly related to improved performance, both in terms of quality and quantity. These findings are supported by several previous studies, including those by Syah and Syafrida (2024), Anisa and Ginarti (2023), and Tistianingtyas and Parwoto (2021), which concluded that locus of control has a positive and significant effect on employee performance.
Self-Efficacy has a Positive and Significant Impact on Performance
The characteristics of the study respondents indicate that the majority were male, in the productive age group of 31-40, and had a higher educational background, typically a bachelor's degree, indicating good potential for adaptation and self-development. These characteristics reflect individuals who tend to be confident in their competence, including in facing challenges at work.
The mean value of the self-efficacy variable in this study reached a high category, indicating that employees believe in their ability to complete work tasks. This high level of self-confidence has the potential to directly impact the quality and quantity of performance produced. Employees with high self-efficacy have the ability to complete tasks ranging from simple to complex. Furthermore, employees with high self-efficacy have the strength and confidence to complete each task well, which will have an impact on maximum performance.
High self-confidence has been shown to improve work performance. Employees with strong self-efficacy recognize and believe in their potential. In a work context, employees with high self-efficacy are more motivated, less likely to give up, and more capable of performing optimally. This confidence impacts their performance. Strong self-efficacy is reflected in the quality and quantity of their work, leading to optimal performance. Therefore, strong self-efficacy encourages employees to demonstrate optimal performance, both in quality and quantity. This finding aligns with research conducted by Syah and Syafrida (2024), Annisa and Ginarti (2023), Almahdali et al. (2021), and Pulungan and Rivai (2021), which demonstrates that self-efficacy has a positive and significant impact on employee performance.
OCB Has a Positive and Significant Influence on Performance
The majority of respondents were in the productive age group of 31-40, with a bachelor's degree and a long work experience of 1-14 years. This indicates that those in the mature and productive age group are likely to strive for self-development. A high level of education and long work experience also indicate the ability to deliver the best possible performance.
Based on the research results, the mean value for the organizational citizenship behavior (OCB) variable was relatively high, indicating that respondents tended to agree. This reflects that employees are always ready to help coworkers avoid problems, always ready to help coworkers solve problems, always arrive on time, and never complain while working. Employees with high OCB will strive to give their best in their performance. Indirectly, employees involved in the organization will strive to give their best for the company.
High OCB values ​​tend to have a positive impact on employee performance. Employees who actively demonstrate OCB will create a conducive and collaborative work environment, which ultimately increases work efficiency and the achievement of organizational targets. OCB. Employees who actively demonstrate OCB will be more adaptive, responsible, and have high work enthusiasm, thus directly impacting the quality and quantity of work results. This finding is supported by researchSyah and Syafrida (2024), Tahier et al. (2022) and Almahdali et al. (2021) stated that OCB has a positive and significant effect on improving employee performance in organizations.
Locus of Control Influence on Performance with OCB Mediation
Based on the respondents' descriptions, the majority were male, suggesting that men are capable of controlling and managing workplace events. The respondents were also within the productive age range, 31-40, and had a high level of education, such as a bachelor's degree. This age and education reflect a level of logical and deliberate thinking in their actions.
The mean value for the locus of control variable is relatively high, indicating that respondents tend to agree. This reflects that most employees feel able to control events in their lives and work. Employees with a high locus of control tend to have plans, clear life goals, and responsibility for the work results achieved. This is also evident in that the majority of respondents feel confident in the events of their own behavior and actions. Respondents also tend to influence others and believe that every effort they make will be successful. This will encourage respondents to always be ready to help coworkers avoid problems, always be ready to help coworkers overcome problems, always be on time, and never complain while working. This collaboration will make respondents always be precise in completing every task, meticulous in completing every task, have high skills in work, always be quick in completing every task.
A high locus of control encourages the development of organizational citizenship behavior (OCB). Employees who feel in control of their environment are more proactive, care about their coworkers, and are able to work well together. One form of OCB that often appears is a willingness to help coworkers and take the initiative to complete work independently. Practically, the relationship between locus of control, OCB, and performance can be explained logically. Employees with good self-control are more likely to demonstrate positive behavior in the workplace, which then impacts their performance. OCB behaviors such as responsibility and cooperation create a productive work environment and support the achievement of organizational targets. This finding is reinforced by the results of research by Syah and Syafrida (2024).Akbar et al. (2020), AndMawarti (2022)which states that OCB mediates the influence of locus of control on performance, so that the influence of locus of control is not only direct, but also through increasing positive behavior shown by employees.
Self-Efficacy Influence on Performance Mediated by OCB	
The results show that the majority of male respondents were aged 31 to 40. This indicates that male respondents have more self-confidence to act, especially given their relatively mature age and are still in their productive years. Respondents' education is also relatively high, with a bachelor's degree, and they have a long work experience of 1-14 years. This indicates that respondents with a high level of education and long work experience will provide the best for the organization through helpful behavior with coworkers and strive to give their best in their work.
The mean value for the self-efficacy variable is relatively high, indicating that respondents tend to agree. This indicates that employees have strong confidence in their abilities and competencies in completing tasks. This confidence encourages employees to explore their potential optimally and actively participate in organizational dynamics. Employees with high self-efficacy have the ability to complete tasks from simple to complex. Furthermore, employees with high self-efficacy also have the strength and confidence to complete each task well. This will encourage respondents to be ready to help coworkers avoid problems, always be ready to help coworkers overcome problems, always be on time, and never complain while working. This collaboration will make respondents always follow instructions in completing each task, always take the initiative in completing each task, have high perseverance in completing each task, and always be kind to coworkers.
[bookmark: _gjdgxs]High levels of self-efficacy have the potential to encourage positive behaviors in the workplace, one of which is through organizational citizenship behavior (OCB). Employees who are confident in their abilities will be more motivated to collaborate, help coworkers, and demonstrate commitment to the organization. Indirectly, this behavior increases work efficiency and effectiveness, which ultimately contributes to performance achievement. Practically, the relationship between self-efficacy and performance can be explained through the mediation of OCB. Employees with high self-efficacy tend to have high initiative and social responsibility, which are reflected in OCB behavior. This behavior acts as an intermediary that strengthens the influence of self-efficacy on achieving optimal performance. This finding is supported by research by Syah and Syafrida (2024), Anisagita and Rochiyati (2023), and Sunanto et al. (2022), which showed that self-efficacy has a positive effect on performance, with OCB as a significant mediator.

CONCLUSION
[bookmark: _Hlk204525585]Based on the results of the study, it can be concluded that locus of control has a positive and significant effect on OCB, meaning that if locus of control is increased, OCB will also increase. Self-efficacy has a positive and significant effect on OCB, meaning that if self-efficacy is increased, OCB will also increase. Locus of control has a positive and significant effect on employee performance, meaning that if locus of control is increased, employee performance will also increase. Self-efficacy has a positive and significant effect on employee performance, meaning that if self-efficacy is increased, employee performance will also increase. OCB has a positive and significant effect on employee performance, meaning that if OCB is increased, employee performance will also increase. OCB mediates the effect of locus of control on employee performance, meaning that if locus of control is increased, OCB will increase, and followed by employee performance will also increase. OCB mediates the effect of self-efficacy on employee performance, meaning that if self-efficacy is increased, OCB will increase, and followed by employee performance will also increase.
[bookmark: _Hlk204527116][bookmark: _Hlk204527198]Based on Table 4 in Model I, it is known that the beta value of 0.537 means that self-efficacy has the most dominant influence. This shows that self-efficacy makes a major contribution in increasing employee OCB, where employees who believe in their abilities will tend to contribute to the organization. Meanwhile, in Table 4 in model II, it is known that the beta value of 0.643 means that OCB has the most dominant influence. This indicates that voluntary behavior that is not directly related to the formal reward system, but aims to support the organization, plays a very important role in achieving maximum performance. Meanwhile, based on the adjusted R² value in models I and II, it can be concluded that there are still other variables outside the model that influence OCB and employee performance.
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