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ABSTRACT 
 

The objective of this study is to examine whether there are relationships between individual 
characteristics and organizational citizenship behavior, as well as between organizational climate and 
organizational citizenship behavior.  To test the relationships among the variables studied, a survey 
was conducted at a pharmaceutical company in Pasuruan, East Java involving 67 employees as 
respondents. The hypotheses were tested using Pearson’s correlation. 
Result shows that the highest OCB score among employees has been civic virtue (participative 
behavior), and the lowest OCB score is altruism (helping behavior). Further, test shows that the 
relationship between individual characteristics and OCB is 0.876 (significant) proving that the 
relationship between individual characteristics and OCB is acceptable. The correlation between 
organizational climate and OCB is 0.765 (significant), so that the hypothesis stating that there is a 
strong correlation between organizational climate and OCB is also acceptable. 
KEYWORDS: individual characteristics, organizational climate, organizational citizenship behavior. 

 
INTRODUCTION 

 
The effects of individual characteristics on some behavioral variables have been widely acknowledged and 

discovered. Personal (individual) characteristics such as age, gender, and marital status are argued to affect some 
variables such as job satisfaction, turnover, and performance (Robbins & Judge, 2009). However, the relationship 
between individual characteristics and organizational citizenship behavior (OCB) is not fully clear yet. The same is true 
for the relationship between organizational climate and OCB, although organizational culture, in whch  organizational 
climate  is included, has been widely studied (Yiing, 2009). 

Organ (1988) defines OCB as discretionary behavior that is not part of an employee’s formal job requirements 
but that nevertheless promotes the effective functioning of the organization. 

Some behaviors that characterize OCB includes among others: replacing coworker who is not present  or 
having a break, helping coworker to think about their problems, completing job tasks with professional standards, and 
attempt to mediate coworkers who are in conflict situation. OCB is a choice behavior that is not part of an employee’s 
formal job requirements but promotes the effective functioning of the organization (Robbins, 2007).  OCB is affected 
by individual characteristics. Individuals who are satisfied will tend to have OCB where they are willingly to help 
coworkers in doing jobs, sportive, attempt to achieve job targets, and `actively join the activities that build togetherness.   
According to Dunlop & Lee (2004) OCB affects the performance of business unit.  As a social being, an individual has 
the ability to give empathy to others and their environment, and synchronizing his own values with the good values of 
the environment to maintain and promote better social interaction.    

To do something good, a person is not always motivated by things that benefited him self. For example, 
someone will help other if there is a certain reward. If OCB exists in an organization, then efforts made to control 
employees will somewhat decline, because employees can control themselves or they are able to choose the best 
behavior for their organization.   

Yiing (2009) found a moderating effect of organizational culture in the relationship of leader behavior and 
organizational commitment and job satisfaction.  Organizational climate is part of organizational culture, where 
according to Davis (1995) that organizational climate is related to all aspects in the environment or faced by people in 
an organization where they do their job. Organizational climate is an important aspect that affects comfort, work 
concentration, and loyalty which will in turn affect organizational members’ performance.  Neal, Griifin and Hart 
(2000) in reviewing several opinions about organizational climate state that organizational climate is a 
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multidimensional construct that covers various evaluations which can refer to a general dimension of an environment 
such as leadership, role, and communication, or a certain dimension such as safety and service climate. 
 
Hypotheses:  
Based on the above background, two hypotheses are formulated as follows: 

1. There is a strong relationship between individual characteristics and organizational citizenship behavior.  
2. There is a strong relationship between organizational climate and organizational citizenship behavior.  

 
MATERIALS AND METHODS 

 
This research is a correlational study in nature. Data were collected through a survey at a pharmaceutical 

company in Pasuruan, East Java where 67 employees involved as respondents. To test the hypotheses, a statistical analysis 
of Pearson’s correlation was employed.  Variables and indicators used in the research as well as the results of validity and 
reliability tests are presented in Table1.  Moreover, a five point Likert type scale was used to measure each variable.  

 
Table1. Variable, Indicators, and Items 

 

 Variables Indicators Items Validity test 
(r product 
moment) 

Reliability test 
(α Cronbach) 

Note 

Individual 
Charact. (X1) 

Age No. of years old - - Valid 
Experience Job tenure (years) - - Valid 
Competence Job knowledge 0,889  Valid 

Attitude toward organization 0,900  Valid 
Job Skills 0,823  Valid 

   0,8526 Reliable 
Organizational 
Climate (X2) 

Communication Intensity of Communication with Superior  0,918  Valid 
Intensity of Communication with Coworker 0,959  Valid 

Leadership Leader’s Ability to Direct  0,949  Valid 
Leader’s Authority  0,882  Valid 

Physical 
Environment  

Quality of Work space  0,864  Valid 
Quality of Work Facilities & Equipment   0,900  Valid 

   0,8572 Reliable 
OCB (Y) Altruism 

(helping 
behavior) 

Replace work of absent or resting coworker   0,851  Valid 
Help coworker in facing daily problems  0,886  Valid 

Civic Virtue 
(participative 
behavior) 

Show politeness and appreciation to customers in any 
condition 

0,837  Valid 

Participate responsibly in organization  0,868  Valid 
Conscientiousn
ess (perform 
beyond 
minimum 
standard) 

Do things for organization that resulting in good 
impression, although it is not required 

0,828  Valid 

Accomplish job with professional standards  0,846  Valid 

Courtesy 
(fecilitating 
behavior) 

Resolve problems before being asked to do so.  0,850  Valid 
Help coworker to get used to changes occuring in 
organization  

0,722  Valid 

Sportsmanship 
(positive 
thinking 
behavior) 

Give tolerance to unavoidable mistakes and lost without 
complaining and blaming anyone else 

0,801  Valid 

Attempt to mediate coworkers if there are  
conflicts/disputes among them  

0800  Valid 

   0,8398 Reliable 

 
RESULTS AND DISCUSSION 

 
Results: Correlation between individual characteristics and organizational climate and OCB 
 

Based on the analysis conducted, it is found that the correlation between individual characteristics of 
employees and OCB is 0.876 (p<0.01) meaning that the two variables are correlated strongly to each other. 

Furthermore, the correlation between organizational climate and OCB is 0.765 (p<0.01) which means that the 
relationship between the two variables is quite strong. When the two correlation coefficients are compared, it is clear 
that the correlation between individual characteristics and OCB is stronger than the correlation between organizational 
climate and OCB. 
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DISCUSSION 
 

Factors affecting OCB are quite complex and interrelated to each other. Culture, and organization climate, 
personality and moods, perceived organizational support, perceived interaction quality with superior, job tenure, and 
gender are proven to have significant effect on OCB. Undoubtedly, this research proves that there is a relationship 
between individual characteristics, organizational climate and OCB. 

 Organizational climate and organizational culture can be strong triggering factors for the development of OCB 
in an organization.  Within a positive organization, employees are more willingly to do their job exceeding the 
requirement as stated in the job description, and are always supportive to the organizational goal when needed by their 
superiors and with full of confidence.  In addition, the quality of interaction between superior and subordinate  is also 
believed to be a predictor of OCB. A High level of quality of interaction between superior and subordinate will give 
impact on job satisfaction, productivity and employee performance.   For a superior, this situation will make him have a 
positive view on his subordinate, and in turn the subordinate will feel that his superior give him a lot of support and 
motivation. As a result, this will promote trust and respect of subordinate toward his superior, so that he will be 
motivated to do more than his superior expect. 

Another aspect is age. It is found that OCB correlates with age significantly, the older the employee the higher 
OCB scores he gets. It is argued that age is related to psychological maturity of a person.  When a person is getting 
older the more he is willing to demonstrate socially acceptable behaviors. The concept of  OCB can be regarded as a 
socially acceptable behavior in organization. Therefore this might be the reason why age is corrrelated with OCB. 

The next aspect is tenure. In fact OCB has relationship with tenure. An employee who has been working for an 
organization for a long time will have  feeling of closeness and strong attachment with the organization.  A long tenure 
will also promote self confidence and competence of an employee in doing his job, and raise a positive feeling and 
behavior to the organization which employed him. Thus, the longer an employee work for an organization the higher 
the perception of the employee that he has an “investment” in it. 

Personality is a characteristic which can be regarded as relatively stable, while mood is a characteristic that can 
change over time. A positive mood will promote the opportunity for someone to help other people. Although mood is 
influenced by personality, it is also affected by situation, such as work group climate and organizational factors. Thus, if 
an organization appreciate its employees and treat them fairly, and group climate goes positively, then the employees 
tend to be in a good mood, and as a result they will be willing to help their coworkers voluntarily. 

OCB in an organization viewed from altruism aspect (heping behavior), consists of replacing absent or resting 
coworker’s task and helping cworkers in thinking about their daily problem. It shows that employees often do altruism 
(helping) behavior while doing their work. The behavior of preplacing absent or resting coworker’s job task tend to 
happen more often among employees. In this case employees have been used to help coworkers.  The closeness among 
employees also become a pushing factor why they often act that way. 

OCB viewed from civic virtue aspect (participative behavior) consits of politeness and appreciation toward 
customer without exception and in any condition, and responsibly participate in organization. Based on the information 
obtained, it shows that employees often do civic virtue (participative) behavior in their work. An organization principle 
which always prioritizes customer satisfaction will make employees show appreciation toward customers without 
exception and in anytime. 
 OCB viewed from conscientiousness (performance beyond minimum standards) consits of doing things that can give 
good impression for organization, even not required, and accomplish work with professional standards. The analysis 
shows that employees often do conscientiousness behavior in their work. The fulfillment of employees’ needs and 
employee satisfaction toward organization can become pushing factors why employees often behave such a way. And, 
giving bonus to employees who perform well become a trigger for them to meet professional standards in their work.             
 OCB in an organization viewed from courtesy aspect (facilitating behavior) consits of solving problem before being 
asked and helping coworker to get used to changes occuring in organization. The study shows that employees often do 
courtesy behavior in their work. The presence of high self awareness among employees and tight rules applied by the 
organization are believed to be a pushing factor why the employees often attempt to solve problem before being asked. 
 OCB in an organization viewed from sportsmanship (positive thinking behavior) which consists of giving tolerance to 
unavoidable mistake and lost without complaining and blaming anyone else, and attempt to mediate coworkers when 
there are conflict or dispute among them. The data analysis shows that employees often do sportsmanship (positive 
thinking) behavior in their work. Closeness feeling among employees and high level of tolerance toward employees are 
all pushing factors for them why they often give tolerance to unavoidable mistake and lost as well as attempting to 
mediate their conflicting coworkers. 
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CONCLUSION 

 
Looking at the data on OCB aspects, it was found that the lowest  scores reported by the employees is altruism 

(helping behavior) i.e. replace the work of absent or resting coworkers, and help coworkers in thinking about their daily 
problems. This implies that the management should pay more attention to the helping behavior shown by the 
empployees so that maximum results can be achieved. The most dominant aspect of OCB reported by the employees is 
civic virtue ( participative behavior).  However, in general, it can be concluded that OCB at the organization manifested 
through altruism (helping behavior), civic virtue (participative behavior), conscientious (perform beyond minimum 
standards), courtesy (facilitating behavior), and sportsmanship (positive thinking behavior)  is relatively good. Although 
the OCB done is not always recognized by the employees. 

Later, the analysis shows that the correlation between individual characteristics and OCB is 0.876 (p<0.01) or 
strong which means that the hypothesis stating that there is a strong relationship between individual characteristics and 
OCB is acceptable. Finally, the correlation between organizational climate and OCB is 0.765 (p<0.01) or strong which 
means that the hypothesis stating that there is a strong relationship  between organizatonal climate and OCB is also 
acceptable. 
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