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Abstract 

 
Many strategies to develop of the human resourcesquality to bea competitive employees, 
therefore it is important to increase satisfaction to the job and commitment to the 
organization then theyfeel disposed to work extra, especiallyas organizational citizenship 
behavior (OCB) in a company. Based on previous research, two main factors 
organizational citizenship behavior are organizational commitment and employee job 
satisfaction. The purpose of this study is to investigate the influence of job satisfaction 
and organizational commitment on organizational citizenship behavior. 
Survey data were collected from a sample of 60 employeesof PT. Royal Korindah, 
Purbalingga, Central Java, Indonesia. Data is collected through a questionnaire designed 
on five point likert scale. Data has been analyzed through both descriptive and inferential 
statistics.The results of multiple regression analysis showed that the hypothesized model 
fit the data very well. 
The results prove that there was significant influence of job satisfaction on organizational 
citizenship behavior, there was significant influence of organizational commitment on 
organizational citizenship behavior, and there was significant influence job satisfaction 
and organizational commitment on organizational citizenship behavior. 
 

Keywords: job satisfaction, organizational commitment, organizational citizenship 
behavior 

 

INTRODUCTION 

Companies need good human resources to be able to compete with other 

companies. It requires the values and behaviors that are owned by the employees, in 

order to improve performance and social interaction in the work to get better. 

One of strategy is to develop the human resources to have organizational 

citizenship behavior (OCB) in the organization. Organ (1988) argued that OCB is held 

to be vital to the survival of an organization. According to Organ,in OCB an individual’s 

behavior is discretionary. This behavior is not directly or explicitly recognized by the 

formal reward system and it in the aggregate that promotes the effective functioning of 

the organization.OCB is reflected through behaviors like helping others, volunteering 

for extra duties, adherence to the rules and procedures in the workplace. This behavior 

illustrates the added value of employees, which is one form of prosocial behavior, the 

social behavior of positive, constructive and helpful. 

Qualified human resources are working in accordance with the standards set by 

the company and able to produce appropriate work even more than what was expected 

by company. So, human resources are not expected only have the skill and good quality 

but have extra behavior which one of them is the OCB, behavior such as extra help 

colleagues complete the task, the seriousness in following the organization of meetings, 

little to complain a lot of work, and others. These behaviors referred to as extra-role 

behavior (Jahangir, et al, 2004; Srimuyani, 2012; Organ et al, 2006). The extra-role 

behavior have equally important contribution to intra-role behavior. 
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The concept of OCB has been studied in organizations for explaining their effective 

functioning and organizations are deemed to promote such behavior. In service-oriented 

organizations it was an unattended concept, although it has imperious implications in 

this sector.Evidence has been found in the recent studies that OCB is related to ethical 

behavior and also seems to confine the essence in employee performance. Organ, et al 

(2006) and Podsakoff, et al (2000) states that the factors that can give rise to OCB: 

personality, job satisfaction, organizational commitment, job involvement, 

organizational justice, organizational support, where there is a relationship between 

OCB with the extent to which employees believe that the organization values and cares 

for employees.  

Job satisfaction and organizational commitment have been examined in many 

studies and have been shown to positively influence an employees’s success (Liu, Sheng 

Wen and Norcio; Herminingsih, 2012; and Markovits, 2013).  Organizational citizenship 

behavior (OCB) has been the focus of attention from organizational behavior researchers 

(Organ et al, 1988; Organ, 1997; George & Battenhausen, 1990, Podsakoff, Mackenzie, 

Paine & Bachrach, 2000) since Organ (1988) proposed that organizational citizenship 

behavior could influence individual and organization performance. 

In addition, organizational commitment is an important factor to realize OCB 

(Greenberg and Baron, 2000; Luthans, 2006, Sjahruddin, 2013).Affective organizational 

commitment is frequently cited antecedent of OCB., because it is conceptualized as a 

strong belief in, and acceptance of, an organization’s goals and a strong desire to 

maintain membership in the organization (Van Dyne et al., 1996).  

As one of the antecedents of OCB (Talachi, et al, 2014)., job satisfaction is 

indispensable to the wellbeing of employees.Satisfaction of one's work in a job may vary. 

This difference is due to the individual needs of different, or maybe the conditions in the 

workplace that can cause someone to be satisfied in their work. In Indonesia, a large 

company in wages, health insurance, benefits already granted should the company so 

that employees achieve satisfaction and well-being of his life.With prosperity and well-

being in organization, ideally they provide organizational citizenship behavior as a form 

of extra-role to the the company (Mohammad, 2011). 

However, there has been an absence of studies that combine those variables to 

determine the best predictor model of OCB.  Therefore, based on the theoretical and 

empirical literature that was reviewed and discussed, research hypotheses were 

generated concerning relationships among job satisfaction, organizational commitment, 

and OCB.The purpose of this study is to determine the influence of job satisfaction and 

organizational commitment to organizational citizenship behavior (OCB). 

LITERATURE REVIEW 
Organizational Citizenship Behavior  

Organizational Citizenship Behavior (OCB) has been studied since the late 1970s. 

Over the last three decades, research interest toward this behavior had increased 

substantially. The importance of organizational citizenship behavior (OCB) investigation 

is as follows: (1) Emphasis on the organizational citizenship behavior could minimize 

the conflicts due to ambiguity in job expectations, (2) Organizational citizenship 

behavior decreases to allocate rare resources via emphasis on extra role behaviors, (3) 

Educational institutes can provide the atmosphere which organizational citizenship 

behavior is motivated and facilitated. In this environment, facilitating factors of the 

organizational citizenship behaviors increase which result in decreasing obstacles, (4) It 

provides the opportunity of having a deeper understanding from organizational 

citizenship behavior factors and occupational and relative variables for the higher 

educational administrations. According to the Organ et al (1988), OCB consists of five 

dimensions: (1) Assist co-workers (altruism), (2) kindness (courtesy), (3) organization 

looking toward positive rather than the negative (sportsmanship), (4) Awareness 
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citizenship (civic virtue), (5) Meet or exceed the minimum requirements the desired role 

of organization (conscientiousness) 

Organizational Commitment  

Commitment toward organization is more than just a formal membership; it 

encompasses the attitude to organization and willingness to pursue all things for the 

sake of organization. According Robbins and Judge (2007), organizational commitment 

emerged as a result of psychological bond between employees and organization.Allen 

and Meyer (1990) argued that employees who have a commitment will work with full 

dedication, making the employee has power and desire to give more responsibility to 

support welfare and success of organization.Limitation toward the definition of 

organizational commitment are: (1) a strong desire to become a member of a particular 

organization, (2) the desire to suit with organization and (3) certain beliefs and 

acceptance to values and goals of organization  

Allen and Meyer (1990)stated that organizational commitment consists of three 

dimensions: (1) Affective commitment is emotional feelings toward organization and 

beliefs on the values contained in organization, (2) Continuance commitment is the 

value of economic received, will staying in organization when compared with leaving 

organization, (3) Normative commitment is a commitment to stay in an organization for 

reasons of moral or ethical. 

Job Satisfaction 

The term job satisfactions refers to the attituted and feelings people have about 

their work. Positive and favorable attitudes towards the job indicate job satisfaction. 

Negative and unfavorable attitudes towards the job indicate job dissatisfaction 

(Armstrong, 2006). Job satisfaction represents a combination of positive or negative 

feelings that workers have towards their work. Meanwhile, when a worker employed in 

a business organization, brings with it the needs, desires and experiences which 

determinates expectations that he has dismissed. Job satisfaction represents the extent 

to which expectations are and match the real awards.   Job satisfaction is closely linked 

to that individual's behaviour in the work  place. Herzberg’s Two Factor Theory is 

probably the most often cited point of view. According House and Wigdor (1976), in fact 

the main idea is that employees in their work environmentare under the influence of 

factors that cause job satisfaction and factors that cause jobdissatisfaction. Therefore 

al factors that have derived from a largeempirical research and devided in factors that 

cause job satisfaction (motivators) and factors that cause job dissatisfaction (hygiene 

factors). Hygiene factors consists of: (1) company policies, (2) supervision, (3) 

interpersonal relations, (4) work conditions, (5) salary, (6) statuse, and (7) job security. 

Motivators, consists of: (1) achievement, (2) recognition, (3) work itself, (4) responsibility, 

(5) avancement, and (6) growth. 

METHODOLOGY 
Research Methodology   

Research Design A quantitative, correlational (explanatory) online survey research 

design was used to explain the relationships among job satisfaction, organizational 

commitment and organizational citizenship behavior (OCB).   

The population of this research are 120 employees of PT. Royal Korindah, 

Purbalingga, Central Java, Indonesia. The data was collected by a survey from60 

employeesof employees, taken at random from the total number of permanent 

employees.  

A self-report survey consisting of three parts was used in this study.  Part 1 Job 

Satisfaction, using the Herzberg's Dual-Factor Theory as developed by Herzberg (House 

adn Wodgar, 1976; Aziri, 2011), which is based on two aspects of job satisfaction, which 
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satisfies (motivators) and dissatisfies (hygiene factors).Part 2, Organizational 

Commitment, using the Three-Component Model (TCM) Employee Survey as developed 

by Meyer and Allen (1991; 1997), includes three dimensions: affective commitment, 

normative commitment, and continuance commitment.  Part 3, Organizational 

Citizenship Behavior (OCB), using dimensions of OCB by Organ (2006), consists of five 

dimensions: altruism, courtesy, sportsmanship, civic virtue, and conscientiousness. 

Methods of Data Analysis In order to examine the hypotheses, all the data 

collected from the data producing sample through the online survey was analyzed by 

the Statistical Package for Social Sciences (SPSS) version 22.  The methods of data 

analysis used in this study consisted of asumption tes (normality and linierity) 

andmultiple linier regression.    

Research Hypothesis 

Based on the theory that has been described, the hypothesis in this study are: 

1. Job satisfaction has possitive significant influence toward organizational 

citizenship behavior (OCB). 

2. Organizational commitment has possitive significant influence toward 

organizational citizenship behavior (OCB). 

3. Job satisfaction and organizational commitment has possitive significant 

influence toward organizational citizenship behavior (OCB). 

RESULT AND DISCUSSION 

Result 

Validity  

Based on an analysis of job satisfaction survey trials obtained a valid item has a 

validity coefficient move from 0.022 to 0.571 with a significance level of 5% was obtained 

r of 0.3, is said to be valid if r> rtable. Test the validity of the 60-item test are valid 46-

item and 14-item fall due to the validity of less than 0.3. Analysis of organizational 

commitment survey trials obtained a valid item has a validity coefficient move from 

0.102 to 0.555 with a significance level of 5%, the result of the validity testing is from 

40-item tested there are 35 valid item and item 5 fall because the validity of less than 

0.3. Analysis of organizational commitment survey trials obtained a valid item has a 

validity coefficient move from 0.148 to 0.585 with a significance level of 5%, the result 

of the validity testing is from 40-item tested there are 36 valid item and fourth item fall 

due to the validity of less than 0.3. 

Reliability 

The result of the calculation of the reliability Survey of job satisfaction, 

organizational commitment, and organizational citizenship behavior (OCB) is: 

Table 1. Reliability Testing 

Variable Alpha Cronbach N of Aitem 

Job Satisfaction 0,904 60 

Organizational Commitment 0,871 40 

Organizational Citizenship Behavior 0,884 40 

Based on the above table reliability test, the instrument survey of job satisfaction, 

organizational commitment, and organizational citizenship behavior (OCB) had a Cronbach's 

alpha coefficient is strong, therefore it can be used as a measuring tool for reliable research. 

 

Analysis 
Analysis of the data used in this research is quantitative data. The data analysis is carried 

out as follows: 
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a. Normality test 

Test for normality in this study using the Kolmogorov-Smirnov technique. 

Table 2. Results of Normality Test 

Variable Mean P Interpretation 

Job Satisfaction 0,548 0,925 Normal 

Organizational Commitment 0,504 0,961 Normal 

Organizational Citizenship Behavior 0,858 0,453 Normal 

Normality test results showed that the three variables have a significance value 

(p)> 0.05. It shows that the scale of job satisfaction, organizational commitment, 

and scale organizational citizenship behavior (OCB) has a normal distribution. 

 

b. Linearity test 

Linearity test results can be seen in the table below: 

Table 3. Result of Linearity Test 

X Y F P Interpretation 

Job Satisfaction OCB 0,994 0,511 Linier 

Organizational Commitment OCB 1,086 0,407 Linier 

Based on the results obtained job satisfaction linearity test p = 0.511 (p> 0.05) 

and organizational commitment value of p = 0.407 (p> 0.05) so that it indicates 

that data is linear. 

c. Hypothesis testing 

Hypothesis testing that used in this study is multiple regression analysis to 

determine the influence job satisfaction and organizational commitment on 

organizational citizenship behavior (OCB). 

- The influence of job satisfaction on organizational citizenship behavior (OCB) 

Job satisfaction on organizational citizenship behavior (OCB) shown that F 

= 44.978 with p = 0.000 (p <0.05) and r> rtable (0.661> 0.254), then the 

hypothesis is accepted that there is an influence of job satisfaction on OCB, 

where the direction is a positive influence that high job satisfaction when the 

OCB was also high, and vice versa if the job satisfaction is low, OCB also 

low. Ie the regression line equation y = 43.328 + 0,453x. 

Based on the analysis results are also obtained coefficient of determination 

R square of 0.437, these figures mean that job satisfaction in this study 

contribute effectively to the OCB 43.7%, while 56.3% is the contribution of 

other factors (factors that were not studied). 

- The influence of organizational commitment on organizational citizenship 

behavior (OCB) 

Organizational commitment on organizational citizenship behavior (OCB) 

shown that F = 16.241 with p = 0.000 (p <0.05) and r>rtabel (0.468> 0.254) 

then the hypothesis is accepted that there is an influence of organizational 

commitment on OCB where the direction is a positive effect, namely when 

the high organizational commitment then OCB was also high, and vice versa 

if the low organizational commitment, the OCB also low. Ie the regression 

line equation y = 62.048 + 0,432x. 

Based on the analysis results are also obtained coefficient of determination 

R square of 0.219, these figures mean that job satisfaction in this study 

contribute effectively to the OCB by 21.9%, while 78.1% is the contribution 

of other factors (factors that were not studied). 

- Influence job satisfaction and organizational commitment on organizational 

citizenship behavior (OCB) 
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Based on the results of multiple linear regression between job satisfaction 

and organizational commitment on OCB obtained test F = 32.707 with p = 

0.000, for p <0.05, it can be inferred influence job satisfaction and 

organizational commitment on OCB. Multiple regression equation is Y = 

21.626 + 0,398.X1 (job satisfaction) + 0,298.X2 (organizational 

commitment). 

Based on the analysis results are also obtained coefficient of determination 

R square of 0.534, these figures mean that in this study job satisfaction and 

organizational commitment memberiikan effective contribution of 53.4% of 

the OCB, while 46.6% is the contribution of other factors (factors that are 

not researched). The coefficient of determination of research can be seen in 

the table below: 

Table 4. Coefficient of Determination Research 

Causality of 

Variabel 

R R Square Adjusted R 

Square 

Std. Error of 

Estimate 

X1 Y 0,661 0,437 0,427 5,874 

X2 Y 0,468 0,219 0,205 6,918 

X1+X2 Y 0,731 0,534 0,518 5,388 

 
Discussion 

This research will reveal more about the influence of job satisfaction and 

organizational commitment on Organizational Citizenship Behavior (OCB)of employees. 

The above results are consistent with previous research conducted by Herminingsih 

(2012, Srimulyani (2012) and Markovits (2013) which states thatjob satisfaction 

positively influence on OCB. 

The results obtained from testing the hypothesis that has been done in accordance 

with the theory presented by Robbins and Judge (2007) that employees who are satisfied 

tend to speak positively about the organization, helping other people, and beyond 

normal expectations in their work. In other words, the employee shows the behavior of 

organizations providing performance exceeds normal expectations of the organization 

which is OCB. 

The analysis also showed the coefficient of determination R Square 0,437, these 

figures mean that job satisfaction in this study contribute effectively amounted to 43.7% 

of the OCB, while 56.3% is the effective contribution of other factors or factors that are 

not researched. Based on research conducted Talachi (2014) found that other things 

that cause a sense of satisfaction that achievement, awards, promotions, and praise.In 

addition, Lambert (Talachi, 2014) investigated the relationship of organizational 

citizenship behavior with job satisfaction, turn-over intent, life satisfaction, and burn-

out in 2010. From the results, it was found that OCB has a significant positive 

relationship with job satisfaction. 

Based on the test results, there is significant influence of organizational 

commitment on OCB. The analysis also showed the coefficient of determination R 

Square 0.219, these figures mean that job satisfaction in this study contribute 

effectively to the OCB by 21.9%, while 78.1% is the contribution of other factors or 

factors that were not studied. According Stum (Sjahrudin, 2013) examines several other 

factors affecting the commitments include supervisors, interest in the job, co-workers 

and compensation. 

Results of research conducted by Oemar (2013) which concluded that the 

description of the organizational commitment of employees is high on the company can 

be seen from the attitudes that show that employees remain or survive corresponding 

normative aspects, affective, and sustainable. High employee organizational 
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commitment because they feel part of the organization. Because employees have the 

opportunity to hold a position of competence. 

According to Steers (Seniati, 2002) states that in terms of organization, when it no 

fulfillment of the factors that can increase employee commitment, then the employee 

who committed a low impact on turnover, high absenteeism, increased delays work, and 

the lack of intensity to survive as an employee in the organization, poor quality of work, 

and lack of loyalty to the company. 

Based on the results of multiple regression test both of job satisfaction and 

organizational commitment on OCB obtained test F = 32.707 with p = 0.000, for p <0.05, 

it can be inferred influence job satisfaction and organizational commitment on OCB. 

Obtained multiple regression equation Y = 21.626 + 0,398.X1 (job satisfaction) + 

0,298.X2 (organizational commitment).In the study Sena (2010) concludes that there 

are significant organizational commitment and job satisfaction on OCB. 

Job satisfaction and organizational commitment have an effect on OCB. OCB can 

be increased if the satisfaction and organizational commitment of employees still feel 

fulfilled. Job satisfaction and organizational commitment can be achieved if these things 

can be met, among others, job security for employees is good, salaries are inadequate, 

their supervision good working conditions expected by the employees and good 

relationships with coworkers. In addition, the confidence of the company to employees 

and interwoven between employees and companies. If employees feel their safety and 

satisfaction within the company where employee work it would appear the willingness 

of employees to survive in the company (Srimulyani, 2012). 

Based on the analysis results are also obtained coefficient of determination R 

square of 0.534, these figures mean that in this study job satisfaction and organizational 

commitment give effective contribution of 53.4% of the OCB, while 46.6% is the 

contribution of other factors or factors that are not researched. Based on the research 

results ofWaspodo (2012) showed that there is a significant influence of the independent 

variable is the organizational climate that moderate by several variable, such as job 

satisfaction and organizational commitment. 

CONCLUSION 

Based on the results of data analysis and discussion of the inflence of job 

satisfaction and organizational commitment on organizational citizenship behavior 

(OCB), it can be concluded that job satisfaction has significant influence on OCB; 

organizational commitment has significant influence on OCB; and job satisfaction and 

organizational commitment simultantly has significant influence on OCB. 

Based of this results, there are some recommendation for further research, to 

conduct research on other factors that also influence on organizational citizenship 

behavior (OCB), such as the personality, work engagement, organizational justice, 

organizational support, etc, in variety subject of research. 
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