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Abstract  

 

A company increases profits every year in order to keep reaching a larger target. It can be reached if each employee is 

having an Organizational Citizenship Behavior (OCB). The aims of this study are to measure and analyze the influence 

of job satisfaction, Perceived Organizational Support (POS), and organizational climate through OCB of the employee on 

employees in an outsourcing company Jakarta. The population of this study was all employees in the outsourcing 

company, which were 72 respondents. The sampling technique used in this study was saturated sampling with all 

employees for the object. This study used a linear regression method to analyze data. The finding of this study was job 

satisfaction, POS, and organizational climate variables have significant correlations to OCB. This study also showed the 

most variable that influencing OCB was job satisfaction.  
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INTRODUCTION 
Human resources are one of the most essential 

assets of every organization. Organizational success 

will depend on the role of human resources in achieving 

its goals. For this reason, human resources need proper 

management. The management of human resources is 

not only the responsibility of the human resources 

development division, but the leader of this 

organization needs to take it as a responsibility too. 

Suppose the organization can manage the company 

well, employees will also be willing to show their 

contribution in a higher work environment supporting 

their role in the organization or also called 

Organizational Citizenship Behavior (OCB). 

 

Before conducting research, the researchers 

did a pre-survey to determine the OCB level of 

employees at PT XYZ. In the pre-survey data, 

employees’ question included initiatives to help 

colleagues, a willingness to work overtime and accept 

any changes that occur in working conditions. The pre-

survey results at PT XYZ concluded that 54% of 

employees did not indicate that they have OCB. 

Besides, researchers surveyed 30 employees of PT XYZ 

to find out what variables influenced the level of OCB 

at PT XYZ. After conducting the survey, it found that 

the employees of PT XYZ still perceived that they had 

not received the appropriate salary and bonus. That was 

one of the dimensions of job satisfaction. Moreover, the 

employees of PT XYZ did not feel that the company 

considered their welfare and assumed that the applied 

regulations were not sufficient. That was included in the 

dimension of POS. PT XYZ employees assumed that 

the regulations applied were not evenly distributed. 

These aspects covered in the organizational climate 

dimension.  

 

THEORETICAL REVIEW  
Organizational citizenship behavior 

According to Hapsari & Riyanto [1] OCB is 

one tools which can identify the behavior of employees 

who want to contribute beyond the demands of their job 

roles. Besides, according to Bhatti, Ju, Akram, Bhatti, 

Akram, and Bilal [2], OCB is the behavior of 

employees who are no longer part of their work but go 

beyond what is assigned by the company. However, in 

doing the work the employee feels voluntary or does 

not get an award. Employees who display OCB 

behavior will act like an organization's "citizen." OCB 

is positively related to sustained performance. OCB can 
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also be a contributor to organizational practices and 

outcomes [3]. OCB has officially developed five 

dimensions of OCB, namely altruism, 

conscientiousness, courtesy, civic virtue, and 

sportmanship [4]. 

 

JOB SATISFACTION 
Job Satisfaction is one factor that can support 

the achievement of organizational success. Job 

satisfaction is still an essential and exciting issue to be 

studied. That is because there is a significant influence 

between the benefits of individuals, organizations, and 

society. Satisfaction and dissatisfaction felt by 

employees when working become part of the dynamics 

organization [5]. According to Tafzal Haque et al., [6], 

job satisfaction is a state of positive or pleasant feeling 

from employee work experience. There are two type of 

factor of job satisfaction in intrinsic and extrinsic. The 

intrinsic factor is a set property of opportunities, skills, 

abilities, creativity in working, and positive feedback to 

the upper level of the firm. Extrinsic factor are 

supporting environment from the companion, leaders, 

and supervisor. They include of promotional packages, 

job shifting, job enrichment, compensation and rewards 

[7]. 

 

Organizational Climate 

According to Viswanathan et al., [8], 

organizational climate measures individual perception 

or emotion towards a business. Darmajaya [9] said the 

organizational climate is the nature of the work 

environment or psychological environment felt by 

workers or members of the organization and is 

considered capable of influencing workers' attitudes and 

behavior towards their work. Based on the theory, the 

organizational climate of individual perceptions or 

emotions towards a business both from the work 

environment and the perception environment. There are 

six dimensions of organizational climate namely, 

organizational structure, achievement standards, 

responsibilities, awards, support, and commitment [7]. 

 

RESEARCH METHOD AND ANALYSIS 
Research Method 

This study is a qualitative study with primary 

data in the form of surveys. This research was designed 

to gain understanding, explain and analyze the 

correlation between the independent variables and the 

dependent variable. This research emphasizes 

descriptive research, aiming to provide a complete 

picture of the phenomena that occur in XYZ. The 

population was 72 employees of PT XYZ. While the 

sample in this study was nonprobability sampling with a 

saturated sample because the total population in this 

study used an entire population of 72 people to be 

sampled. Data Analysis Methods used in this study 

included descriptive statistics, research instrument tests, 

classic assumption tests, multiple regression analysis 

and hypothesis testing. The data in this study were 

processed with the Statistical Package for Social 

Science (SPSS) version 25. 

 

The Results of Analysis and Discussion 

From the results of descriptive statistical 

analysis in this study, it was found that the sample 

perception of job satisfaction, POS, and organizational 

climate towards OCB with a mean value of 3.20, as 

well as the sample perception of job satisfaction (3.13), 

POS (3.05), and Organizational Climate (3.64). 

Hypothesis Testing In statistical data testing, the data 

used were derived from 72 questionnaires. The data is 

then processed using the SPSS version 25.0 program 

 

Tabel-1: Multiple Regression Linear OCB (Y) 

Coefficients
a
 

Model Unstandardized 

Coefficients 

t Sig. Remarks 

B Std. Error 

1 (Constant) 1.727 0.145 11.915 0.000   

Job satisfaction 0.302 0.036 8.392 0.000 Positive Relationship and 

Significant 

Perceived 

Organizational Support 

0.112 0.035 3.219 0.002 Positive Relationship and 

Significant 

Organizational Climate 0.195 0.045 4.387 0.000 Positive Relationship and 

Significant 

a. Dependent Variable: OCB  
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Table-2: Correlation Matrix 

Variable 

 
Dimension OCB (Y) 

4.1 

Altruisme 

4.2 

Constiousness 

4.3 

Sportmanship 

4.4 

Courtesy 

4.5 Civic 

Virtue 

Job Satisfaction 

(x1) 

1.1 The Job 0.448 0.554 0.481 0.449 0..380 

1.2 Reward  0.506 0.538 0.420 0.456 0.286 

1.3 Promotion 0.535 0.617 0.463 0.481 0.351 

1.4 Supervision 0.420 0.511 0.465 0.446 0.361 

1.5 Coworkers 0.442 0.508 0.448 0.527 0.409 

1.6 Work 

Environments 

0.414 0.535 0.479 0.529 0.431 

POS (x2) 2.1 Justice 0.268 0.331 0.246 0.329 0.279 

2.2 Superior 

support 

0.190 

 

0.276 0.233 0.393 0.227 

2.3 Work 

Condition 

0.362 0.381 0.388 0.512 0.364 

Organizational 

Climate (x3) 

3.1 Structure 0.334 0.326 0.315 0.305 0.305 

3.2 Responsibilit 0.398 0.397 0.378 0.365 0.335 

3.3 Appreciation 0.414 0.355 0.342 0.480 0.311 

3.4 Risk and 

challenge 

0.404 0.324 0.273 0.482 0.340 

3.5 Warmth 0.415 0.426 0.328 0.485 0.361 

3.6 Support 0.260 0.285 0.308 0.343 0.310 

3.7 Performance 

Standard 

0.262 0.329 0.276 0.324 0.346 

3.8 Conflict 0.137 0.259 0.276 0.256 0.294 

3.9 Personal 

Identity 

0.272 0.322 0.281 0.381 0.363 

The interpretation and testing of the hypothesis (H) in table 1 and table 2 is as follows: 

Y = 1,727 + 0,302 X1 + 0,112 X2 + 0,195 X3 + e; 

 

There is an influence of Job Satisfaction (X1) 

partially on OCB (Y) 

Table 1 above shows that the relationship 

between Job Satisfaction (X1) and OCB (Y) is 

significant with a t-test of 8.339 (t-count> t table (df = 

68) = 1.99) and the Sig. = 0,000. The coefficient value 

is positive that is equal to 0.302 which indicates that the 

direction of the relationship between Job Satisfaction 

(X1) with OCB is positive at 30.2%. Thus the H1 

hypothesis in this study which states that "Job 

Satisfaction (X1) has a significant effect on OCB (Y) 

Employees" is accepted. The greatest correlation value 

between the dimensions in the Job Satisfaction (X1) 

variable and the OCB (Y) variable is X1.3 dimension 

Promotion with the Y2 dimension. Consciousness is 

0,617, and is included in the category of strong 

relationship level. This explains that the dimension 

X1.3 Promotion in the Job Satisfaction variable is 

indispensable to support the increase in OCB (Y) 

especially in the Consciousness dimension 

 

There is an effect of Perceived Organizational 

Support (X2) on OCB (Y) partially 
Table 1 above shows that the relationship 

between Perceived Organizational Support (X2) and 

OCB (Y) is significant with a t-count of 3.219 (t-count 

(df = 68)> 1.99) and a Sig. = 0.002. The coefficient 

value is positive, equal to 0.112, which indicates that 

the direction of the relationship between Perceived 

Organizational Support (X2) with OCB is positive at 

11.2%. Thus the H2 hypothesis in this study, which 

states that "Perceived Organizational Support (X2) has 

a significant effect on OCB (Y) Employees”, is 

accepted. The greatest correlation value between the 

dimensions in the Perceived Organizational Support 

(X2) variable to the OCB (Y) variable is X2.3 Working 

Conditions with the Y4 dimension. Courtesy is 0.512, 

and belongs to the medium level of relationship 

category. This explains that the dimension X2.3 

Working Conditions in the Perceived Organizational 

Support variable is needed for each increase in OCB 

(Y) especially in the Courtesy dimension. 

 

There is an influence of Organizational Climate (X3) 

on OCB (Y) partially 

Table 4.15 above shows that the relationship 

between Organizational Climate (X3) and OCB (Y) is 

significant with a t-test of 4.387 (t-count (df = 68)> 

1.99 and Sig value = 0.000. The coefficient value is 

positive, that is 0.195, which shows that the direction of 

the relationship between Organizational Climate (X3) 

and OCB is positive at 19.5%. Thus the hypothesis H3 

in this study, which states that "Organizational Climate 

(X3) has a significant effect on OCB (Y) Employees”, 

is accepted. The greatest correlation value between the 

dimensions in the Organizational Climate variable (X3) 
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with the OCB variable (Y) is the X3.5 dimension of 

Warmth with the Y4 dimension. Courtesy is 0.485, and 

belongs to the medium level of relationship category. 

This explains that the dimension X3.5 Warmth in the 

Organizational Climate variable is required for any 

increase in OCB (Y) especially in the Courtesy 

dimension. 

 

Job Satisfaction, Perceived Organizational Support, 

and Organizational Climate simultaneously 

influence OCB 

Based on the results of the simultaneous 

significance test (f test) in table 4.14 above shows the 

F-calculated value of 65.240 (F-count> F-table (n = 72, 

and k = 3 = 2.74) and Sig. = 0.000, which shows that 

the Job Satisfaction variable (X1), the Perceived 

Organizational Support (X2) variable, and the 

Organizational Climate variable (X3) together have a 

significant effect on the OCB variable (Y). Thus, the 

hypothesis H4 in this study, which states that "Job 

Satisfaction, Perceived Organizational Support, and 

Organizational Climate simultaneously influence 

OCB," is accepted. 

 

DISCUSSION 
Analysis of the Effect of Job Satisfaction on OCB  

Based on the results of the study, job 

satisfaction influenced OCB. This finding is consistent 

with the results of the studies by [10-12, 3, 13] which 

found that job satisfaction influenced OCB in 

employees. That was shown when the employees of PT 

XYZ have excellent job satisfaction, the OCB will get 

better. On the contrary, if PT XYZ employees do not 

have excellent job satisfaction, OCB employees will not 

be good. In this study the promotion dimension on job 

satisfaction variables strongly influenced the 

consciousness dimension on OCB variables. Thus, if PT 

XYZ has a sound promotion system, or if employees 

get a promotion it will increase consciousness, namely 

employee discipline when working and it will affect 

OCB. 

 

Analysis of the Effect of Perceived Organizational 

Support on OCB 

The results showed there was an influence 

between POS and OCB. This finding is consistent with 

[11] that said there is influence between those two 

variabel. The working conditions dimension had the 

most substantial influence on one of the OCB variables, 

namely courtesy. In the POS variable, working 

conditions described the organization's recognition of 

employee contributions. Whereas courtesy is an 

employee's courtesy behavior. Therefore, if the 

company is willing to recognize employee 

contributions, this will increase employee behavior 

when working and will impact OCB employees of PT 

XYZ. 

 

 

Analysis of the Effect of Organizational Climate on 

OCB 

The results of this study indicated that there 

was an influence between organizational climate and 

OCB. This finding are in line with the research of [7, 

14, 15], which also said there was an influence between 

organizational climate and OCB. Thus, the better the 

organizational climate at PT XYZ, the higher the OCB 

of the employee will be. The warmth of the 

organizational climate variable had a moderate 

relationship with the OCB variable’s courtesy 

dimension. In organizational climate variables, warmth 

referred to interpersonal relationships in organizations. 

Thus, if the interpersonal relationship at PT XYZ is 

good enough for each employee, it will show excellent 

manners that will increase OCB. 

 

Simultaneous Analysis of the Effect of Job 

Satisfaction, Perceived Organizational Support, and 

Organizational Climate on OCB 

Job satisfaction, POS, and organizational 

climate simultaneously influenced OCB employees of 

PT XYZ. By increasing, the employee’s job satisfaction 

through a transparent job promotion system will 

improve the OCB of PT XYZ employees. From the 

POS side can be improved through the ability of 

organizations to recognize and appreciate the 

contributions made by employees. Besides, when 

viewed from organizational climate variables, 

employees’ interpersonal relations can also be improved 

to create a synergistic relationship. These three things 

will increase OCB employees of PT XYZ. 

 

CONCLUSION AND SUGGESTION 
Conclusion 

Based on the results of previous studies and 

discussions, several conclusions can be made as 

follows: 

1. Job Satisfaction has an influence on OCB. The 

promotion variable has a considerable influence on 

OCB, especially the consciousness variable, 

namely employee discipline. Thus, if the company 

has a sound promotion system, it will increase 

employee discipline in work, such as the 

responsibility in completing work to be willing to 

answer the call even though not on working hours. 

This Research in line with  

 

2. Perceived Organizational Support has an influence 

on OCB, especially on the variable work conditions 

that had the most significant influence on courtesy. 

Working conditions include the way organizations 

value each employee's contribution. Meanwhile, 

courtesy is the availability of employees in 

avoiding conflicts such as the ability to accept 

changes that occur in the company. Therefore, if 

the company can appreciate excellent contributions 

to employees, then employees will always respect 

every rule or change in the company. 
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3. Organizational climate has an influence on OCB, 

especially on the warmth variable which had the 

most substantial influence on one of the OCB 

variables, namely courtesy. This study concluded 

that if the company has a sympathetic or fairly 

good interpersonal relationship between 

employees, both fellow staff and between superiors 

and subordinates, will make employees able to 

respect every rule and adapt to changes in the 

company. 

 

4. Job Satisfaction Variables, Perceived 

Organizational Support, and Organizational 

Climate together have an influence on OCB. 

 

Suggestions 

Based on the results above, the suggestions to complete 

this study are as follows: 

1. The next researcher is expected to be able to 

involve other variables that have a strong influence 

in shaping OCB besides job satisfaction, POS, and 

organizational climate such as work commitment, 

work motivation, and leadership style. In future 

studies, data analysis methods will be carried out 

using tools other than SPSS such as SEM PLS, 

Lisrel, and others. In subsequent studies, it can also 

retrieve data from different industries apart from 

outsourcing companies. 

 

2. There is an influence between job satisfactions on 

OCB. Thus, the researchers suggest that companies 

pay attention to some shows. The results of this 

study indicate that job satisfaction has a positive 

and significant effect on OCB. In this study, the 

dimensions of promotion on job satisfaction 

variables have a healthy relationship on the 

consciousness dimension on OCB variables. Thus, 

suggestions for the company are expected to carry 

out a promotion system that is quite clear to 

employees. At present, in one of the outsourcing 

companies, there is no clarity regarding its 

promotion. Employees often remain in the same 

position for quite a long time. Besides, sometimes 

employees also get promotions but are only given 

additional duties and responsibilities, without any 

training or adjustments in terms of salary. This 

makes employees when they get a promotion even 

feel burdened. Based on the previous study, it is 

expected that companies engaged in the field of 

outsourcing will carry out a clear promotion 

system. First, do a mapping of employees in which 

employees need to be developed or given a 

promotion. Then, do training for employees who 

will get a promotion so that the employee becomes 

better prepared to hold a higher position. The form 

of training provided later needs to be analyzed 

again. Depending on the needs of the employee. 

When employees are ready to be promoted, it 

should be done formally and in writing. Employees 

also get adjustments to compensation and benefits 

based on new positions given. When the promotion 

system in the outsourcing company is transparent 

and directed, it will make employees increase their 

discipline in their work. They feel that every job 

they do will get good feedback from the company, 

one of which is the opportunity to get a promotion. 

 

3. The results of this study indicate that POS has an 

influenced OCB, especially between the 

dimensions of working conditions against courtesy. 

The working conditions of the POS variable mean 

the way the company appreciates each employee's 

contribution. Meanwhile, courtesy is the 

willingness of employees to avoid problems. At 

present, there is no evidence of the way the 

company appreciates employee contributions. 

Thus, it is expected that the company is able to 

appreciate employees’ work such as providing 

overtime pay, incentives when employees can 

achieve targets, and a bonus system that is quite 

clear and in line with the employee's performance. 

It will also be more effective if implemented 

employee of the year to increase employee OCB. 

When employees feel that each of his contributions 

is valued, they will be willing to work, even exceed 

their role and always accept changes in the 

company. 

4.  

This study also shows the influence of 

organizational climate on OCB. The warmth of the 

organizational climate variable has the highest 

influence on the dimensions of courtesy on the 

OCB variable compared to other variables. The 

company suggests that it should generate warmth 

based on interpersonal relationships between 

employees of fellow staff and superiors. A leader 

has a vital role in creating warmth within the 

organization. Warmth can be formed by holding 

briefings every morning, involving employees to 

work in teams, conducting weekly, monthly or 

annual evaluations. Besides, superiors are expected 

to establish good relations with team members, so 

employees are not reluctant to discuss especially in 

the scope of work. The management and human 

resources can also facilitate through gathering, 

team building training, involving in the committee 

in an event and others. The company is also 

expected to communicate any existing regulations 

and changes transparently. When there is warmth 

in the company, the employee will feel comfortable 

in the company so he will try to understand every 

change that occurs in the company. Employees will 

also participate in creating warmth in the company 

by avoiding conflict. 
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