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Abstract
 

___________________________________________________________________ 
Employees with high OCB levels are able to increase productivity and provide a good future for the 

company. OCB can be influenced by internal factors and external factors. One of the internal 

factors that influence OCB is organizational commitment. This study aims to determine the 

relationship between organizational commitment and Organizational Citizenship Behavior. Using 

a correlational quantitative approach, this study involved 141 production employees at PT. X 

Semarang was selected through a, purposive sampling technique. The research data was taken 

using the organizational commitment scale and the OCB scale. Furthermore, the data were 

analyzed using the Kendall or non-parametric correlation technique. The result of the correlation 

coefficient between organizational commitment and OCB variables is 0.153 with a significance 

level of p=0.005 where p<0.05. These results indicate that there is a positive relationship between 

organizational commitment and OCB. So it can be concluded that the production employees of 

PT. X Semarang has a good commitment so that employees are able to show good OCB to fellow 

employees and to the company. 
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INTRODUCTION 

 

The key to organizational success is when organizational members are able to 

contribute actively and constantly to the design and implementation of work that has been 

given in achieving organizational goals (Prihatsanti &; Dewi, 2010). In addition to actively 

contributing to an organization, Human Resources are expected to be able to do things that are 

initiative or voluntary, where this behavior is called Organizational Citizenship Behavior 

(OCB) which is able to support the progress of an organization (Saraswati &; Hakim, 2019). 

The implementation of Organizational Citizenship Behavior can be seen when organizational 

members have self-sacrificing, proactive, and initiative behaviors when working to achieve the 

goals of the organization where they work (Achmad &; Izzati, 2020). OCB is a form of 

behavior that does not include individual obligations, but if done can make a positive 

contribution to the organization (Kurniawan &; Daeli, 2021).  

According to Organ, et al in Bies (2014) OCB is a form of behavior of individuals who 

have the freedom to contribute beyond the obligations or work that has been given to them. In 

recent years, textile companies in Indonesia have increased according to Industry Minister 

Agus Gumiwang Kartasasmita, revealing that textile (Textile and Textile Products) exports 

from January to October 2021 increased by 19% to USD 10.52 billion (K. P. R. Indonesia, 

2022). Chairman of the Indonesian Textile Association (API) Jemmy Kartiwa Sastraatmaja 

stated that the national textile industry experienced a very good recovery after the peak of the 

Covid-19 pandemic. This recovery can be seen from the increase in utilization, the majority of 

which has reached more than 70% (Bangsa, 2022).  

According to a report from the United Nations Industrial Development Organization 

(UNIDO), Indonesia ranks ninth in manufacturing value added which means Indonesia has 

increased from the previous year. Currently, Indonesia's ranking is the same as Brazil and the 

United Kingdom. Indonesia also ranks high above Russia, Australia, and other ASEAN 

countries (S. K. R. Indonesia, 2022). In 2019 PT. X Semarang experienced problems in 

achieving production targets. It is explained that PT. X Semarang experienced a decrease in 

production from July to December (Sulistyaningsih, 2020). Then in the study, it was explained 

that there was a decrease in work productivity in employees caused by low work motivation in 

employees which ultimately affected employee performance.  

Low employee performance can have a negative impact on the progress of the 

company. Then Pramukti (2019) stated that motivation is one of the factors that affect 

organizational commitment and employee performance. In line with that, Widyaningtyas 

(2018) revealed that PT. X Semarang is still continuing to develop an employee work appraisal 

system because there are obstacles in determining what kind of employee criteria will get 

Incentive Reward as a form of gratitude and support from the company to employees. Where 

one of the factors that affect employee performance is organizational commitment. This is in 

line with research conducted by Fikri et al (2021), namely organizational commitment has a 

positive influence on employee performance. 

The existence of problems in the textile industry requires employees to be able to work 

more effectively so that company targets can be met. Therefore, employees are expected not 

only to do tasks that are in accordance with their job description, but also to be willing and able 

to do other tasks outside their job description (Pratiwi, 2020).  Then Dotulong &; Andriany 

(2021) revealed that employees do not always have to work according to their job description 

(intra-role), but at certain times employees are expected to be able to do work outside their job 

description (extra-role). Therefore, Organizational Citizenship Behavior (OCB) has an 

important role in supporting high-performance HR practices because it involves the extra role of 

employees in the organization (Bismala, 2021). 
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 The emergence of OCB behavior can be influenced by two factors, namely internal 

factors and external factors. Organizational commitment is one of the internal factors that can 

affect OCB (Yohannes et al., 2022). Organizational commitment is a form of condition felt by 

employees that can cause strong positive behavior towards the organization (Sengkey et al., 

2018). Jaya (2017) revealed that employees who have a high commitment will be more work-

oriented will tend to help and be able to work together, which is part of Organizational 

Citizenship Behavior (OCB). So important is this that some organizations dare to include an 

element of commitment as one of the conditions for holding a position or position offered in job 

advertisements (Atikah, 2020). 

High commitment to employees will make them more stable and productive at work so 

that they will bring benefits to the organization (Umam &; Setiawan, 2019). Several studies 

such as Yuliani & Katim (2017) revealed that organizational commitment has a positive and 

significant effect on employee Organizational Citizenship Behavior. Then research by Destiny 

& Ali (2020) explains that there is a positive influence of commitment to OCB. Likewise, 

research conducted by Yohannes et al (2022) shows a positive and significant relationship 

between organizational commitment and OCB. 

 Research on organizational commitment and Organizational Citizenship Behavior has 

been done before, but researchers will continue to conduct research on the same topic because 

researchers find differences in results from previous studies that show no relationship between 

organizational commitment and OCB. Such as research conducted by Pertiwi & Kistyanto 

(2016), Sengkey et al (2018), and Ristiyani (2021). The three studies used different research 

subjects, but the results shown were the same, namely there was no relationship between 

organizational commitment and OCB. 

Based on the description above, it can be concluded that there are differences in the 

results of previous studies on the same topic, namely organizational commitment and 

organizational citizenship behavior. Therefore, researchers feel the need to conduct further 

research on the same topic, namely the relationship between organizational commitment and 

organizational citizenship behavior. 

METHOD 

There are two variables studied, namely organizational commitment and Organizational 

Citizenship Behavior. In this case, organizational commitment becomes a variable factor that causes 

the emergence of Organizational Citizenship Behavior intentions. Organizational commitment is a 

relationship between employees and their organizations, where employees show high loyalty to 

achieve organizational goals. Organizational Citizenship Behavior is a voluntary action carried out 

by individuals without expecting rewards or rewards to contribute continuously beyond the job 

description set by the organization.  

A total of 141 production employees were the subjects of the study. In this study, researchers 

used purposive sampling as a subject selection technique. In order to measure the variables involved 

in this study, researchers used psychological measuring tools in the form of scales, including the 

scale of organizational commitment compiled based on aspects developed by Mowday, et al (in 

Ingarianti, 2015) namely identification, involvement, and loyalty and the scale of Organizational 

Citizenship Behavior which was compiled based on five aspects developed by Organ et al, (in Bies, 

2014) The five aspects are altruism,  conscientiousness, sportsmanship, courtesy, and civic virtue. 

Data analysis was carried out using kendall tau non-parametric correlation analysis techniques. The 

validity test is performed by pearson correlation item analysis. For reliability tests performed with 

Cronbach's alpha analysis. 
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RESULT DAN DISCUSSION  

The research data was taken using the organizational commitment scale and the 

Organizational Citizenship Behavior scale. The organizational commitment scale consists of 39 

items with an item-total correlation coefficient that moves between 0.290-0.734 and Cronbach's 

alpha reality coefficient of 0.935. The OCB scale consists of 26 items with a moving item-total 

correlation coefficient between 0.401-0.758 and Cronbach's alpha reliability coefficient of 0.916. The 

data analysis technique in this study uses kendall tau non parametric correlation techniques, because 

the data is not normally distributed (Jainuri, 2019).  

 

Table 1. Hasil Uji Hipotesis 

Variabel  KO OCB 

1. KO Kendall’s Tau B -  

 p-value -  

2. OCB Kendall’s Tahu B  0.153 - 

 p-value 0,005 - 

All test one-tailed for positive correlation 

*p<005 **p<.01 p<.0001,one-tailed 

 

The study obtained a significance level of p = 0.005 where p < 0.05. These results show that 

there is a relationship between organizational commitment and OCB. The results of the kendall tau 

correlation test also showed a correlation coefficient of 0.153. These results demonstrate the 

direction and strength of the relationship between organizational commitment and OCB. Where the 

strength of the relationship between variables x and y falls into the very weak category. This is in 

accordance with the correlation coefficient criterion according to (Jonathan, 2022). Then Jonathan 

(2022) stated that the direction of the relationship between variables x and y can also be seen from 

the correlation coefficient, which is 0.153.  Where the range of values for the correlation coefficient 

is -1.0 to +1.0. This means that the value of 0.153 is not less than -1.0. Thus, the relational direction 

of this correlation is positive.  

This means that when variable x is high, then the value of variable y will also be high. So 

from Kendall's analysis test, it can be concluded that Ho was rejected and Ha was accepted. So it 

can be concluded that there is a positive relationship between organizational commitment and OCB 

to employeesThis is in line with research conducted by Dewata & Mirawati (2022) on five journals 

that have been reviewed, where these five journals have different research subjects, including nurses, 

administrative employees, BPTPM employees, Education Office employees, and vocational 

teachers. The existence of differences in the subjects of this study did not show differences in the 

results of this study. The results shown by the five journals are that there is a close relationship 

between organizational commitment and OCB and organizational commitment to form OCB.   

Siallagan (2023) conducted research on employees of PT. Beautiful Halmahera Nusantara. 

What is shown in the study is that there is a positive relationship between organizational 

commitment and OCB. OCB is most visible in employees of PT. Indah Halmahera Nusantara is 

altruism i.e. please help behavior. This is in line with research conducted by Wicaksono & 

Indriyaningrum (2022) that there is a positive influence between organizational commitment and 

OCB on BAPENDA Semarang City employees. The organizational commitment of BAPENDA 

Semarang City employees is shown by the responsibility for the completion of the assigned tasks and 

OCB is shown by the good relationship established between employees.   Then the research 

conducted by Wuryantika (2022) also showed there is a positive influence between the 



 

Salsabila Sarsa Alifia et al. / Journal of Social and Industrial Psychology 12 (2) (2023)  

66 

 

organization's commitment and OCB. OCB Employees of PT. Build Contractor Copyright is shown 

when they choose to work overtime to complete the work.  

The average index value of organizational commitment variables is in the medium category 

with an average index value of 72%. It is known that the identification aspect is in the high category 

with an index value of 76.23%, this is because the index value per item in the identification aspect is 

mostly in the high category with a value range of 74%-85%. This shows that employees adhere to the 

company's values, vision, mission, and goals and believe that the rules made by the company are in 

the common interest. Then in the aspect of engagement, an index value of 70% was obtained so that 

it was in the medium category. This is because the index value per item in the aspect of majority 

involvement is in the medium category with a value range of 62%-69%.  

In the last aspect, namely loyalty, an index value of 69.92% was obtained so that the loyalty 

aspect was included in the medium category. With an index value per item in the range of 65%-69% 

which is included in the medium category. This shows that employees are willing to actively 

participate, happy when involved in the decision-making process in the company, comfortable at 

work, and do not think about leaving their jobs. On average, the OCB index value is in the high 

category with an average index value of 77.4%. It is known that the five aspects are in the high 

category with index values of 76.4% (altruism), 78.8% (conscientiousness), 75.8% (sportsmanship), 

79.4% (courtesy), and 76.8% (civic virtue). This indicates that the employee has a high OCB.  

Behaviors shown such as being willing to help colleagues when experiencing difficulties, 

willing to accept additional tasks or work hours for the benefit of the company, willing to develop 

self-competence for the betterment of the company, and willing to protect the company when 

threatened. Organizational commitment to employees is demonstrated by a sense of responsibility to 

complete their tasks and a good relationship with employees or superiors. Employees who show 

good identification, engagement, and loyalty to the company tend to have high organizational 

commitment. When employees have high organizational commitment, employees tend to exhibit 

voluntary behavior or OCB both to fellow coworkers and to superiors.  

According to Halimsetiono & Santosa (2021), the identification aspect that explains the 

acceptance of company values by employees is in line with the OCB aspect, namely sportsmanship 

and civic virtue which is also shown by the behavior of individuals or employees who comply with 

the values in the company. Then the aspect of involvement in organizational commitment is in line 

with the aspect of altruism and courtesy in OCB. Altruism and courtesy are shown by the behavior 

of individuals who always actively participate in activities organized by the company, participate in 

discussions regarding the interests of the company, and help colleagues both in personal and internal 

problems. And finally, the loyalty aspect of organizational commitment is in line with the 

conscientiousness aspect of OCB which is shown through behavior that is not easy to complain 

when facing difficult situations and prioritizes the company's interests above personal interests. 

CONCLUSION  

The conclusion obtained from this study shows that organizational commitment has a 

positive relationship with OCB in employees, that is, if organizational commitment is high, OCB in 

employees will be high. This is evidenced by the results of the Kendall tau hypothesis test obtained a 

correlation coefficient of 0.153 and a significance level of 0.005 < 0.05 which shows that there is a 

positive relationship between organizational commitment and OCB in employees or Ho rejected and 

Ha accepted, this study has limitations on the source of data taken, which is only primary data. 

Researchers should then be able to use or add secondary data to complement and add primary data 

sources. Then in the next research can use research subjects from the same company but with 

different divisions such as HR, finance, planning, trading, or technical divisions. Research subjects 
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may also be drawn from different levels such as staff, executives, senior executives, or assistant 

managers.  
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