* Budapest Imstitute

o~

V/ '

ISSN 20153076 Online)
ISSN 2015- 1715 (Print)

The Effect of Organizational Culture, Work Stress, and
Organizational Commitment on Organizational Citizenship
Behavior Mediated by Job Satisfaction

Hery Winoto Tj*, Melitina Tecoalu?

12Faculty of Economics and Business, Krida Wacana Christian University
hery.winoto@ukrida.ac.id, melitina@ukrida.ac.id

Corresponding author email: hery.winoto@ukrida.ac.id*

Abstract Keywords
organizational culture; work

Employee initiative is an important thing that every company or o
ploy P g y pany stress; organizational

organization in all business industries wants to have. Initiatives ] ~
play an essential role in improving company performance, which ~ commitment; organizational
will add value to the company in the long run. The more employees  Citizenship behavior; job

in a company who have a high level of initiative towards their ~satisfaction

work, the better company performance will be. The goals of this

research is to analyze the impact of organizational culture, works @CL

stress, organizational commitment mediated by job satisfaction on

orga nizational citizenship behavior at PT GCM. We used non-

probability sampling technique and SmartPLS tools to analyzing

the data. Using the purposive sampling technique, we obtained 60

respondent data. Our results show that organizational culture,

work stress, and organizational commitment directly influence

organizational citizenship behavior, and job satisfaction also has a

mediating role in the relationship between organizational culture,

work stress, organizational commitment, and organizational

citizenship behavior.

|. Introduction

A good company can be seen and assessed from employee’s performance in carrying
out their activities effectively and efficiently. The more effective and efficient the
company's activities are, the more valuable the company is. Wang et al, showed that
companies with good performance could reflect organizational culture, organizational
commitment, and employee behavior in consistently implementing company policies and
strategies. Besides, good companies tend to have employees with a better level of
responsibility and initiative than employees at other companies in an industry. A high level
of responsibility and initiative from employees, in general, can be created by companies
with various approaches such as creating an organizational culture that supports each other
between employees, workloads that are following employee compensation, and a reward
system for achievements. Organizational Culture and appropriate workload from the
company will create job satisfaction for employees. Dessler explains job satisfaction as an
asset for companies that need to be maintained and improved, also can be interpreted as an
employee's emotional state related to the employee's expectations of the desire for
remuneration performed with the actual remuneration received. Organization must have a
goal to be achieved by the organizational members (Niati et al., 2021). The success of
leadership is partly determined by the ability of leaders to develop their organizational
culture. (Arif, 2019).
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Organizational Citizenship Behavior is an essential thing that every individual in an
organization must have. In general, OCB is a theory that explains the behavior of an
individual, where the individual will behave beyond the critical role (extra-role behavior),
and indirectly recognized as part of the formal work obligations of an individual in this
context is an employee. Kumar et al explain this aspect as a behavior of individual, that
contributes to the effectiveness of the organization and indirectly related to the reward
systems of the organization. Several factors can create organizational citizenship behavior
such as organizational culture, Mood, Perception, tenure, and Gender. In addition,

Job satisfaction is one of several main factors in creating organizational citizenship
behavior. When employees feel job satisfaction in doing their jobs, employees will do their
jobs optimally and even do related things outside their work. Job satisfaction in a simple
way can be define as emotional response to various aspects of work. Kwon et al describe
job satisfaction as a employees' feelings about whether or not their jobs are enjoyable. Job
satisfaction also defined as an attitude related a person's job that indicates the difference
between the reward employee receive and the amount they deserve.

Mumford et al state that job satisfaction is about workers feeling on their work and
other aspect related to works as measured by satisfaction related to salary and salary
increases, satisfaction related to the opportunity to get promotion, satisfaction with direct
supervisor, satisfaction with allowances & facilities provided, satisfaction with awards (not
always in the form of material goods) given for good performance, satisfaction with
regulation & procedure, satisfaction with coworker, satisfaction with works they have
done, satisfaction with how employee build good communication in the organization.

Organizational culture plays an essential role in increasing company performances.
One of the company's performances improvements is driven by employee initiatives in
maximizing their work. Meng et al defines organizational culture as a collective agreement
on values that bind all individuals in an organization to determine the normative
boundaries of organizational member behavior. Eniola defines organizational culture as an
intervening variable where employees form overall subjectivity to the organization based
on several indicators such as the level of risk tolerance, team orientation, and support from
individuals within the organization. In fact, this common perception becomes culture and
personality. This favorable or unfavorable perception affects employee performance and
satisfaction, which is more significant for a more robust culture.

Research related to organizational culture has been carried out using various kinds of
data in various industries. Ebrahimpour et al and Desselle et al found similar condition that
organizational culture affects organizational citizenship behavior. Unlike the two previous
studies, Kim et al found that that organizational culture does not affect organizational
citizenship behavior.

Work stress appears as an increasing problem in organizations. Winoto says that
stress is a state of tension that affects a person's emotion, thought process and state. People
who suffer from stress get nervous and have chronic worries. They often get angry,
aggressive, unable to relax, or show an uncooperative attitude. Stress is a condition where
a person is faced with an opportunity, resource and demand that related to what the person
wants but the results are not in line with expectations.

In general, work stress can be sourced from the work environment, which can be
divided into several categories such as stress that comes from the physical environment,
stress that comes from the individual level and work stress that comes from groups and
organizations. Pemanyun et al conducted a study to see work stress on organizational
citizenship behavior in the Bali provincial government cooperative service. Using data as
many as 80 respondents from employees of the provincial government cooperatives in Bali
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shows that work stress harms OCB. These results consistent with the research conducted
by Iswara et al.

No less important factor in creating organizational citizenship behavior besides
organizational culture is organizational commitment. Luthans define organizational
commitment as a condition, which an individual sided with the organization, the goals, and
desires of the organization in the hope of maintaining its membership in an organization. If
defined, organizational commitment in a company includes several elements, such as
loyalty, acceptance of company goals and value, and involvement in work. Damayanti et al
conducted a study to see the influence of organizational commitment on OCB. They found
that organizational commitment has no significant effect on OCB and this consistent with
Lubis.

Figure 1. Research Framework

H1 : Organizational Culture influences OCB.

H2 : Work Stress influences OCB.

H3 : Organizational Commitment influences OCB.

H4 : Job Satisfaction mediated the relationship between organizational culture and OCB.
H5 : Job Satisfaction mediated the relationship between work stress and OCB .

H6 : Job Satisfaction mediated the relationship between organizational commitment

I1. Research Method

Sample of this research is all employees who work at PT. GCM, which is a total of
60 employees. The instrument used in the process of collecting data using a questionnaire
directly to the respondent. We used purposive sampling technique and Structural Equation
Modeling for the analysis. The steps in analyzing the data including test of outer, inner
models and hypothesis.

I11. Result and Discussion

The first test we run in this research is the test of outer model. The goal of this test is
to determine the relationship between the construct and their indicators, by run a validity
and reliability test. This analysis shows that all variables in this research model have a
Cronbach alpha value above 0.70. From the AVE results, all variables have obtained
values more than 0.50. From reliability aspect we found all values greater than 0.70. So,
we can conclude that all variables are reliable and valid.

12661



The R Square value has a role in measuring the predictive ability of the research
model. We obtained that all of independent and moderating variables has predictive power
in explaining OCB is is 61.1%. So, we can conclude that, the predictive power in this
research model is quite strong.

Table 1. Test of Hypothesis Result

Variables Coefficient | P-Value
Organizational Culture > OCB 0,189 0,037
Work Stress > OCB 0,411 0,003
Organizational Commitment > OCB 0,135 0,022
Organizational Culture - Job Satisfaction > OCB 0,104 0,008
Work Stress - Job Satisfaction > OCB 0,102 0,034
Organizational Commitment = Job Satisfaction > OCB 0,203 0,012
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Figure 2. Research Model

Based on the analysis results above, it is found that organizational culture has a
positive effect (0.037) on OCB. This indicates that an excellent organizational culture such
as a good work environment, open and honest communication, an exciting work
atmosphere, a reward system, good motivation, and cooperation can create employee OCB.
This also indicates that organizational culture is a critical aspect that need to be considered
by the company. These results are consistent with Iswara et al and Mi et al.

Then, the work stress variable also has a positive effect (0.003) on OCB. Based on
the results, it can be said that work stress that can be adjusted to the capacity of employees
will be able to create work comfort so that employees can apply organizational citizenship
behavior within the company. This also indicates that if the company does not
appropriately manage work stress, it can reduce employees' intention to implement OCB.
These results are consistent with Pemanyun et al and Winoto.

Similar results were also obtained from the organizational commitment variable,
which was proven to have a positive effect (0.022) on OCB. Employees who have the
same goals, desires, and expectations as the organization or company tend to increase their
initiative in doing work. The increased initiative, in this case, organizational citizenship
behavior, will undoubtedly be very beneficial for the organization. These results are
consistent with Damayanti et al, Lubis and Luthans.

Besides, job satisfaction also plays an essential role in this research. This is proven
by the results obtained, where job satisfaction mediated the relationship between
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organizational culture, work stress, and organizational commitment to OCB.
Organizational culture is proven to positively influence OCB when mediated by job
satisfaction (0.008). Work stress also has similar results, where job satisfaction also has a
role in mediating the relationship between work stress and OCB. On the other hand, similar
results are also seen from the variable organizational commitment, where job satisfaction is
also proven to mediate the relationship between organizational commitment and OCB.
Organizational culture will increase employee job satisfaction, so when employees are
satisfied with their work, they tend to work voluntarily. Work stress in this context is an
appropriate workload. It will also increase employee job satisfaction and organizational
commitment in line. Between employees and the organization will be able to increase job
satisfaction to the company or organization.

1VV. Conclusion

This study explores the effect of organizational culture, work stress, organizational
commitment mediated by job satisfaction on OCB at PT GCM. Based on the six problems
formulated previously, the results obtained that organizational culture has a positive effect
on OCB. This reflects that a good organizational culture is proven to be able to create
employee OCB. Work Stress has a positive effect on OCB. This indicates that work stress
as proxied by workload can increase OCB when the company or organization can adjust
the employee's workload to the ability of its employees. Organizational commitment has
been proven to have a positive effect on OCB. This means that employees who have the
same goals, desires, and expectations as the organization or company will create and
improve OCB. Job satisfaction is proven to have a role in mediating the relationship
between the three independent variables studied. Organizational culture, work stress, and
organizational commitment mediated by job satisfaction positively influence OCB. This
indicates that job satisfaction can mediate organizational culture, work stress, and
organizational commitment in improving and creating OCB.

References

Arif, S. (2019). Influence of Leadership, Organizational Culture, Work Motivation, and
Job Satisfaction of Performance Principles of Senior High School in Medan City.
Budapest International Research and Critics Institute-Journal (BIRCI-Journal). P.
239-254

Awadh, Ibtisam Mbarak., Gichinga, Lucy., dan Ahmed, Anwar Hood. (2015): Effects of
Workplace Stress on Employee Performance in the County Governments in Kenya:
A Case Study of Kilifi County Government, International Journal of Scientific and
Research Publications, 5(10), pp. 1-8.

Chandra, Riny., dan Adriansyah, Dody. (2017): Pengaruh Beban Kerja dan Stres Kerja
terhadap Kinerja Karyawan pada PT. Mega Auto Central Finance Cabang di Langsa,
Jurnal Manajemen dan Keuangan, 6(1), pp. 670-678.

Chang, Kiyoung, Hyeongsop Shim, and Taihyeup David Yi. (2019): Corporate Social
Responsibility, Media Freedom, and Firm Value. Finance Research Letters 30: 1-7.
https://doi.org/10.1016/j.frl.2019.03.019.

Damayanti, Riski., Hanafi, Agustina., dan Cahyadi, Afriyadi. (2018).: Pengaruh Kepuasan
Kerja Terhadap Kinerja Karyawan (Studi Kasus Karyawan Non Medis RS Islam Siti
Khadijah Palembang), Jurnal llmiah Manajemen Bisnis Dan Terapan, 14(2), hal. 75-
86.

12663



Desselle, Shane P., Leela Raja, Brienna Andrews, and Julia Lui. (2018).: Perceptions of
Organizational Culture and Organizational Citizenship by Faculty in U.S. Colleges
and Schools of Pharmacy. Currents in Pharmacy Teaching and Learning 10(4): 403—
12. https://doi.org/10.1016/j.cptl.2017.12.017.

Dessler, Gary. (2016). Human Resource Management. 15th edition. Pearson.

Ebrahimpour, Habib, Adel Zahed, Ali Khaleghkhah, and Mohammad Bager Sepehri.
(2011).: A Survey Relation between Organizational Culture and Organizational
Citizenship Behavior. Procedia - Social and Behavioral Sciences 30: 1920-25.

Eniola, Anthony Abiodun et al. (2019). : The Impact of Organizational Culture on Total
Quality Management in  SMEs in Nigeria. Heliyon 5(8): e02293.
https://doi.org/10.1016/j.heliyon.2019.e02293.

Greenberg, dan Baron. (2000).: Budaya dan Komitmen Organisasi. Jakarta: Erlangga.

Hirschi, Andreas, and Daniel Spurk. (2021).: Ambitious Employees: Why and When
Ambition Relates to Performance and Organizational Commitment. Journal of
Vocational Behavior 127(December 2020): 103576.
https://doi.org/10.1016/j.jvb.2021.103576.

Iswara Putra, Bagus, and A. Kartika Dewi. (2016).: “Pengaruh Kepuasan Kerja Dan
Komitmen Organisasional Terhadap Organizational Citizenship Behavior.” E-Jurnal
Manajemen Universitas Udayana 5(8): 255043.

Kim, Sun Hwa, Michelle Childs, and James Williams. (2019). : The Effects of Outdoor
Experiential Training on Part-Time Student Employees’ Organizational Citizenship
Behavior. Journal of Hospitality and Tourism Management 41(October): 90-100.
https://doi.org/10.1016/j.jhtm.2019.10.009.

Konrad, A. M., Ritchie, J. E., Lieb, P., dan Corrigall, E. (2000).: Sex Differences and
Similarities in Job Attribute Preferences: A Meta-Analysis, Psychological Bulletin,
126, pp. 593-641.

Kreitner, R.dan A.Kinicki. (2003).: Perilaku organisasi. Jakarta: Salemba empat.

Kumar, K., Bakhshi, A., dan Rani, E. (2009).: Linking the Big Five Personality Domains
to Organizational Citizenship Behavior, International Journal of Psychological
Studies, 1(2), pp. 73-81.

Kwon, Yeongmin, Jihye Byun, and Sunghee Park. (2019).: Exploring the Determinants of
Bus Drivers Job Satisfaction: Evidence from South Korea. Research in
Transportation  Business and Management 33(October 2019): 100436.
https://doi.org/10.1016/j.rtbm.2020.100436.

Lubis, M. Saleh. (2013).: “Pengaruh Iklim Organisasi Dan Komitmen Organisasi Terhadap
Pembentukan Organizational Citizenship Behavior (Ocb) Karyawan Dalam Rangka
Peningkatan Kinerja.” Journal of Chemical Information and Modeling 53(9): 1689—
99.

Luthans, Fred. (2005).: Perilaku Organisasi, Yogyakarta:.Andi.

Meng, Juan, and Bruce K. Berger. (2019).: The Impact of Organizational Culture and
Leadership Performance on PR Professionals’ Job Satisfaction: Testing the Joint
Mediating Effects of Engagement and Trust. Public Relations Review 45(1): 64-75.
https://doi.org/10.1016/j.pubrev.2018.11.002.

Mi, Lingyun et al. (2019).: A New Perspective to Promote Organizational Citizenship
Behaviour for the Environment: The Role of Transformational Leadership. Journal of
Cleaner Production 239: 118002. https://doi.org/10.1016/j.jclepro.2019.118002.

Montani, Francesco, and Véronique Dagenais-Desmarais. (2018).: Unravelling the
Relationship between Role Overload and Organizational Citizenship Behaviour: A
Test of Mediating and Moderating Effects. European Management Journal 36(6):

12664



757-68.

Niati, D. R., Siregar, Z. M. E., & Prayoga, Y. (2021). The Effect of Training on Work
Performance and Career Development: The Role of Motivation as Intervening
Variable. Budapest International Research and Critics Institute (BIRCI-Journal):
Humanities and Social Sciences, 4(2), 2385-2393.
https://doi.org/10.33258/birci.v4i2.1940

Organ, D. W. (1988).: Organizational citizenship behavior: The Good Soldier Syndrome.
Lexington, MA: Lexington Books.

Pemanyun, | Nyoman Gede Tangkas., dan Wibawa, | Made Artha. (2007).: “Pengaruh
Stres Kerja Dan Budaya Organisasi Terhadap Organizational Citizenship Behavior,”
E-Jurnal Manajemen Unud, 6(9), hal. 5088-5115.

Tecoalu, M. (2015).: The Effect of retail Service Quality (RSQ) And Organizational
Citizenship Behavior (OCB) On Strore Loyalty At The Minimarket In Jakarta,
International Journal of Education and research, pp. 393 -410.

Wang, Hong Da, Chia Ching Cho, and Chan Jane Lin. (2019).: Related Party Transactions,
Business Relatedness, and Firm Performance. Journal of Business Research
101(January): 411-25. https://doi.org/10.1016/j.jbusres.2019.01.066.

Winoto, Hery. (2008).: Kepuasan Kerja dan Stres Kerja Karyawan Non- Akademik
Universitas Kristen Krida Wacana. Jurnal Kompetensi Manajemen Bisnis, Vol. 2,
No. 2, Hal. 138-146.

Winoto, Hery. (2020): The Impact of Organizational Culture on Public Service Employee
Success in Bandung City. International Journal of Futures Studies, Vol. 3, No. 1.
Wolfe, Marcus T., and Pankaj C. Patel. (2019).: Labor of Love? The Influence of Work-
Conditions among Self-Employed and Work Stress. Journal of Business Venturing
Insights 11(November 2018): e00118. http://dx.doi.org/10.1016/j.jbvi.2019.e00118.

12665



