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Abstract 

Organizational citizenship behavior (OCB) is important to solve the complexity of 

organizational problems in public sector, including BUMN. However, it still has different 

explanation about factors which have influence to OCB. This study aims to examine the 

relationship between organizational commitment and OCB at PT Telkom Makassar. Used 

approach in this research is quantitative by survey methods, through a number of 176 

employees from 6 divisions at this BUMN organization by giving response to OCB and their 

commitment to the organization. Data is collected by questionnaire. Data analysis applies 

statistical analysis of recursive path model using SPSS version 17.0. Findings of this research 

reveals that success rate of an organization is also determined by on how organization 

stimulates their employees upon the organization itself. It can be concluded that 

organizational commitment positively and significantly relates to OCB at PT Telkom 

Makassar. Hence, it is suggested that for the forthcoming studies, researcher needs to wield 

qualitative approach to gather much deeper information in order to explain the phenomenon.  
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1. Introduction 

Research on organizational citizenship behavior (OCB) had increased since this concept 

introduced by Organ in 1977. Nowadays, there is broad consensus that OCB is important to 

solve the complexity of organizational problems in public sector (Bowler, 2006). OCB grants 

benefit into public services by re-strengthening bureaucratic values from the good soldier 

syndrome and strengthening public services ethos (Vigoda-Gadot & Beeri, 2011). However, a 

different explanation on a good predictor of OCB still found in some references. Organ (1997) 

suggests the need of a higher attention on research focus about predictors of OCB based on 

assumption that employees motivation can offer an empirical explanation about the 

phenomenon. Niehoff (2000) gives feedback of the concept by declaring that explanation of 

OCB will be more understood if OCB is seen as a motivational based behavior. Yet, 

Abuiyada & Shih (2012) declare that it still some leading theories on motivation have not 

been investigated its influence on OCB by today. 

OCB is discretionary behavior which goes beyond formal task summons (Organ, 1988, 1997). 

Discretionary means that behavior is not part of role requirements or job description which 

can be forced, behavior constitutes more on personal choice matters from which its 

negligence could not be penalized. OCB is multidimensionality behavior which covers 

altruism, conscientiousness, sportsmanship, courtesy and civic virtue Organ, 1997).  

This research investigates the relationship between organizational commitment and OCB. 

Organizational commitment refers to a psychological condition which is binding individual to 

organization (Meyer & Allen, 1991). Although references confess that OCB is motivational 

based behavior (Organ, 1997; Niehoff, 2000) and that organizational commitment is a good 

predictor of OCB (Gasic & Pagon, 2004; Unuvar, 2006; Dickinson, 2009), it still there a few 

references integrate both factors. References of OCB have not extended a sufficient 

explanation on organizational commitment effects on OCB (Unuvar, 2006). 

Organizational commitment model in this research applies the model of Meyer & Allen 

(1991). Organizational commitment model of Meyer & Allen covers affective commitment, 

continuance commitment and normative commitment. According to Allen & Meyer (1991), 

every employee can experience those three commitment components in different 

psychological states. Motivation incurs a strong commitment and ultimately encourages 

involvement in OCB in broadly manner (Chang et al., 2011).  

Investigated question in this research is Does organizational commitment positively relates to 

OCB at PT Telekomunikasi Indonesia Regional Division VII of Makassar Regency? Aims of 

this research is to analyze: Relationship between organizational commitment and OCB at PT 

Telekomunikasi Indonesia Regional Division VII of Makassar Regency. 

2. Research Methodology 

This research analyzes the relationship between organizational commitment and OCB at 

employees' level. This research applies deductive procedure. Applied research strategy is 

survey. Research population encloses 593 employees of PT Telkom Makassar whom are 

issued in 18 working units. Six of working unit sample is determined by cluster sampling 

technique. Then, by the number of 475 employees in 6 working units, researcher took 176 
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people as the sample based on the instructions of Barlett, Kotrlik & Higgins Table (2001). 

Applied sampling collection procedure is based on opportunity as a result for statistical 

significance test (Welch & Comer, 1983).  

This theoretical research model includes organizational commitment as independent variable, 

and OCB as dependent variable. Organizational commitment covers affective commitment, 

continuance commitment and normative commitment, while OCB is employees contribution 

in the form of altruism, courtesy, sportsmanship, conscientiousness and civic virtue, which 

are not claimed to formal reward system.  

Data collection instrument is questionnaire. Organizational commitment questionnaire and 

OCB format employs Likert scale by means of 5 point, starting from strongly disagree (1) to 

strongly agree (5). All used items to measure variables which are covered in this research 

model are reliable because obtained Cronbach's alpha is greater than its criteria that is 0.70 as 

expressly stated by Hair et al. in Gray and Densten (1998).  

Examined hypotheses in this research are formulated by:  

Organizational commitment relates to employees' OCB at PT Telkom Makassar 

H0 There is no relationship between organizational commitment and 

employees' OCB at PT Telkom Makassar. 

 

Ha There is relationship between organizational commitment and employees' 

OCB at PT Telkom Makassar. 

 

Data processing is executed by statistical package for social sciences (SPSS for Windows 

version 17.0) tools. To check the significance and the strenght of asosiation between 

independent and dependent variables, researcher applies descriptive statistical test of 

Kendall’s Tau b. Kendall’s Tau b (by using the symbol of ) measures the strenght of 

association by cross-tabulation (crosstab). Kendall’s Tau is stretched from -1 to +1 (-1 ≤ 

≤ +1). Examined statistical hypotheses as follows: 

H0 : = 0 (X and Y do not have relationship, or, X and Y are independent).  

Ha : ≠ 0 (X and Y have relationship, or, X and Y are dependent). 

The influence of independent variable to dependent variable is interpreted by its relationship. 

Relationship between examined independent variable and dependent variable shows that the 

alteration of independent variable is followed in functional manner by the alteration of 

dependent variable (Welch & Comer, 1983). 
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3. Findings and Discussion 

3.1. Organizational Commitment and OCB 

Kendall's Tau-b at .380 and Approx. Sig. at .015 show that organizational commitment 

variable has direct relationship (positive) with OCB variable. Relationships between both 

variables are significant, while the strength of association is considered as "strong enough".  

 

Table 1 Organizational Commitment * Cross-tabulation OCB   

Count  

  OCB 

Total 

  Low High 

Organizational 

Commitment 

Weak 
149 19 168 

  Strong 2 6 8 

Total 151 25 176 

 

Table 2 Symmetric Measures 

  Value 

Asymp. 

Std. 

Error(a) 

Approx. 

T(b) Approx. Sig. 

Ordinal 

by 

Ordinal 

Kendall's tau-b 

.380 .106 2,444 .015 

  Kendall's tau-c .111 .045 2,444 .015 

  Gamma .918 .067 2,444 .015 

  Spearman 

Correlation 
.380 .106 5,420 .000(c) 

Interval 

by 

Interval 

Pearson's R 

.380 .106 5,420 .000(c) 

N of Valid Cases 176       
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a Not assuming the null hypothesis. 

b Using the asymptotic standard error assuming the null hypothesis. 

c Based on normal approximation. 

 

Theoretically, organizational commitment relates to OCB. Findings of this research reveals 

that organizational commitment positively and significantly relates to OCB at PT Telkom 

Makassar. This finding is disclosed by Kendall's Tau-b at .380 and Approx. Sig. at .015. It 

means that organizational commitment positively and significantly relates to OCB. 

Relationship between both variables is significant at Alpha 0.05, while the strength of its 

relationship is strong enough. Research hypothesis declaring that organizational commitment 

relates to OCB at PT Telkom Makassar is accepted.  

Positively and significantly relationship between organizational commitment and OCB is 

confessed that the alteration in the organizational commitment variable will be followed by 

the alteration of OCB variable. Increasing of organizational commitment variables will be 

followed by the increasing of OCB variable. On the contrary, decreasing of organizational 

commitment variables will be followed by the decreasing of OCB variable.  

These findings advocate Beukhof, de Jong & Nijhof (1998) declaring that success rate of 

organization is also determined by on how organization stimulates commitment upon the 

organization itself. By stimulating organizational commitment effectively, employees' 

psychological bond to the organization becomes stronger and incurs strong encouragement to 

indicate the more OCB behavior. On the other side, these findings rebut Van Dyne & Ang 

(1998) theory declaring that the relationship of organizational commitment to OCB is not 

significant, and also Shore & Wayne (1993) theory declaring that organizational commitment 

relationship to OCB are negative. These findings show that organizational commitment 

positively relates to OCB. The phenomenon shows that amelioration of organizational 

commitment variable will be able to bring positive effect on OCB variable. 

The strenght of relationship between organizational commitment and employees' OCB at PT 

Telkom Makassar have not reached strong level. It relates to the fact that employees' 

organizational commitment level at PT Telkom Makassar is considered as unfavourable. It 

has been shown statistically that mean of organizational commitment value for the whole 

dimension is 3,330 which mean that organizational commitment level of the whole dimension 

is unfavourable. Employees at PT Telkom Makassar have not completely had organizational 

commitment including affective commitment, continuance commitment and normative 

commitment.  

Strong enough relationship between organizational commitment and employees' OCB at PT 

Telkom Makassar means that an effort to fix OCB should consider amelioration of 

organizational commitment. These days the organizational commitment at PT Telkom 

Makassar is considered at poor level. The main weakness of organizational commitment 

variable is on normative commitment dimension. Hence, dominant organizational 

commitment problems which are faced by PT Telkom Makassar relate to the less of 
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commitment to maintain organizational membership and to keep their employees working.  

4. Research Implications 

The findings show that those five discretionary behavior (OCB), i.e. altruism, courtesy, 

sportsmanship, conscientiousness and civic virtue positively and strongly relates each other. 

It means that discretionary behavior (OCB) consists of interrelated aspects. For the 

forthcoming research of Discretionary behavior (OCB), particularly in BUMN organization 

should begin by the assumption that discretionary behavior (OCB) dimensions do not have 

differences in term of its antecedents and consequences. 

This research is the pilot paper about the relationship between commitment and discretionary 

behavior (OCB). For the forthcoming studies, researcher needs to wield qualitative approach 

to gather much deeper information in order to explain the phenomenon.  

This research is also being the pioneer of the right statistical test usage about the relationship 

between organizational commitment and discretionary behavior (OCB). It is found in some 

references about the implementation of linear regression statistical test, path analysis and 

structural equation model for the topic, while the questionnaire design is based on Likert 

scale for ordinal measurement scale. Again, for the forthcoming researches about OCB which 

is measured at ordinal scale need to apply Kendall’s Tau-b statistical test by which it is 

designed to measure the strength of association through cross-tabulation (crosstab).  

Implications of these findings for professional practice is to be used by managers in public 

organizations as the model which can help them to repair discretionary behavior (OCB) in 

profit oriented BUMN organizations. Those managers who are eager to raise their employees' 

discretionary behavior (OCB) should consider some condition to maximize organizational 

commitment.  

5. Conclusion 

Findings of this research are that organizational commitment positively and significantly 

relates to OCB at PT Telkom Makassar. Relationship of both variables is strong enough. The 

phenomenon shows that the alteration at organizational commitment variable is followed in 

functional manner by the alteration at OCB variable, and that organizational commitment 

variable and OCB variable is dependent nature.  

Organizational commitment at PT Telkom Makassar is still at unfavorable level, and so does 

the OCB variable. Amelioration in organizational commitment at PT Telkom Makassar will 

be followed by the increasing of employees' OCB within the organization. 
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