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Abstract: The role of previous research or relevant research is important, because it can help
and function to strengthen theoretical studies and the phenomenon of the relationship or
influence between variables in a study. This article reviews and seeks to confirm the factors
that influence individual behavior and organizational citizenship behavior which include
individual character, work culture and workload. The purpose of writing this article is to
build a hypothesis of the influence between variables to be used in further research. Human
Resource Management literature study results from library research are that: 1) individual
behavior has an effect on organizational citizenship behavior; 2) individual characteristics
affect organizational citizenship behavior; 3) work culture has an effect on organizational
citizenship behavior;
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INTRODUCTION
Background of the problem.

The progress of science is very dependent on the name of research. For this reason,
continuous research must always be carried out to find theoretical studies that can later have
an impact on practical benefits in the life of the wider community. On that basis as an
educator, lecturers must be able to fulfill their service in the Tridarma of Higher Education,
one of which is conducting research. Through observations and data, it is known that a
problem or phenomenon in a particular field of science is known through the applicable rules,
the lecturer is able to write scientific or research papers by combining them through their
knowledge and skills in understanding, analyzing, describing, and explaining problems
related to certain factors. related to each other in the field of science. Unfortunately, based on
empirical experience, many researchers such as lecturers and students have difficulty in
finding relevant supporting articles for their scientific works as the basis for their research.
Relevant research articles are needed to strengthen and develop theoretical studies, which are
useful for seeing the relationship between certain variables to build hypotheses and discuss
research results. This research will specifically discuss the factors of individual
characteristics, work culture and workload that affect individual behavior and organizational
citizenship behavior in the study of human resource management literature. Of course there
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are many other factors that can also explain and influence individual behavior and
organizational citizenship behavior. However, in this review, the focus is more on the matters
or problems described above.

Formulation of the problem
Based on the background, it can be formulated the problems that will be discussed in
developing hypotheses for further research:
1. Does individual behavior affect organizational citizenship behavior?
2. Does individual workload affect organizational citizenship behavior?
3. Does work culture affect organizational citizenship behavior?

THEORITICAL REVIEW
Organizational Citizenship Behavior (OCB)

Organizational Citizenship Behavior (OCB) or organizational citizenship is part of the
science of organizational behavior. While the basic attitude identifies that employees are
involved in OCB to reciprocate the actions of the organization (Luthan, 2009). Organizational
citizenship behavior (organizational citizenship behavior) is a behavior that is an individual
choice and initiative, not related to the organization's formal reward system but in aggregate
increases organizational effectiveness.

According to Robbins (2008), organizational citizenship behavior (OCB) is a preferred
behavior that is not part of an employee's formal work obligations, but supports the effective
functioning of the organization.

In the last three decades, organizational citizenship behavior (OCB) has received
increasing attention from academics and practitioners in examining and further analyzing the
idea of this behavior and its impact on the field of organizational behavior, (Takeuchi et al.,
2015).

Organizational Citizenship Behavior (OCB) is behavior based on individual initiative
that is not associated with a reward system (Organ, 1997), and is not contained in employee
job descriptions. OCB is reflected in the behavior of helping coworkers and helping the
organization, such as offering suggestions to improve organizational functioning (Coyle-
Shapiro, Kessler, & Purcell, 2004; Organ & Konovsky, 1989). Organizational Citizenship
Behavior (OCB) makes an important contribution to achievement of organizational success
and help improve task performance (Allen & Rush, 1998). OCB is important for employees
in the production department because the production department is a very vital part in the
manufacturing industry.

Every organization generally believes that to achieve excellence must strive for serious
performance. OCB is a term used to identify employee behavior so that he can be called a
good member. Behavior like this OCB will be very mutually beneficial with each of his co-
workers—the formation of an attitude of mutual help. As an employee, you will definitely
feel happy and satisfied if you do something that has a good impact on the organization. This
OCB does not sue its employees—Dbut this is behavior beyond their obligation to do their job.
So that employees who do OCB will not be rewarded in a structured manner but will get a
positive assessment from the organization to their employees.

OCB dimensions according to (Organ, 1988):

a) Altruism,
b) Conscientiousness,
c) Sportmanship,
d) Courtessy,
e) Civic Virtue,
Previous studies that have conducted research on organizational citizenship behavior
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(OCB) are: (Afuan et al., 2020)), ((Ridwan et al., 2020)) (R B Putra, 2016),

Individual Characteristics

Karakteristik individu adalah perbedaan individu dengan individu lainnya. Sumber daya
yang terpenting dalam organisasi adalah sumber daya manusia, orang-orang yang
memberikan tenaga, bakat, Kkreativitas, dan usaha mereka kepada organisasi agar suatu
organisasi dapat tetap eksistensinya (Peoni, 2014). Karakteristik individu adalah ciri khas atau
sifat khusus yang dimiliki karyawan yang dapat menjadikan dirinya memiliki kemampuan
yang berbeda dengan karyawan yang lainnya untuk mempertahankan dan memperbaiki
kinerjanya, (Aktarina, 2019). Karakteristik individu adalah minat, sikap terhadap diri sendiri,
pekerjaan, dan situasi pekerjaan, kebutuhan individual, kemampuan atau kompetensi,
pengetahuan tentang pekerjaan dan emosi, suasana hati, perasaan keyakinan dan nilai-nilai,
(Setiawan & Bodroastuti, 2012), Robbins (2008), menyatakan bahwa karakteristik individu
seperti umur, masa kerja, dan status pernikahan dapat mempengaruhi kinerja individu.

Research related to characteristics has been widely studied by previous researchers
including: (Arifudin & Rusmana, 2020), Anwar, C., Titisari, P., & Desia Prajitiasari, E.
(2014).

Work Culture

The culture conveys to employees about how the behavior should be. A member will
want to participate, if the person concerned knows the goals of the organization, the benefits
to himself, and the way the organization is in achieving its goals, Robbins (2008).

Schein (2010), defines culture as a pattern of shared basic assumptions that certain
groups learn to deal with problems of external adaptation and internal integration. Five
factors that influence work culture are employee responsibility, innovation, result orientation,
knowledge and work system. These factors will directly affect the work culture of employees
in a company or organization. This is in accordance with research conducted ((Ali et al.,
2018)) which states that work culture has a significant effect on employee performance.

Research related to work culture has been studied by many previous researchers
including: (Mawo, Thomas, 2017) (Purba et al., 2017), (Brata et al., 2017), (Harini et al.,
2020), (EImi et al., 2016).

Workload

Workload is a number of activities that require expertise and must be done within a
certain period of time in physical or psychological form (Dhini Rama Dhania, 2010), Riggio
(2000: 250) states that workloads are work tasks that are a source of stress such as work
requires working with fast, produce something and concentrate from work stress. Zaki and
Marzolina (2016) regarding workload as a comparison of employee abilities with job
demands, which means that if employees have higher work abilities than job demands,
boredom will arise, on the other hand if employees' abilities are lower than job demands,
more feelings of fatigue will arise. The indicators used to determine the workload developed
from the research results of Zaki and Marzolina (2016) consist of:
1) Number of jobs
2) Work targets
3) Boredom
4) Overload
5) Working pressure
Type of Workload

One of the causes of decreased productivity is due to excessive workload, the workload
is divided into two, namely:
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» Physical Workload
» Mental Workload

From the point of view of ergonomics, every workload received by a worker must be
appropriate and balanced to the physical and mental abilities of the worker who receives the
workload.

Physical workload can be in the form of heavy work, such as lifting, caring, pushing
and so on. While the mental workload can be in the form of the extent to which the level of
expertise and work performance of a worker is compared to other workers.

Physical Workload Factors include:
Internal factors

Can be caused by: Gender, Age, Body Size, Nutritional Status, Health Conditions and
so on. The explanation:

e Gender, usually men are better able to accept heavy tasks or jobs than women.

e Age, at the age of 18 to 40 years, workers are usually still able to carry out several tasks
or jobs at once, but at the age of 41-56 years are usually only able to carry out certain
tasks or jobs.

e Body size, large stature are usually able to reach or carry out heavy tasks or work than
workers with short stature.

e Health conditions, good and excellent health are usually better able to carry out heavier
tasks or jobs.

External Factors

Caused by:

e Work Stations, Layout, Workplace, Work Tools and Facilities, Working Conditions,
Work Attitudes etc.

e Work Organization (long working hours, fatigue, etc.)

e Work environment

External Factors Physical Workload:

e Task or Job Factors, for example influenced by: Work Layout Design, Workplace, Work
Tools and Facilities, Workplace Conditions, and Work Attitude.

e Work organization, for example influenced by: length of time working, fatigue.

e Work environment, for example influenced by: the work environment can be the
influence of physical factors, chemical factors or biological factors.

Internal Factors Mental Workload
Internal Factors Mental Workload, such as: Motivation, Perception, Trust, Desire,
Satisfaction, the explanation is:
e Motivation: Lack of motivation or support from other parties will usually affect the
mentality of workers.
Perception
(Negative perceptions of other people will affect the mentality of workers)
Trust
(Lack of trust and recognition will affect the mentality of workers)
Desire and Satisfaction
(Desire and Satisfaction that is never achieved will affect the mentality of workers)

External Factors Mental Workload
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Mental Workload External Factors, consisting of:
e Task / Job Factors, such as: Complexity of Tasks or Jobs, Difficulty Level, Job
Responsibilities and so on.
e Work organization, such as: night work, remuneration system, organizational structure,
delegation of tasks or authority, envy or envy and so on.
e Work environment, such as: physical factors, chemical factors or biological factors.
Research related to work culture has been widely studied by previous researchers
including: Benedita, R. (2018), (Demur et al., 2019), (Afuan et al., 2020)

Table 1: Relevant previous research

impact on cyberloafing
behavior

No | Author Previous Research Similarities to this Difference with this article
(Year) Results article
1 | (Afuanetal, | Thereisa Partially Workload Affects Workload Affects Organizational
2020) Significant Positive Organizational Citizenship Behavior
Effect Between Citizenship Behavior
Workload on
Organizational
Citizenship Behavior
2 Saragih, N. Individual Individual Leadership Has a Positive And
M. (2020) Characteristics Have a | Characteristics Have a | Significant Influence on
Positive and Positive and Organizational Citizenship
Significant Influence Significant Influence Behavior
on Organizational on Organizational
Citizenship Behavior Citizenship Behavior
3 Benedita, R. Workload has a Workload has a Work Environment Affects
(2018 positive and significant | positive and significant | Cyberloafing Behavior

impact on behavior

4 Demur Et Al

Workload Has a

Workload has a

Motivation Has A Significant

Citizenship Behavior,
Work Culture Affects
Organizational

Citizenship Behavior

2019 Significant positive and significant | Relationship With Caring
Relationship With impact on behavior Behavior
Caring Behavior
5 Putra, R. B, Individual Individual Individual Characteristics Affect
& Fitri, H. Characteristics Affect Characteristics Affect Lecturer Performance
(2021) Organizational Organizational

Citizenship Behavior,
Work Culture Affects
Organizational

Citizenship Behavior

6 | Suparjo, D. P.
R. R. (2016)

Culture Has a Positive
And Significant Impact
on Organizations
About Organizational
Citizenship Behavior
(Ochb)

Culture Has a Positive
And Significant Impact
on Organizations
About Organizational
Citizenship Behavior
(Ocb)

Job Satisfaction and Significant
Positive Effect on Organizational
Citizenship Behavior (Och).

7 Parashakti, R.

organizational culture

Culture has a positive

transformational leadership and

Positive Influential
Culture About
Organizational
Citizenship Behavior
(Och)

D., Rizki, M., | has a significant effect | and significant organizational culture have a
& Saragih, L | on employee influence on individual | significant effect on employee
(2016) innovative behavior behavior innovative behavior
8 Suparjo, D. P. | Organizational Organizational Job Satisfaction and Significant
R. R. (2016) Significant and Significant and Positive Effect on

Positive Influential
Culture About
Organizational
Citizenship Behavior
(Och)

Organizationalcitizenship
Behavior (Ocb).
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WRITING METHOD

The writing of this scientific article uses descriptive qualitative methods and literature
studies or library research. Reviewing and reviewing literature books in accordance with the
theories discussed, especially in the scope of Human Resource Management (HRM). Besides
that, analyzing reputable scientific articles and also scientific articles from unreputed
journals. Scientific articles cited are sourced from Scholar Google and Mendeley. In
qualitative research, literature review must be consistent with methodological assumptions.
This means that it must be used inductively so that it does not direct the questions posed by
the researcher. One of the main reasons for conducting qualitative research is that the
research is exploratory, (H. Ali & Limakrisna, 2013). In the next stage, it will be discussed in
depth in the section entitled "Related literature” or literature review ("Review of literature"),
as the basis for formulating hypotheses and in the final stage, these two literatures will be the
basis for making comparisons with the results or findings revealed in the study, (H. Ali &
Limakrisna, 2013).

DISCUSSION

Based on relevant theoretical studies and previous research, the discussion of this
literature review article in the concentration of Human Resources is:
1. Individual Behavior Affects to Organizational Citizenship Behavior

Behavior is a way of acting and seeing a person's behavior. Each individual behaves
when there is a stimulus and has a specific goal. Behavior towards the target, arises because
there is a stimulus and all behavior has a cause. In a job or organization, behavior becomes an
attitude in carrying out work.

Previous research that examines the relationship and influence of individual behavior
on organizational citizenship behavior is research by: Putra, R. B., & Fitri, H. (2021)

2. Individual Characteristics Affect to Organizational Citizenship Behavior

OCB behavior can be developed in each individual through the development process he
receives. Therefore, OCB can grow not only based on individual behavior, but from the
acceptance process of the individual within the organization. Organizational citizenship
behavior is a commendable act of organizational members. This OCB attitude is implemented
in the form of actions that are carried out sincerely and selflessly to voluntarily give their best
performance in order to advance the organization, (Nahar Maganda Saragih, 2020). From the
explanation above, it can be concluded that relatively not many researchers have studied the
relationship and influence of individual characteristics with organizational citizenship
behavior

Previous research that examined the relationship and influence of individual behavior
on organizational citizenship behavior was research by Saragih, N. M. (2020), Anwar, C.,
Titisari, P., & Desia Prajitiasari, E. (2014)

3. Work Culture Affects to Organizational Citizenship Behavior

Work culture is a philosophy based on a view of life as values that become the nature,
habits and driving force, entrenched in the life of a community group or organization, then
reflected from attitudes into behavior. Work culture describes a behavior that reflects honesty
and ethics when an individual or organization is working. The work culture must have roots
and have values that are the basis for all employees.

Previous research that examined the relationship and influence of individual behavior
on organizational citizenship behavior was research by: Husodo, YRP (2018), Dewanggana,
BD, Paramita, PD, & Haryono, AT (2016), Rahayu, ES (2017), Suparjo, DPRR (2016).
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Conceptual Framework

Based on the formulation of the problem, theoretical studies, relevant previous
research and discussion of the influence between variables, the framework for thinking in
this article is as follows.

Individual H1
Characteristics (X1)
o |
-
Workload Organizational
(X2) Citizenship Behavior
\. H3 (Y1) ©2

Work Culture
(X3)

Figure 1: Conceptual Framework

In the conceptual framework above, it is known that 3 exogenous variables are
individual characteristics (x1), workload (x2) and work culture (x3) which have a
relationship and influence on individual behavior (Y1) Organizational Citizenship
Behavior (y) both directly and indirectly. live. However, from the model above, there are
still factors that are also able to influence and identify individual behavior and OCB
directly or indirectly, such as:

1) Motivasi (x4): (Riyanto, Sutrisno, et al., 2017), (Prayetno & Ali, 2017), (Chauhan et al.,
2019), (Rivai et al., 2017), (Prayetno & Ali, 2017), (Bastari et al., 2020), (Masydzulhak
etal., 2016), (Aimaetal., 2017)

2) Pengetahuan (x5): (Desfiandi et al., 2017), (Prayetno & Ali, 2020), (Mukhtar et al.,
2016), (Brata, Husani, Hapzi, Baruna Hadi Shilvana AliBrata, Husani, Hapzi, 2017),
and (Toto Handiman & Ali, 2019).

3) Leadership (x6): (Limakrisna et al., 2016), (Bastari et al., 2020), (Anwar et al., 2020),
(Ali et al., 2016), (Djoko Setyo Widodo, P. Eddy Sanusi Silitonga, 2017), (Chauhan et
al., 2019), (Elmi et al., 2016).

4) Commitment (x7): (Limakrisna et al., 2016), (Harini et al., 2020), (Prayetno & Ali,
2017), (Riyanto, Yanti, et al., 2017), and (Masydzulhak et al., 2016)

5) Work Satisfaction (x8): (Harini et al., 2020), (Masydzulhak et al., 2016), (Masydzulhak
etal., 2016), (Mukhtar et al., 2016),

CONCLUSIONS AND RECOMMENDATIONS
Conclusion
Based on the formulation of the article, theory and discussion of this article, it can be
concluded that the hypotheses for further research are:
1. Individual behavior affects organizational citizenship behavior
2. Workload affects organizational citizenship behavior
3. Work culture affects organizational citizenship behavior
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Suggestion

Based on the conclusions above, it can be suggested that there are many other factors
that influence individual behavior and organizational citizenship behavior at all types and
levels of the organization, therefore further studies are needed to complement what other
factors can influence individual behavior. and future extra-role behavior (OCB).
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