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This study aims to examine the effect of organizational culture and
organizational commitment on Organizational Citizenship Behavior (OCB)
and employee performance. This research was conducted on permanent
employees of the Faculty of Economics, Bandung Islamic University. The data
used in this study are primary data collected through questionnaires,
processed using the SPSS analysis tool. The results of the study show that
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1. INTRODUCTION

Human resource management (HRM) plays a very important role in the process of institutional
growth. [1] state that HRM has the main task of managing the people in the organization as effectively as
possible. HRM is expected to create good employee performance. For this reason, the organization is also
charged with forming an ideal work culture and has a positive effect on a good working climate within the
institution. Because a good institution can not be separated from a good work culture.

A good work culture serves to strengthen the company's internal integration in order to obtain high
productivity. As stated by Peter and Waterman in [2] that successful companies generally have a strong
culture. With this strong organizational culture, the company can improve its performance.

According to Schein [3] culture is a pattern of basic assumptions that are shared by a group of people
after they previously studied and believed in the truth of these assumption patterns as a way to solve
various problems related to external adaptation and internal integration. Therefore, the pattern of basic
assumptions is taught to new members as the correct way to perceive, think and express feelings in relation
to organizational issues. From this definition it can be seen that a strong organizational culture is a culture
that can strengthen the internal company and can adapt well to the surrounding environment. However,
according to Denison et [4] a strong organizational culture does not always have a positive effect on the
company. But a successful company not only has a strong culture, but that strong culture must match its
environment. If not, this strong culture is only capable of producing short-term performance.

However, organizational culture is not the only factor that can influence increased employee
performance. Research conducted by shows that organizational commitment has a significant positive
effect on employee performance. The study also found that OCB had a significant positive effect on
employee performance. Another study conducted by [5]found organizational culture to have a positive and
significant effect on OCB. Furthermore, research conducted by [6] states that organizational commitment
has a significant positive effect on OCB. So based on previous studies the researchers included
organizational commitment and OCB variables[7].

2. LITERATURE REVIEW
2.1. Organizational Culture

In general, the concept of organizational culture is divided into two, namely: first, namely ideational
and second, adaptationist school. However, there is also a combined definition of the two schools, namely
the realist school[8]. Ideational school is more focused on seeing the culture of an organization than what
is spread, understood, imbued. Generally, it is embraced by organization theorists who use an
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anthropological approach as their basis. Furthermore, the adaptationist school looks at culture from what
can be observed, both from organizational buildings such as the architecture/spatial layout of an
organization's physical buildings and from the people involved in it such as patterns of behavior and the
way they communicate[9]. While the latter this, based on the previous review above, this research leans
more towards the adaptionist school which sees culture from what can be observed through behavior
patterns and the way people communicate in an organization[4].

2.2. Organizational Commitment
Organizational commitment according [10] is a condition when an employee has high dedication at
work and has a desire to give more energy and responsibility to promote the welfare and success of the
organization. Furthermore, broadly speaking, organizational commitment is divided into three, namely
affective commitment, normative commitment, and continuing commitment [10].

2.3. Organizational Citizenship Behavior (OCB)

OCB is the positive behavior of employees who support the organization on the basis of their own
will [11]. Among these behaviors, for example, helping others without selfish goals; take an active role in
various organizational activities, avoid unnecessary conflicts, carry out various tasks beyond the
requirements of their normal roles, and tolerate existing loads.

2.4. Employee performance

According to [12] performance is a record of the results obtained from certain job functions or
activities over a certain period of time. A person's performance can be measured based on 6 criteria
resulting from the job in question. [13] simply defines performance as the result of work and work
behavior that has been achieved in completing the tasks and responsibilities given in a period.

2.5. The Influence of Organizational Culture on Employee Performance
Study conducted by Jooshan et al. (2015) showed that organizational culture has an effect on
employee performance. That is, the better the organizational culture values are adhered to, the better the
level of employee performance. Based on the research findings above, the hypothesis is as follows:
H1 = Organizational culturepositive effect on employee performance.

2.6. The Effect of Organizational Commitment on Employee Performance
Research conducted by [14] shows that organizational commitment has a positive effect on
performance. Likewise research conducted by [6];[15] found that organizational commitment has a
positive and significant effect on employee performance. This means that the higher the employee's
organizational commitment, the higher the employee's performance. Based on the research findings above,
the second hypothesis in this study is:
H2 = Organizational commitment has a positive effect on employee performance

2.7. The Influence of Organizational Culture on OCB
Research conducted by [15] show that there is a positive relationship between organizational culture
and OCB. More specifically, this research states that organizational culture plays an effective role in
increasing citizenship behavior (OCB) in organizations. Based on these studies, the third hypothesis in this
study is:
H3: Organizational culture has a positive effect on OCB

2.8. Effect of Organizational Commitment on OCB
Research conducted by [16] shows that one of the antecedents of OCB is organizational
commitment. From this study it was found that there is a significant positive relationship between
organizational commitment and OCB. Based on this research, the fourth hypothesis in this study is:
H4: organizational commitment has a positive effect on OCB

2.9. The Influence of OCB on Employee Performance
Several previous studies stated that OCB has a positive effect on employee performance [17]. This
means that the higher the employee's OCB in an organization, the employee's performance will increase.
Based on the research findings above, the fifth hypothesis in this study is:
H5: OCB has a positive effect on employee performance

Organizational Culture and Commitment's Influence on OCB and Employee Performance, Sri Hartono et al
398



’ http://ejournal.seaninstitute.or.id /index.php/Ekonomi . :
S Jurnal Ekonomi, Volume 12, No 02, 2023 IURNAL EI\ONOMI
_\\) EAN INS']‘]'I‘I JTE ISSN: 2301-6280 (print) ISSN: 2721-9879 (online)

2.10. Research Model

Based on the literature review, the relationship between variables, and the hypotheses previously
described, the framework in this study is:

Organizational
Behavior

organizational
Citizenship
Behavior

Performance

Organizational
Commitment

Figure 1. Research Model

3. METHODS

This research uses a quantitative approach. The data used is primary data collected by distributing
questionnaires to permanent employees of the Faculty of Economics, Islamic University of Indonesia. The
type of data used in this study was cross sectional, data collected at a certain point in time by answering
questions or statements in the questionnaire [18]. To test the hypothesis, data is processed using the SPSS
analysis tool with regression analysis techniques.

4. RESULTS AND DISCUSSION
4.1 Validity test
Calculation of instrument validity is based on a comparison between r count and r table with r table
of 0.301. If r count is greater than r table (r count > r table) then the question is considered valid, and vice
versa. From the results of the validity test conducted using the SPSS analysis tool, it appears that all
research instruments used to measure the variables in this study met the requirements > 0.301. Thus, all
measurement items in this study can be declared valid.

4.2 Reliability Test

The next test is the reliability test. The reliability test is a test to measure whether the research
instruments that the researchers use have consistency or reliability in measuring the variables or
constructs used in this study [19]. Internal consistency can be measured using Cronbach's alpha value
which assesses a positive relationship to the number of items in the scale [20]. An acceptable Cronbach's
alpha score is at least 0.7 [20].The test results of all measurement instruments used in this study can
generally be stated to be reliable, as seen from the value of Cronbach's alpha = 0.7. Table 4.1 shows the
results of the reliability test of the entire research instrument in more detail[20].

Table 1. Reliability Test Results

No. Variable Cronbach's Alpha Information
1  Organizational culture 0.964 Very Reliable
2 Organizational commitment 0.944 Very Reliable
3  Performance 0.936 Very Reliable
4 Organizational Citizenship 0.964 Very Reliable

Behavior(OCB)

4.3 Hypothesis testing
The results of the research hypothesis test are presented in Table 2 below:
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Table 2. Hypothesis Test Results

hypothesis Standardizes Coefficient () Sig Information
Culture —" Performance 0.116 0.371  Notsupported
Commitment —*Performance 0.745 0.000 supported
Culture = OCB 0.195 0.162  Not supported
Commitment—* OCB 0.656 0.000 supported
OCB —& Performance 0.888 ,000 supported

The first hypothesis in this study states that organizational culture influences performance. In Table
4 H1 culture — performance shows culture has a positive but not significant effect on performance
(B=0.116, p=0.371>0.05). Thus, the influence of organizational culture on performance is not significant so
that hypothesis 1 is not supported. Although not in line with the hypothesis that was built, the results of
this study are in line with previous research conducted by [21]

Based on Table 4.3 above, hypothesis 2: commitment — performance has a significant positive effect
on performance ($=0.745, p=0.000>0.05). Thus hypothesis 2 is supported. The results of this study
strengthen previous research which stated that commitment has a positive effect on performance [14].

Results of hypothesis test 3 culture — OCB has a positive but not significant effect on OCB ($=0.195,
p=0.162>0.05). So hypothesis 3 in this study, culture has a positive effect on OCB is not supported.
However, the results of this study are in line with research (Sukarman et al. 2018) which states that culture
has no effect on OCB[21].

The results of the fourth hypothesis test in this study indicate that commitment has a positive effect
on OCB (B=0.656, p=0.000<0.05). The research results are in line with research [5]. Thus, hypothesis 4 in
this study is supported.

The final hypothesis (H5) in this study is that OCB has a positive effect on performance. Based on
Table 4.3 it can be seen that OCB has a positive effect on performance ($=0.888, p=0.000<0.05). These
results are in line with previous studies [14]. Thus, hypothesis 5 in this study is supported.

5. CONCLUSIONS

This study aims to examine culture, commitment and OCB on performance, as well as the influence
of culture on and commitment to OCB. The results of the hypothesis testing show that all hypotheses are
supported except for the influence of culture on performance and OCB.
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