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Abstract

The study of the behavior of human resources in organizations is growing in line with
the awareness that individual behavior has a positive effect on individual and
organizational performance as a whole. Employee performance is influenced by many
factors, including organizational citizenship behavior (OCB), organizational culture,
and employee initiative. This study aims to examine the effect of organizational
citizenship behavior (OCB) and organizational culture on employee performance with
employee initiative as a mediating variable. This study uses a quantitative approach.
The research sample used was 100 employees in the IT department with purposive
sampling technique. Based on the results of partial regression analysis, it shows that
OCB and organizational culture have a positive and significant effect on both employee
initiative and employee performance. The higher the employee’s initiative, the higher the
employee’s performance. Employee initiatives mediate the relationship between OCB

and organizational culture with employee performance.
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INTRODUCTION

The study of the behavior of human resources in organizations is growing in line with the awareness that
individual behavior has a positive effect on individual and organizational performance as a whole. Performance is the
result of work that can be achieved by individuals or groups in an organization both qualitatively and quantitatively, in
accordance with the respective authorities, duties and responsibilities in an effort to achieve organizational goals.

The research findings of Se et al,, (2015) and Lockhart et al (2020) indicate that various social factors in a work
environment can have a significant impact on employee performance. OCB is defined as extra behavior from
individuals that is beneficial to the organization, the individual's willingness to take on roles that exceed his main role
in an organization (Organ et al., 2006). Various previous studies confirm that OCB has an important urgency in driving
employee performance (Azila et al., 2020); (Basu et al., 2017); (Se et al., 2015); (Lockhart et al,, 2020); (Muldoon et
al, 2017).

Culture is the backbone for an organization in creating and shaping value. The application of culture will shape
the character of individuals in the organization in carrying out their duties to achieve organizational goals.
Organizations with a strong culture will affect the behavior and effectiveness of employee performance (Lockhart et
al., 2020).

Initiative behavior is an attitude that individuals have in expressing thoughts, words, and actions wisely to get
the best results (Wickramasinghe et al.,, 2021). Initiative is a context of self-starting, proactive, and overcoming barriers
that can be developed and is the main factor influencing the effectiveness of an organization in achieving performance
(Yu et al,, 2019); (Weight et al., 2019). But in reality there are still few organizations who care to develop it because
the development of OCB, culture, and initiatives are considered as something less important that only has a long-term
impact while most organizations focus on pursuing short-term investment impacts.

In the current era of information technology development, organizations have a high dependence on the
existence of IT. Almost all operational activities, production, supervision, and various other things are carried out using
IT. Not infrequently IT sucks up a large enough budget for the company, both maintenance and employee training so
that the I'T operational system runs well. But in reality IT is a corporate process that most often experiences problems.
A datainforms the emergence of shadow IT and employee dissatisfaction as an IT threat trend. The data obtained 62%
reported that they observed broken IT processes within their organization. This makes the IT department the most
problematic department. And only 24% of employees stated that they received very fast service from the internal IT
team, while 7% said the same for the remote IT team. These findings highlight the need for IT teams to reduce
bottlenecks and improve service times.

OCB is a managerial tool that has a positive effect on individual and organizational performance. Organ et al,,
(2006) define OCB as an individual's willingness to take a role that exceeds his main role in an organization. OCB is a
unique aspect of individual activities at work, and is a habit or behaviour that is carried out voluntarily, not part of
formal work, not related to the formal reward system. OCB indicators include: helpful behaviour, work beyond
standards, comply with organizational rules, and are not easy to complain (Basu et al., 2017).

Organizational Culture

Zeb et al,, (2021) define organizational culture as a collection of values that guide and disseminate within the
organization and are referred to as the organization's work philosophy. Organizational culture as values that guide
individuals in dealing with problems and efforts to adjust work integration in the organization so that individuals must
understand the existing values and how they should act or behave. Organizational culture indicators include: results
orientation, people orientation, team orientation, and aggressiveness (Liu et al,, 2020).

Yu et al,, (2018) stated that a good organization tends to display initiative in its work environment, so that the
organization will be better off with members who act actively. Initiative behaviour is linked to contributions above and
beyond the job description. Initiative behaviour describes a positive and constructive added value. Initiative behaviour
is defined as behaviour that is a choice and initiative that will increase organizational effectiveness.

Initiative behaviour indicates responsibility in the work environment (following changes, taking the initiative
to recommend how operations or procedures can be improved, and protecting resources) (Wickramangsinghe et al.,
2021). Initiative indicators according to Wight et al., (2019) include: anticipation, exploration, improvement efforts,
and change orientation.

Employee performance is defined as the result of an evaluation of the work carried out by the organization
according to the authority and responsibility in an effort to achieve the goals of Ahmad (2015). Meanwhile, according
to Yazdani (2021) employee performance is the ability of the organization in carrying out its responsibilities for
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product quality, product quantity, product punctuality, and carrying out work according to procedures. From the
above definition it can be said that employee performance is the ability of employees to use knowledge, behaviour and
talents in carrying out work so that goals are achieved.

Employees are said to be effective if they meet and exceed the employee's needs. According to Ismail (2018),
employee performance indicators are as follows: work quality, work quantity, contribution to the organization, and
communication quality.

Based on the description above, this study aims to examine the effect of OCB and organizational culture on
employee initiative and employee performance in the IT department. The researcher uses the OCB and organizational
culture on employee initiatives to examines whether this behaviour has an impact on the companies environment in
improving employee performance.

METHOD

Data were obtained by means of questionnaire interviews using closed and open questions with a scale of 1 to
S to anumber of respondents according to the research criteria. The technique of selecting purposive samples is based
on the criteria of members who have joined the team for more than six months. Based on these criteria, there are 100
members who have joined the employees of the IT department.

The research variables used consisted of four variables, namely: OCB, organizational culture, employee
initiative, and employee performance. These variables are measured using indicators adopted from various literatures
that have been used in previous studies.

The OCB variable is measured by four indicators including: helpful behavior, working beyond standards,
obeying organizational rules, and not easily complaining (Basu et al,, 2017). Organizational culture is measured by
four indicators including: results orientation, people orientation, team orientation, and aggressiveness (Liu et al,,
2020). Employee initiative is measured by four indicators including: anticipation, exploration, improvement efforts,
and change orientation (Weight, 2019). Employee performance is measured by four indicators including: quality of
work, quantity of work, contribution to the organization, and quality of communication (Yazdani., 2021).

Qualitative analysis was carried out to see an overview of demographics by looking at the answer index numbers
and the relationship between following variables associated with answers to open ended questions. Quantitative
analysis was carried out by test validity, reliability test, normality test, and hypothesis testing.

RESULT AND DISCUSSION

Qualitative analysis of respondents based on gender is known to be dominated by male members. The results
showed that the four variables had a fairly good index category value because they were in the range of 3.41 to 4.20.
The OCB variable is 3.85, the organizational culture variable is 3.84, the initiative variable is 3.86 and the employee
performance variable is 3.76.

Tabel 1. Testing the Validity of Research Variables

No. R Hitung R Tabel Keterangan
OCB (X1)
Helpful behavior 0,422 0,1654 Valid
Work beyond the 0,424 0,1654 Valid
standard
Obey the rules of the 0,589 0,1654 Valid
organization
It's not easy to complain 0,514 0,1654 Valid
Organizational Culture (X2)
Result orientation 0,488 0,1654 Valid
People orientation 0,519 0,1654 Valid
Team orientation 0,564 0,1654 Valid
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Aggressive 0,420 0,1654 Valid
Employee Initiatives (Y1)

Anticipation 0,509 0,1654 Valid
Exploration 0,568 0,1654 Valid
Repair Effort 0,549 0,1654 Valid
Change orientation 0,377 0,1654 Valid
Employee Performance (Y2)

Work quality 0,477 0,1654 Valid
Working quantity 0,565 0,1654 Valid
Work contribution 0,655 0,1654 Valid
Communication quality 0,344 0,1654 Valid

Table 2. Reliability Results

Variabel Cronbach Standar Keterangan
Alpha Reliabilitas
OCB (X1) 0,701 0,70 Reliabel
Organizational Culture 0,709 0,70 Reliabel
(x2)
Employee Initiatives 0,710 0,70 Reliabel
(Y1)
Employee Performance 0,714 0,70 Reliabel
(Y2)

In Table 1.and Table 2. it can be seen that the variables of OCB, organizational culture, initiative, and employee
performance are declared eligible to be used as research instruments, because r arithmetic > r table while the Cronbach
Alpha value is > 0.70 so it can be concluded that the indicators used by each variable declared valid and reliable.

The normality test shows that the data is normally distributed with p value > 0.0, which is 0.112 and 0.236.
Meanwhile, in the heteroscedasticity test, all independent variables tested against the absolute value of the dependent
variable of employee performance resulted in a sig. > 0.05, namely OCB of 0.629, organizational culture of 0.410, and
initiative of 0.606 so it can be concluded that the regression model has no indication of heteroscedasticity. The
multicollinearity test shows the tolerance value and VIF indicates there is no multicollinearity where the VIF value is
less than 10 and the tolerance value is more than 0.1.

Table 3. First Regression Analysis

Standardized T Sig.
Model Coefficient
Beta
(Constant) 3,307 ,001
1 OCB ,363 4,257 ,000
Organizational Cultures ,389 4,558 ,000

a. Dependent Variable: Employee Initiatives

Table 4. Second Regression Analysis

Standardized T Sig.
Model Coefficient
Beta
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(Constant) ,325 ,746
1 OCB ,278 3,496 ,001
Organizational Cultures ,262 3,263 ,000
Employee Initiatives ,383 4,409 ,000

a. Dependent Variable: Employee Performance

Based on the results of the t-test in Table 3. and Table 4. It can be stated that OCB has a positive and
significant effect on the initiative of 4.257 with a value of sig. 0.000. Organizational culture has a positive and
significant effect on the initiative of 4,558 with a value of sig. 0.000. OCB has a positive and significant effect on
employee performance of 3,496 with a sig value. 0.000. Organizational culture has a positive and significant effect
on employee performance of 3,263 with a value of sig. 0.000. Initiative has a positive and significant effect on the
initiative of 4,409 with a value of sig. 0.000.

The results of testing hypothesis 1 state that the stronger the OCB, the stronger the employee's initiative
can be accepted. This means that OCB has a positive influence on employee initiative. The positive influence of
OCB on employee initiative is shown by individuals having self-motivation in working to act beyond what is
required in their role (Azila et al., 2020). The behavior of helping colleagues voluntarily is able to prevent work-
related problems and can take action to solve problems that arise and find solutions to these problems quickly
(Kissi et al., 2019).

The results of testing hypothesis 2 state that the stronger the OCB, the stronger the employee's
performance can be accepted. This means that OCB has a positive influence on employee performance. The
positive influence of OCB on employee performance is shown by individuals who are always responsible and
constructive in organizational processes (Basu et al., 2017). Individuals have an extra commitment to performance,
exceeding the maximum and expected performance (Se et al,, 2015).

The results of testing hypothesis 3 state that the stronger the organizational culture, the stronger the
employee's initiative can be accepted. This means that organizational culture has a positive influence on employee
initiative as indicated by the strength of culture as a social glue that helps unite the organization by shaping
employee attitudes and behavior (Kwarteng etal,, 2021). Organizational culture as a tool to promote social systems
in a positive and conducive work environment, and change is carried out effectively (Liu et al,, 2020).

The results of testing hypothesis 4 state that the stronger the organizational culture, the stronger the
employee's performance can be accepted. This means that organizational culture has a positive influence on
individuals in achieving the vision, mission, and goals of the organization (Seidu et al., 2021). Organizational
culture as a control mechanism. Organizational culture controls and directs individuals in the same direction to
achieve the organization's vision, mission, and goals (Zeb et al,, 2021).

The results of testing hypothesis S state that the stronger the employee's initiative, the stronger the
employee's performance can be accepted. This means that the initiative has a positive influence on employee
performance. The stronger employee initiative will improve employee performance. Initiatives are able to motivate
individuals to work hard so that individuals are able to deal with dynamic environmental changes (Weight et al,,
2019). Initiative is able to express thoughts, words, and actions wisely to get the best results (Wickramasinghe et
al, 2021).

CONCLUSSION AND RECOMMENDATION

The results of the study indicate that the performance of employees achieved by the IT department has not
been maximized. The less than optimal IT performance will have an impact on the less than optimal quality of
service, if this happens continuously it will harm many parties. To improve employee performance, companies need
to improve OCB, organizational culture, and initiatives. Where each individual not only has in-role behavior but
also extra-role behavior. Extra role behavior is very important because it will provide better benefits to support the
sustainability of the organization.

A strong organizational culture has a good impact and can be implemented well by individuals in the
organization, so it can facilitate organizational activities. A strong organizational culture will affect the behavior and
effectiveness of employee performance. In addition, the implementation of culture in an organization will shape the
character of individuals by themselves in carrying out their duties and achieving the goals of the organization.
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Initiatives will affect the individual's ability to recognize problems and opportunities and can take action to find
solutions to these problems quickly.

Given that the independent variables in this study are very important in influencing employee performance,
it is hoped that the result of this study can be used as a reference for further researchers to develop ths research by
considering other variables which are other variables outside the variables that have been included in this study,
especially employee competency variable.
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