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Abstract
Organization Citizenship Behavior (OCB) Early Childhood Education Teach-
ers (PAUD) become a very important part in the development of education, 
especially in facing demographic bonuses in Indonesia. This study aims to find 
variables related to OCB, the relationship model and the value of the strength 
of these variables with OCB. This research uses Mixed Sequential Explora-
tory Method. Data were collected from 196 PAUD teachers in Cirebon City. 
The quantitative research data were then analyzed using the SITOREM (Sci-
entific Identification Theory to Conduct Research in Education Management) 
method to set recommendations and determine the order of priority in han-
dling indicators that must be improved. The results of qualitative research 
found three variables related to OCB, namely organizational support varia-
bles, serving leadership, and work involvement. The results of quantitative re-
search are (1) there is a positive relationship between organizational support 
and OCB (ryx1 = 0.492), (2) there is a positive relationship between leadership 
serving with OCB (ryx2 = 0.503), (3) there is a positive relationship between 
work engagement with OCB ( ryx3 = 0.520). Based on the SITOREM analysis 
that the priority variables that must be corrected are work involvement with 
indicators (1) the importance of individual good work, (2) clarity of work, (3) 
work involvement because of being attracted/called by the objectives to be 
achieved, (4) development opportunities self.
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Análisis secuencial de la organización exploratoria Comportamiento ciu-
dadano
Profesor PAUD en la ciudad de Cirebon

Resumen
El comportamiento de la ciudadanía organizacional (OCB) Los maestros 
de educación de la primera infancia (PAUD) se convierten en una parte 
muy importante en el desarrollo de la educación, especialmente para en-
frentar las bonificaciones demográficas en Indonesia. Este estudio tiene 
como objetivo encontrar variables relacionadas con OCB, el modelo de 
relación y el valor de la fuerza de estas variables con OCB. Esta investi-
gación utiliza el método exploratorio secuencial mixto. Los datos fueron 
recolectados de 196 maestros PAUD en la ciudad de Cirebon. Los datos 
cuantitativos de la investigación se analizaron luego utilizando el método 
SITOREM (teoría de la identificación científica para realizar investiga-
ciones en la gestión educativa) para establecer recomendaciones y deter-
minar el orden de prioridad en el manejo de los indicadores que deben 
mejorarse. Los resultados de la investigación cualitativa encontraron tres 
variables relacionadas con OCB, a saber, variables de apoyo organizacion-
al, liderazgo de servicio y participación en el trabajo. Los resultados de la 
investigación cuantitativa son (1) hay una relación positiva entre el apoyo 
organizacional y OCB (ryx1 = 0.492), (2) hay una relación positiva entre 
el liderazgo que sirve con OCB (ryx2 = 0.503), (3) hay un relación positiva 
entre compromiso laboral con OCB (ryx3 = 0.520). Según el análisis de 
SITOREM, las variables prioritarias que deben corregirse son la partici-
pación en el trabajo con indicadores (1) la importancia del buen trabajo 
individual, (2) la claridad del trabajo, (3) la participación en el trabajo por 
ser atraídos / llamados por los objetivos para ser alcanzado, (4) oportuni-
dades de desarrollo propio.

Palabras clave: comportamiento de ciudadanía organizacional, análisis de 
comportamiento secuencial, apoyo organizacional, compromiso laboral, 
liderazgo de servicio, análisis SITOREM
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A. Background and Purpose
Organizations must provide fair treatment for employees such as honesty, 
equality, and politeness and mutual respect so that employee OCB is in-
creased (López-Cabarcos, M. Á., Vázquez-Rodríguez, P., Piñeiro-Chousa, 
J., & Caby, 2019). Organizational goals are more easily achieved if employ-
ees are involved in OCB and are responsible (Davison, R. M., Ou, C. X., & 
Ng, 2019). Based on a preliminary survey by distributing questionnaires to 
30 PAUD teachers in Cirebon City on 16-20 July 2018, the following data 
were obtained; there are 48.3% of teachers who have problems in altruism, 
there are 50% of teachers who have problems in conscientiousness, there 
are 55% of teachers who have problems in sportsmanship there are 45% 
of teachers who have problems in civic virtue, there are 51.6% of teach-
ers who have problems in courtesy. In addition, there are 78.72% PAUD 
teachers in Cirebon City with a high school education equivalent. This 
condition will be balanced if the teacher has a high OCB. 
Teachers who have OCB will help their friends who experience problems 
in their work voluntarily so that quality is equally improved. Teachers who 
have OCB are highly dedicated to carrying out their duties. Limitations in 
the educational background can be covered by hard work in building up 
his quality. Furthermore, PAUD Pure Participation Rate (APM) in Cirebon 
City in 2017 was 48.03% lower than the national level PAUD APB of 
57.68%. Another fact, there are still 31.5% of young children who have not 
participated in Early Childhood Education. For this reason, PAUD teach-
ers who have OCB are needed. Many variables affect OCB (Abu, 2007; 
Modassir, 2008; Newman, A., Schwarz, G., Cooper, B., Sendjaya, 2017; 
Sabine Pohl, Adalgisa Battistelli, 2013; Vondey, 2010). This study aims to 
find variables related to OCB, find a model of the relationship of the find-
ings variables with OCB, and find the strength of the relationship between 
variables and OCB.

B. Overview of Theory
1. Organization Citizenship Behavior (OCB)

Colquitt, et.all argues that OCB is a voluntary employee activity that may 
or may not be valued but contributes to the organization by improving 
overall quality in the setting of work in progress (Colquitt, Jason; A, Lep-
ine, Jeffery A., Wesson, 2015). Atika Modassir states that OCB is a discre-
tionary behaviour that is not part of an employee’s formal job requirements 
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that encourages the effective functioning of the organization (Modassir, 
2008). Nadim Jahangir said OCB is a series of behaviours in the workplace 
that exceeds a person’s basic needs and is often described as the behaviour 
that goes beyond the call of duty (Haq, 2004).
Whereas Fred Luthans that OCB are certain personality characteristics 
possessed in individuals, including cooperative, happy helping, and caring 
(caring) of others, and seriousness at work (Luthans, 2011).
Jha, et. all stated that OCB is characterized by discretionary efforts of em-
ployees for the benefit of the organization without the expected rewards 
(Jha, 2009).
Polat believes that OCB is a behaviour that is not included in the formal 
reward system carried out voluntarily which contributes to the effective 
functioning of the organization (Polat, 2009). Elkins stated that OCB has 
antecedents, and consequences, so in defining them contains four main 
themes: 1) the behaviour is something other than the function of routine 
work; 2) behaviour increases organizational effectiveness, both directly 
and indirectly; 3) behaviour is voluntary behaviour, or not something re-
quired by a job description or role; and 4) behaviour is variable, in the 
sense that some people are more involved in behaviour than others (Elkins, 
2015).
Travis and Jamie stated that OCB is discretionary individual behaviour, 
indirectly or explicitly recognized by the formal reward system, and in 
improving the efficient and effective functioning of the organization (Car-
penter, 2008).
Kamile Demir states defining OCB as discretionary individual behaviour, 
not directly or explicitly recognized by the formal reward system, and that 
in enhancing the effective functioning of the organization (Demir, 2015).
Mahembe and Engelbrecht argue that OCB is a behaviour that is displayed 
by employees who are discretionary, not directly or explicitly recognized 
by the formal reward system and that it as a whole promotes the effective 
function of an organization (school) (Mahembe, B., & Engelbrecht, n.d.).
Based on the above theory explanation, it can be synthesized that OCB is 
free individual behaviour that does not directly and explicitly get an award 
from the formal reward system, and which as a whole encourages the ef-
fectiveness of organizational functions.

2. Organizational Support
P Robbins and Timothy A Judge said that organizational support is the lev-
el at which employees believe the organization values their contribution 
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and cares for their well-being (Robbins, 2008). Zagenczck et.all believes 
that organizational support is the attention of employees to the treatment 
offered by organizations in an effort to determine the extent to which their 
contribution to the organization is valued and the organization cares for 
them (Zagenczck, T.J., Gibney.R., Few.W.T., 2011). The organization 
provides material and socio-emotional benefits to employees in return for 
employee work commitments and efforts on behalf of the organization. 
Nwancu said that organizational support is the level at which employ-
ees believe organizations value their contribution and concern for their 
well-being (L.Nwancu, 2017). Teng et.all states that organizational sup-
port can be defined as the motivation of organizational managers to value 
their employees’ contributions and care for their welfare (Teng, 2017).
Sabine Pohl et al. Stated that organizational support is a belief about the 
extent to which organizations value personal contributions and concern for 
employee welfare (Sabine Pohl, Adalgisa Battistelli, 2013). An organiza-
tion that treats employees well and appreciates the efforts of the employees 
will put greater effort into the organization. Baran et.all has the opinion 
that organizational support focuses on the extent to which employees be-
lieve their work organization values their contributions and cares about 
their well-being (Baran, 2012).
Based on the above theory, it can be concluded that organizational support 
is an organization that provides fairness to its employees, gives proper 
appreciation to the contribution of its employees, conducts supportive su-
pervision of employees, and cares for the welfare of its employees.

3. Serving Leadership
Dirk Van Dierendonck states that serving leadership is the behaviour of 
leaders who prioritize service, namely service arising from a person’s 
desire to perform services to others, aiming that individuals served can 
grow, be healthy, independent, and have a soul of service (Van Direndon-
ck, 2011). Adam F and Micheal Ponton define serving leadership as start-
ing from the desire to provide services to individuals (subordinates) and 
subsequently developing aspirations to direct individuals towards certain 
goals (Focht, 2015). Coetzer believes serving leadership is leadership that 
begins with the desire to serve followed by the intention to lead and devel-
op others to ultimately achieve higher goals for the benefit of individuals, 
organizations and society (Coetzer, M.F., Bussin, M.H.R. & Geldenhuys, 
2017).
Parris and Peachey stated that serving leadership is placing those / people 
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who are lead more than the personal interests of the leader (Parris, D.I., 
2013). Danon Carter and Tomothy Bagghurst stated that leadership serv-
ing servant leadership begins with a heart that seeks to serve the needs of 
others, and through this service, people follow (Carter, 2014). Doina Pope-
scu Ljungholm states that leadership serves as the level of leader perform-
ing as a role pattern for an individual follower and displays considerations 
for the progress and development of followers (Ljungholm, 2016).
Based on the above theoretical explanation, it can be synthesized that serv-
ing leadership is the behaviour of a leader who is more concerned with 
serving members than his personal interests so that the person being served 
can develop and be independent for higher goals for the benefit of individ-
uals, organizations, and society.

4. Work Involvement
Laurie JM stated that work involvement is the level of commitment of 
members to the work or organization (Laurie J. Mullins, 2008). Britt.et.all 
argues that work involvement is the extent to which work is related to 
one’s self-image (T. W. Britt, J. M. Dickinson, T. M. G. Shortridge, 2007). 
According to Shaheen and Farooqi work involvement is defined as indi-
vidual identification or commitment to work (Farooqi, 2014). Stephen P 
Robbins and Timothy A Judge argue that work involvement is the extent to 
which people identify themselves psychologically with their work, active-
ly participate in it and consider the level of performance that is considered 
important for their self-esteem (Robbins, 2008).
Chen and Shiu stated that work involvement is a psychological identifi-
cation with one’s work and the extent to which the work is carried out 
(Chen, C.-C., & Chiu, 2009). Abdullah.et.all defines work engagement as 
referring to how people view their work in relation to the work environ-
ment, the work itself, and how their work and life are integrated (Azhar, 
Abdullah ; Javaid, Annum, 2010). Meanwhile, Kinicki and William stated 
that work involvement is the extent to which a person is immersed in his 
current job (Kinicki, Angelo and William, 2014).

B. Research Methods
The study began with a qualitative method, after finding the variables re-
lated to OCB and the relationship model was continued by looking for 
the level of the relationship with quantitative methods. Data collection 
uses observation, interviews, focus group discussions, data analysis using 
Miles and Huberman theory starts from data collection, data reduction, 
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data presentation, and drawing conclusions. The purpose of this qualitative 
study is to find variables related to OCB. After finding variables related to 
OCB, quantitative research is conducted to prove the level of relationship 
between these variables.
In a quantitative approach, data collection uses a research instrument in 
the form of a questionnaire distributed to teachers as research respondents. 
The research instrument items are derived from the research indicators 
that will be explored. Before being distributed to respondents, the research 
instrument was first tested to determine its validity and reliability. Validity 
test is done by using the Pearson Product Moment technique, whereas for 
reliability testing calculations are used using the Cronbach Alpha formula. 
After the data collected the analysis prerequisites are tested linearity and 
normality of the data. Furthermore, data analysis and simple correlation 
test, coefficient of determination, linearity test and significance test were 
performed.
In the final stage, an analysis of indicators was carried out using the SI-
TOREM Method from Soewarto Hardhienata to determine the order of 
priority for the improvement of indicators as recommendations for imple-
menting action plans and recommendations for related parties from this 
study (Hardhienata, 2017).

B. Research Results and Discussion

1. Qualitative Research Results
The results of this qualitative research are based on observations, triangu-
lation of observational data, interviews, triangulation of interview data, 
Focus Group Discussion (FGD), and triangulation of FGD results from 
data, it is found that there are three variables related to OCB, namely or-
ganizational support variables, serving leadership variables, and work en-
gagement variables. The relationship model for the four variables is
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Based on the above model, the research hypothesis that must be proven is 
as follows:
1) there is a relationship between organizational support and OCB
2) there is a relationship between serving leadership and OCB
3) there is a relationship between work involvement with OCB

2. Quantitative Research Results
a. Research Data Description

The data described is data derived from the score of research instrument 
items for each research variable which includes OCB (Y), Organizational 
Support (X1), Leadership Serving (X2), and Work Engagement (X3). Data 
were collected from 196 respondents who became the study sample. Sum-
mary of research data descriptions is listed in the table below.

(1) Testing Analysis Prerequisites
This analysis prerequisite test uses a normality test and linearity test. The 
results of the normality and linearity test analysis are summarized in the 
table below



2907
Sequential Exploratory Organization Analysis Citizenship Behavior PAUD 
Teacher in Cirebon City

(2) Test of Significance and Regression Linearity
The recapitulation of the results of the analysis of the significance of the 
regression and linearity can be explained in the table below:

(3) Hypothesis Testing
Research hypothesis testing is done by using correlation analysis and sim-
ple regression. Recapitulation of simple correlation and regression calcu-
lations can be explained in the table below.

(4) Final Result of SITOREM Analysis
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C. Conclusion
Based on the results of research and hypothesis testing in the discussion 
chapter, some conclusions can be drawn as follows.
1. There are 3 (three) variables related to the Organization Citizenship Be-
havior (OCB) variable, i.e.
a) Organizational Support variable;
b) Serving Leadership variables;
c) Work Engagement variable.

2. The model of the relationship between the three findings variables with 
the OCB variable, i.e.

a) Quantitative research results show that there is a very significant 
positive relationship between Organizational Support variables with OCB 
variables with a correlation coefficient (ry1) of 0.701 based on the regres-
sion equation Ŷ = 63.33 + 0, 6258X1. This means that the higher the Or-
ganizational Support, the higher the OCB. The contribution of Organiza-
tional Support of 49.20% is indicated by the coefficient of determination 
(ry1)2 of 0.492.
b) Quantitative research results indicate that there is a very signif-
icant positive relationship between the variables of Serving Leadership 
with OCB variables with a correlation coefficient (ry2) of 0.709 based on 
the regression equation Ŷ = 74.45 + 0, 549X2. This means that the higher 
the Leadership Serving, the higher the OCB. Serving Leadership Contri-
bution of 50.30% is indicated by the coefficient of determination  (ry2)2 of 
0.503.
c) Quantitative research results indicate that there is a very signifi-
cant positive relationship between the Work Engagement variable with the 
OCB variable with a correlation coefficient (ry3) of 0.721 based on the 
regression equation Ŷ = 70.736 + 0, 6256X3. This means that the high-
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er the Work Involvement, the higher the OCB. The contribution of work 
involvement by 52.00% is indicated by the coefficient of determination 
(ry3)2 of 0.520.

References:

Abu, E. H. (2007). Relationship between Personality and Organizational 
Citizenship Behavior: Does Personality Influence employee Citizenship. 
International Review of Business Research Papers, 3(4), 31–44.
Azhar, Abdullah ; Javaid, Annum, M. R. and A. H. (2010). Entrepreneurial 
intentions among business students in Pakistan. Journal of Business Sys-
tems, Governance and Ethics, 5(2), 13–21.
Baran, B. e. S. L. R. M. L. R. (2012). Advancing Organizational Support 
Theory into the Twenty-First Century world of work. Journal of Business 
Psychology. https://doi.org/10.1007/s10869-01 1-9236-3
Carpenter, T. B. and J. (2008). Organizational Citizenship and Student 
Achievement. Journal of Cross-Disciplinary Perspectives in Education, 
1(1), 55–58.
Carter, D. T. B. (2014). The Influence of Servant Leadership on Restaurant 
Employee Engagement. J Bus Ethics, 124, 453–464.
Chen, C.-C., & Chiu, S.-F. (2009). The Mediating Role of Job Involve-
ment in the Relationship Between Job Characteristics and Organizational 
Citizenship Behavior. The Journal of Social Psychology, 149(4), 474–494. 
https://doi.org/10.3200/socp.149.4.474-494
Coetzer, M.F., Bussin, M.H.R. & Geldenhuys, M. (2017). Servant leader-
ship and work-related well-being in a construction company. SA Journal 
of Industrial Psychology/SA Tydskrif Vir Bedryfsielkunde, 43. https://doi.
org/https://doi.org/10.4102/ sajip.v43i0.1478
Colquitt, Jason; A, Lepine, Jeffery A., Wesson, M. J. (2015). Organization-
al behaviour: Improving performance and commitment in the workplace 
Fourth edition. McGraw-Hill Education.
Davison, R. M., Ou, C. X., & Ng, E. (2019). Inadequate Information Sys-
tems and Organizational Citizenship Behavior. Information & Manage-
ment. https://doi.org/10.1016/j.im.2019.103240
Demir, K. (2015). Teachers’Organizational Citizenship Behaviors and Or-
ganizational Identification in Public and Private Preschool. Procedia-So-
cial and Behavioral Sciences, 174., 1176–1182.
Elkins, A. J. (2015). Organizational Citizenship Behavior and School Li-
brarians. School of Library and Information Studies Texas Women’s Uni-



2910 Opcion, Año 35, Especial Nº 22 (2019): 2899-2921
Ade Sastrawijaya1 et. al.

versity, 21.
Farooqi, A. S. and Y. A. (2014). The relationship between Employee Moti-
vation, Employee Commitment, Job Involvement, Employee Engagement: 
A Case Study of the University of Gujrat, Pakistan. International Journal 
of Multidisciplinary Sciences and Engineering, 5(9).
Focht, A. M. P. (2015). Identifying Primary Characteristics of Servant 
Leadership: Delphy Study. International Journal of Leadership Studies, 
9(1), 44–60.
Haq, N. J. M. M. A. M. (2004). Organizational Citizenship Behavior: Its 
Nature and Antecedents. BRAC University Journal, 1(2), 75–85.
Hardhienata, S. (2017). The Development of Scientific Identification 
Theory to Conduct Operation Research in Education Management. 
IOP Conference Series: Materials Science and Engineering. https://doi.
org/10.1088/1757-899X/I/012017
Jha, S. and S. (2009). Determinants of Organizational Citizenship Behav-
ior : A review of Literature. Journal of Management and Public Policy, 
1(1).
Kinicki, Angelo and William, B. K. (2014). Management: A Practical In-
troduction. A Promise: to make learning management easy, efficient, and 
effective. 5th edition. McGraw-Hill Connect Management.
L.Nwancu, C. L. (2017). Effect of Gender and Marital Status on Perceived 
Organizational Justice and Perceived Organizational Support. Department 
of Psychology, Delta State University, Abraka, Nigeria. Gender & Behav-
ior, 15(1), 8353–8366.
Laurie J. Mullins. (2008). Management and Organisational Behaviour. 
Pearson Education.
Ljungholm, D. P. (2016). Effective Servant Leadership Behavior in Organ-
izations. Addleton Academic. Addleton Academic Publishers.Linguistic 
and Philosophical Investigations.
López-Cabarcos, M. Á., Vázquez-Rodríguez, P., Piñeiro-Chousa, J., & 
Caby, J. (2019). The role of bullying in the development of organiza-
tional citizenship behaviours. Journal of Business Research. https://doi.
org/10.1016/j.jbusres.2019.10.025
Luthans, F. (2011). Organizational Behavior: An Evidence-Based Ap-
proach. McGraw-Hill.
Mahembe, B., & Engelbrecht, A... (n.d.). The relationship between servant 
leadership, organisational citizenship behaviour and team effectiveness. 
Journal of Industrial Psychology, 40(1), 10. https://doi.org/http://dx.doi.
org/10.4102/ sajip.v40i1.1107



2911
Sequential Exploratory Organization Analysis Citizenship Behavior PAUD 
Teacher in Cirebon City

Modassir, A. (2008). Relationship of Emotional Intelligence with Trans-
formational Leadership and Organizational Citizenship Behavior. Interna-
tional Journal of Leadership Studies, 4(1), 3–21.
Newman, A., Schwarz, G., Cooper, B., Sendjaya, S. (2017). How Servant 
Leadership Influences Organizational Citizenship Behavior: The roles of 
LMX, empowerment, and Proactive Personality. Journal Bussiness Ethics, 
145, 49–62. https://doi.org/10.1007
Parris, D.I., P. J. W. (2013). A Systematic Literature Review of Servant 
Leadership Theory in Organizational Contexts. Journal of Business Ethics, 
113, 377–393. https://doi.org/10.1007/s10551-012-1322-6
Polat, S. (2009). Organizational citizenship behaviour (OCB) display lev-
els of the teachers at secondary schools according to the perceptions of 
the school administrators. Procedia Social and Behavioral Sciences, 1591–
1596.
Robbins, S. P. & T. A. J. (2008). Perilaku Organisasi. Edisi ke-12. Salemba 
Empat.
Sabine Pohl, Adalgisa Battistelli, J. L. (2013). The Impact of Perceived 
Organizational Support and Job Characteristics on Nurses Organizational 
Citizenship Behaviours. International Journal of Organization Theory and 
Behavior, 16(2), 193-207.
T. W. Britt, J. M. Dickinson, T. M. G. Shortridge,  and E. S. M. (2007). 
Self-Engagement at Work, in D. L. Nelson and C. L. Cooper (Eds.). Posi-
tive Organizational Behavior, 145–150.
Teng, Z. L. ; Y. Q. E. (2017). Cross-level Relationship Justice Climate and 
Organizational Citizenship Behavior: perceived organizational support 
as mediator. Journal Publisher Limited. Social Behavior and Personality, 
45(3), 387–398.
Van Direndonck, D. (2011). Servant Leadership: A Review and Synthesis. 
Journal of Management and Public Policy, 37(4), 1128–1261.
Vondey, M. (2010). The Relationship among Servant Leadership, Organi-
zational citizenship Behavior, Person-Organization Fit, and Organization-
al Identification. International Journal of Leadership Studies, 6, 3–25.
Zagenczck, T.J., Gibney.R., Few.W.T., S. K. L. (2011). Psychological 
Contracts and Organizational Identification: The Mediating Effect of Per-
ceived Organizational Support. Journal of Labor Research, 32, 254–281.





 

 

 

 

 

 

 

                      UNIVERSIDAD  
                      DEL ZULIA 
 

       

      Revista de Ciencias Humanas y Sociales 

Año 35, Especial No. 22 (2019) 
 
Esta revista fue editada en formato digital por el personal de la 
Oficina de Publicaciones Científicas de la Facultad Experimental de 
Ciencias, Universidad del Zulia.   
Maracaibo - Venezuela                                    

  

  

  

   

www.luz.edu.ve   

www.serbi.luz.edu.ve 

produccioncientifica.luz.edu.ve  

 

  

 


