Y

2P Tournal of BUSINeSs & Be naviouraen {repremneurship

s e

/1/

The Effect of Organizational Culture, Personality, Teamwork, Proce-
dural Justice, and Organizational Citizenship Behavior on Job Tomo-
ri Pertamina North Sulawesi

Ida Farida
Doctoral Student, State University of Jakarta
Email: hj.idafaridase(@gmail.com

Syarifudin Tippe
Professor at State University of Jakarta
Email: syarifudin.tippe@unj.ac.id

Billy Tunas
Professor at State University of Jakarta
Email: tunas.billy@gmail.com

ABSTRACT

Organizational Citizenship Behavior was a part of the development concept in human
resources management. This concept can support an organization’s progress in a posi-
tive direction. So the role of OCB becomes very important for the development of the
organization. The research was aimed at finding out the information about the effect of
organizational culture, personality, teamwork, procedural justice, and organizational
citizenship behavior on Job Tomori Pertamina North Sulawesi. A survey was used by
involving 250 employees as a sample. Data were analyzed by descriptive statistical
analysis, inferential statistics for linearity test and path analysis. Organizational citi-
zenship behavior significantly affected directly by organizational culture. Moreover,
procedural justice directly significantly affected organizational citizenship behavior.
Based on those findings, it can be concluded that it was personality and teamwork only
which should be considered if organizational citizenship behavior would be improved.
It can be stated that considering those findings, personality and teamwork could not be
neglected in enhancing organizational citizenship behavior.
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INTRODUCTION

The organization is the most essential element in society and plays an important
role in human life. This is because human resources are the most strategic assets in an
organization. And one important factor determining the progress of the company is
Organizational Citizenship Behavior (OCB). Where this approach is proof of responsi-
bility of employees in an organization or company. Thus, all behaviors, responsibili-
ties, and commitments made are very important. If this is not implemented then what
will happen is a failure in fostering the business of a company. That's why company
employees are the most important assets in the organization. So that conflicts that oc-
cur in employees must be resolved fairly and professionally (Jafari and Bidarian,
2012).

Colquitt, et. al., (2014) also explained that OCB can be influenced by several
components such as Leadership, Organizational Culture, Job Satisfaction, Trust, Per-
sonality, Justice, Teamwork, Corporate Values, Company Commitment, and other or-
ganizational behavior components.

ljins, et. al., (2015) stated that organizational culture has an impact on changes
in the formation of OCB in an organization. And this is also influenced by the organi-
zational climate based on increasingly dynamic globalization factors. Therefore the
development of the organizational culture is an important factor for determining the
success of the goals of a company itself.

Allameh, et. al., (2011) also explained that culture greatly influences a person's
behavior related to knowledge, people, groups, organizations, and the entire organiza-
tion, besides that it has an important influence in deciding when, where and with vari-
ous knowledge that must be given. Thus, organizational culture plays an important role
in the formation of OCB in the company.

Ahmad, et. al., (2014) states that there are five dimensions of personality that
have a close relationship with company performance, where a positive personality will
be able to create an increase in the performance of the company itself. Therefore per-
sonality factors also determine the formation of OCB in a company or organization.

Lim, et. al., (2012) states that OCB is strongly influenced by perceptions of em-
ployee interpersonal justice in daily business transactions. Online surveys conducted
using equity theory, social exchange, and justice as many as 135 professional respond-
ents in construction companies get results that participants' perceptions of procedures
and fair rewards are positively influenced by their perceptions of information and in-
terpersonal justice. Where this is based on how employees or members view justice
and how the perceptions of justice they do can interact and ultimately affect OCB's
behavior in a better direction. So that the role of Procedural Justice becomes very im-
portant.

Therefore OCB is a prominent concept in the practice of human resource
management if it can be applied to the target. So that many companies or organizations
are trying to increase OCB from each employee member to the progress of the
company itself. One of Indonesia's largest oil and natural gas-based companies, PT
Pertamina Tbk, is also one of the companies that seek to improve company
performance in a better direction. So that in this study it is expected to increase OCB
in a better direction, especially in the scope of company. With the existence of
procedural justice as a mediating variable, it is expected that employees feel valued
and accepted in the company, which in the end will be able to increase OCB for the
progress of the company itself. It will then be able to avoid employee behaviors that
hurt OCB from the company itself. Based on these descriptions, quantitative research
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is conducted on: The Influence of Organizational Culture, Teamwork, Personality, and
Procedural Justice on Organizational Citizenship Behavior at PT Job Pertamina Medco
Tomori Sulawesi E & P. The concept of this research can be illustrated in the model
below, namely;

ORGANIZATIONAL
MECHANISMS

INDIVIDUAL
MECHANISMS

GROUP
MECHANISMS

Figure 1. Integrative Model of Organizational Behavior
MATERIALS AND METHODS

The research was aimed at finding out the information about the effect of organi-
zational culture, personality, teamwork, procedural justice, and organizational citizen-
ship behavior on Job Tomori Pertamina North Sulawesi. A survey was used by involv-
ing 250 employees as a sample. There were five instruments for measuring, organiza-
tional culture (31 items, rel .705, personality (25 items rel .969), teamwork (36 items
rel .635), procedural justice (20 items rel .660), and organizational citizenship behav-
ior (27 items rel .959). Data were analyzed by descriptive statistical analysis, inferen-
tial statistics for linearity test and path analysis.

RESULTS

The following are the results of testing the substructure:
Table 1. Correlations

Correlations
Y X1 X2 X3 X4
Pearson Correlation 1 .090 439" -.186" 089
v Sig. (2-tailed) 155 .000 .003 162
Sum of Squares and Cross-
5853.476 544.820 3216.144 | -859.536 400.492
products
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Covariance 23.508 2.188 12.916 -3.452 1.608
N 250 250 250 250 250
Pearson Correlation .090 1 334" .108 477"
Sig. (2-tailed) .155 .000 .089 .000
Sum of Squares and Cross-

X1 544.820 6216.900 2519.080 512.480 2218.940
products
Covariance 2.188 24.967 10.117 2.058 8.911
N 250 250 250 250 250
Pearson Correlation 439™ 3347 1 -.093 1817
Sig. (2-tailed) .000 .000 142 .004
Sum of Squares and Cross-

X2 3216.144 2519.080 9165.136 -537.784 1024.048
products
Covariance 12.916 10.117 36.808 -2.160 4.113
N 250 250 250 250 250
Pearson Correlation -.186" .108 -.093 1 129"
Sig. (2-tailed) .003 .089 142 .041
Sum of Squares and Cross-

X3 -859.536 512.480 -537.784 3631.696 459.488
products
Covariance -3.452 2.058 -2.160 14.585 1.845
N 250 250 250 250 250
Pearson Correlation .089 477" 1817 129" 1
Sig. (2-tailed) .162 .000 .004 .041
Sum of Squares and Cross-

X4 400.492 2218.940 1024.048 459.488 3484.164
products
Covariance 1.608 8.911 4.113 1.845 13.993
N 250 250 250 250 250

**_ Correlation is significant at the 0.01 level (2-tailed).

*, Correlation is significant at the 0.05 level (2-tailed).

DISCUSSION

Based on the results of the above analysis on the first hypothesis, HO is rejected,
so that there is an influence between organizational culture and organizational creativi-
ty behavior. A positive relationship is indicated by t count> t table and the strength of
the relationship rx1y = 0.219 with a coefficient of determination of 0.065. This is fol-
lowing Harwiki (2016) were based on the results of research conducted at female sex
workers, it was found that there was a positive influence between Organizational Cul-
ture and OCB. So that it supports the performance of the company itself.
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Jo, et. al., (2011) stated that based on the results of the study, 452 Korean work-
ers showed that cultural learning was significantly related to organizational commit-
ment, organizational motivation, and the purpose of sharing knowledge related to
OCB. Then, citizenship behaviour. OCB becomes very important for productivity but
organizations cannot predict all the criteria needed to achieve goals through job de-
scriptions. Employees who are ready to accept their own goals for the collective value
of an organization compiling strong group solidarity. So the role of OCB here is very
important in increasing the other variables that follow. Jeong, et. al. (2019) states that
it is important to strengthen organizational culture and OCB. As research conducted by
606 employees from professional sports teams revealed the function of employee em-
powerment as mediating the relationship between organizational culture and OCB in
improving the performance of the organization itself.

In the second hypothesis, HO is rejected, so that there is an influence between
OCB and Personality. The form of a positive relationship is indicated by tcount> table
and the strength of the relationship rx2y = 0.193 with a coefficient of determination of
0.64. Bourdage, et. Al., (2018) also states that there is a positive influence between
personality and OCB. Where based on a sample of 182 and 206 people, it was found
that Honesty-Humility and Awareness related to equity sensitivity affected OCB. So,
overall, the nature of personality itself can influence the increase in OCB itself, espe-
cially what happens in the workplace or the scope of the company itself.

Nandan and Azim, (2015) stated that there is a positive relationship between the
three dimensions of organizational justice, namely distributive justice, procedural jus-
tice and interactional justice towards organizational citizenship behaviour, a positive
relationship between the three dimensions of organizational justice and psychological
capital, and psychological capital to organizational citizenship behaviour. Finally, psy-
chological capital like personality mediates some of the relationships between distribu-
tive justice, procedural justice, interactional justice and organizational citizenship be-
haviour. This study makes a significant and unique contribution to the literature by
showing the mediating effect of psychological capital in the relationship between or-
ganizational justice and organizational citizenship behavior.

In the third hypothesis, HO is rejected, so there is an influence between OCB and
teamwork. The form of a positive relationship is indicated by tcount> table and the
strength of the relationship rx3y = 0.035 with the coefficient of determination 0.73.
This is following the opinion of Nielsen, et. Al. (2012) where it was found that OCB
affected teamwork. Thus, OCB is positively correlated with task group performance
and interdependent with each other.

Harris, et. al. (2018) state that client-focused justice perceptions uniquely predict
supervisory ratings of employee organizational citizenship behaviour towards clients
and perceptions of fairness focused on workgroups. Uniquely predicts organizational
citizenship behaviour towards workgroups. Thus, the perception of fairness is an im-
portant element in predicting OCB in employees because it can also predict employee
turnover intentions.

In the fourth hypothesis, HO is rejected, so that there is an influence between
OCB and PJ. The form of a positive relationship is indicated by tcount> table and the
strength of the relationship rx4y = 0.008 with a coefficient of determination 0.84. This
is following the opinion of Lim, et. Al (2017) states that OCB influences Procedural
Justice. Where it was found that organizational behavior of organizational citizens is
influenced by interpersonal justice felt in business transactions in the company. How-
ever, this finding also offers a more nuanced understanding of the complexity and rele-
vance of how one type of justice between organizations acts on another in influencing
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the citizenship behavior of the project organization. The results show that interpersonal
justice is a key element in realizing positive organizational citizenship behavior in con-
struction projects and that project performance can be improved if the project manager
treats project participants politely, respectfully and with dignity. So that this compo-
nent of justice is very important to be able to form OCB to be positive.

Tran, and Choi (2019) state that the mediating role of organizational justice and
organizational learning culture is positively related. Whereas many as 268 employees
from four service companies in Vietnam found that inclusive leadership was positively
related to OCB. Also, organizational justice and organizational learning culture play a
partial mediating role in inclusive OCB-leadership relationships. Thus, these variable
elements become very important in the formation of OCB.

In the fifth hypothesis, HO is rejected, so that there is an influence between or-
ganizational culture and personality. The form of a positive relationship is indicated by
tcount> table and the strength of the relationship rx5y = 0.219 with a coefficient of de-
termination 0.477. This is following the statement from Emmerik, et. Al., (2010), of
17,538 managers from 24 countries, this study explores the reciprocal relationship be-
tween McClelland's motives and the cultural dimensions of specific aggregate levels
and personality factors. The results revealed a significant relationship between
Achievement, Affiliation, and Power Motives, and cultural dimensions of Performance
Orientation, Humane Orientation, and Power Distance, respectively. Support for the
relationship proposed between manager motives and personality aggregate levels,
measured by the Big Five factor, was also obtained. Finally, the results show that the
relationship between McClelland's motives and Big Five aggregate managers' levels is
moderated by the cultural dimensions of Performance Orientation, Humane Orienta-
tion, and Power Distance. So, it can be drawn from a hypothesis that organizational
culture has a positive effect on personality.

Zerella, et. al., (2017) stated that 202 Australian workers completed an online
survey with Structural Equation Modeling revealed that office layout features based on
their personalities were significantly and positively related to organizational culture
rankings. These findings indicate that perceptions of the positioning layout can influ-
ence employee perceptions about organizational culture and important employee atti-
tudes. Thus, personality can affect the office culture.

In the sixth hypothesis, HO is rejected, so that there is an influence between or-
ganizational culture and teamwork. The form of a positive relationship is indicated by
tcount> table and the strength of the relationship rx6y = 0.193 with a coefficient of de-
termination 0.108. This is following Raz (2009) which states that organizational cul-
ture can be formed with teamwork based on mutual trust, cultural harmony, and lead-
ership training. But cultural factors are an important component in the formation of
good teamwork in the company.

Ahmadya, et. al. (2016) states that In the 21st decade, organizations are faced
with change and must know how they learn and manage to learn to be strong in the
comparative market. Knowledge management is a way to improve the conditions of
organizational stability. When this method is successfully applied in organizations, the
appropriate field of culture has opened the way for this system. Thus, the role of cul-
ture is very significant in managing the team in the company's management. There are
two important factors namely the priority of the organization's manager's activities,
and organizational stability is guaranteed by the organization's strategic planning. So,
as a manager or leader can manage the flow of cultural change in the change of the ex-
isting team.
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In the seventh hypothesis, HO is rejected, so that there is influence between or-
ganizational culture and procedural justice. The form of a positive relationship is indi-
cated by tcount> t table and the strength of the relationship rx7y = 0.193 with a coeffi-
cient of determination of 0.64. Then this is following the results of research from
Erkutlu, (2010), namely the relationship of organizational justice and organizational
culture can create successful leaders in companies or organizations. So, it is very im-
portant to foster an organizational culture to be able to create justice between these
members. By continuing to treat employees with respect and fairness, it will support
the creation of positive company performance.

Lucas, et. al., (2015) states that the tendency to believe in justice is multidimen-
sional, and some beliefs in justice increase personal well-being. These characteristics
show considerable potential but are largely ignored for the similarities and differences
in the structure, support, and functions of beliefs of justice that promote cross-cultural
welfare. So it is very important to improve fairness in the organization to be able to
create good conditions about no unfair treatment for everyone through the organiza-
tional culture that is applied every day.

In the eighth hypothesis, HO is rejected, so that there is an influence between per-
sonality and teamwork. The form of a positive relationship is indicated by tcount> ta-
ble and the strength of the relationship rx8y = 0.035 with the coefficient of determina-
tion 0.129. This is in line with the findings from Tasa, et. Al., (2011) which shows that
collective efficacy influences the extent to which an individual is involved in both
types of behavior, and also is a cross-level moderator of the relationship between con-
formity and interpersonal behavior with the team's collaboration. So, personality here
can be formed positively with the support of the team's collaboration.

Torabi, (2016) states that the results of correlation and multiple regression analy-
sis show that there is a positive and significant relationship between "team workgroup
level factors" and their components namely "group structure, norms and size" and
"human resource empowerment" (more significance level lower than 0.05), based on
the personality of each individual. The intensity of the relationship between team
workgroup level factors and human resource empowerment is equal to 0.669, which is
directly and positively related to the coefficient. In addition, because the coefficient of
determination is obtained, the variable levels of team workgroup factors and their com-
ponents can predict changes in the variables of empowerment of human resources.
Thus, a common thread can be drawn that teamwork is influenced by each personality
of the individuals in the organization.

Thus, based on the results of the overall calculation above it was found that, ob-
tained a very significant correlation coefficient of the highest value between X1 and
X4 is 0.477, the correlation between X1 and Y is 0.439, the correlation coefficient be-
tween X1 and X2 is 0.334, and the lowest value of the correlation coefficient between
X3 and X2 is 0.181. Thus, it was found that Organizational Culture (X1) has an indi-
rect effect on OCB through procedural justice (X4) which is a variable that has a very
significant influence.

CONCLUSION

The five variables studied the influence on organizational citizenship behavior,
namely organizational culture, teamwork, personality, and procedural justice have a
significant direct influence on organizational citizenship behavior. So from the results
of the research and findings, it was concluded that Organizational Citizenship Behav-
ior (OCB) at PT Job Pertamina Medco E & P Tomori Sulawesi had a direct effect on
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the five variables above but personality variables with teamwork did not have a posi-
tive effect. Then the results of this study can be used as the basis for the development
and improvement of Organizational Citizenship Behavior in companies by considering
the Procedural Justice variable as mediation in improving other variables; such as or-
ganizational culture, personality, and teamwork.
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