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The aim of this research was to investigate the Organizational Citizenship Behavior (OCB) in the Indonesia’s
State Electricity Company based on demographic factors namely gender, age, and education level. To achieve
such aim, this research employed mixed methodology by utilizing Organizational Citizenship Behavior Check-
list (OCBC) to measure employees’ discretionary effort and semi-structured interview to confirm respondent’s
response toward the OCBC instrument. The respondents of this research were 50 employees of Indonesia’s
State Electricity Company working at the Central Java and Jogjakarta’s distribution office. Data were analyzed
using OCBC calculation formula and data reduction process. The results of this research revealed that OCB
does not have strong correlation with gender, age and education level. Implication for management theory and
practice were also discussed.
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1. INTRODUCTION
Research on Organizational Citizenship Behavior (OCB) has
been widely conducted over the last few decades. OCB has
been acknowledged as a factor that could increase productivity,
improving customer satisfaction, and reducing cost (McDowell
and Vargas 2015). Although organization’s official reward system
does not acknowledge OCB, its effect on increasing organiza-
tional effectiveness is inevitable.17

Demographic characteristics such as gender, age, and educa-
tion level are among factors that have been extensively acknowl-
edged to influence OCB. Gender express biological category and
often considered as the determinant of causal relationship among
employees in the workplace. Differences in age and educational
level in the work environment lead to different ways of thinking
and behaving, as well as the demonstration of OCB.

Despite the fact that demographic factors and OCB has been
extensively investigated, differences in results could still be iden-
tified. Studies have revealed that woman is likely more involved
in OCB compared to men. Nevertheless, those studies also found
that there are no significant difference on the OCB’s consci-
entiousness dimension between man and woman (Beauregard,
2000).1�9�16–18

With regards to age factor, researchers have found that
elder workers demonstrate higher obedience toward organization,
higher loyalty, more actively participate in organization’s event
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and demonstrating higher level of OCB compared to younger
co-workers.1�11�18 Such findings contradict McDowell and Vargas
(2015),13 who found that higher level of OCB could be identified
on younger workers, since they are eagerly interested toward the
idea of pro social behavior.

Difference results from previous research could also be
observed on the educational attainment variable. Cohen and
Avrahami5 argued that employees with high educational attain-
ment are having more time to conduct OCB. This result is in con-
trary with what Pavalache-Ilie16 found, that involvement in OCB
are dominated by employees with middle educational attainment
than those with high educational attainment.

Despite the various findings supporting the relationship
between demographic characteristics of gender, age and edu-
cational attainment with OCB, researchers such as Jafari and
Bidarian12 and Cameron (2013)4 has come to a conclusion that
demographic factors is not a suitable predictors for OCB. Such
differences in findings related to the association of demographic
characteristics with OCB have revealed a gap that needs further
investigation. Thus, this study aims to investigate OCB based on
the gender, age and educational attainment.

In order to complement the results of previous studies on OCB,
this study employed a different approach by utilizing mixed
methods. Research on OCB has been widely conducted using
quantitative methods, which results focus on the positive or neg-
ative relationship between OCB and demographic characteristics.
Although such method is useful, it cannot bring the finer nuances
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on the rationale why the respondents are willing to demon-
strate OCB. To unveil the underlying reason why they demon-
strate high or low level of OCB, qualitative approach is needed.
This study combines quantitative methods by utilizing OCBC
questionnaire10 with qualitative methods by interviewing respon-
dents about their OCBC questionnaire results.

Among instruments used to measure OCB,7�8�15 OCBC
questionnaire10 was selected due to several reasons. OCBC is the
most recent instrument available to measure OCB, with total reli-
ability score of 0.97 for its total scale. Although in total OCBC
consists of 42 questions—far more compared to the other instru-
ments; the questions are relatively simple and easy to under-
stand since it has related to activities that most people conduct
in their daily life. Moreover, OCBC is able to measure OCB-I
and OCB-O simultaneously. OCB-I reflects individual behavior
which indirectly could give positive contribution towards orga-
nization, while OCB-O reflects behavior which in general could
give positive contribution towards organization.

2. METHODS
This study utilized mixed methods by combining quantitative
instrument (OCBC) with qualitative interview. Over the years,
the use of mixed methods has been believed to be able to accom-
modate the shortage found in either qualitative or quantitative
research alone. Combining both methods can improve the useful-
ness of findings as well as enhancing previous findings obtained
from the use of quantitative or qualitative method.3

The mixed methods design utilized in this study was the
explanatory design or could also be called as “Qualitative Follow-
Up Approach.”14 There are two phase in this design, where this
study started with the quantitative phase first and confirming the
result with the qualitative phase.6

The sample of this study was 50 employees from the Indone-
sia’s State Electricity Company working at the Central Java
and Jogjakarta’s distribution office. They were selected through
simple random sampling method from the total population of
236 employees. These numbers were considered adequate since
the data analysis was not merely relying on the quantitative
approach alone.

Data collection process was started on December 2015.
Researchers had to obtained approval from the company before
questionnaire could be distributed. After the approval was
obtained, questionnaires were distributed to several sections in
the company: Distribution, finance, facility, security, and commu-
nication and administration section. Each respondent was given
72 hours time to complete the questionnaire although in real-
ity the overall quantitative data collection process took approxi-
mately 14 days.

The qualitative interview was conducted toward respondents
who stated their willingness and fill their personal data on the last
section of the questionnaire. There were 7 individuals who left
their personal data, nevertheless, only 4 individuals responded
and arranged the interview schedule after office hours when con-
tacted by the researchers. Another individual responded a few
days after and said that he is willing to participate if the inter-
view is conducted via online messenger system. Thus, interviews
were conducted toward 5 participants. Interviews were recorded
and all interviewees gave clear and complete response toward
questions given by the researchers.

Table I. Summary of quantitative results.

OCB-I OCB-O

Gender
Female 2,5 2,5
Male 2,4 2,7

Age (year)
16–20 2,4 2,3
21–30 2,4 2,7
31–40 2,5 2,5
41–50 2,5 2,8
>50 2,4 2,6

Educational attainment
High school 2,3 2,4
Diploma 2,7 2,8
Bachelor 2,5 2,6

The main instrument in this study was OCB-C questionnaire.10

It is a 42 items questionnaire which measure OCB into 2 cat-
egories: OCB-O and OCB-I. OCB-O refers to behavior which
in general could give positive contribution towards organization,
such as obeying informal rules or arriving early at the office.
The other category, OCB-I, refers to individual behavior which
indirectly could give positive contribution towards organization.
Example of OCB-I is when an employee help to finish the work
of his/her co-worker when they are absent. In the OCB-C ques-
tionnaire, 23 items were used to measure OCB-I and 19 items
measures OCB-O. The instrument is copyrighted but could be
used freely if researchers could provide the original authors with
translation result and summary of the findings.

3. RESULTS
The quantitative result revealed that there are only a slight dif-
ference in term of OCB-I and OCB-O score among employees
in Indonesia’s State Electricity Company. The complete findings
are presented in Table I.
The qualitative interviews were conducted by asking the

OCB-I and OCB-O indicators to the respondents in order to gain
deeper information with regards to their OCB behavior.
Qualitative findings for OCB-I demonstrated that all respon-

dents are willing to help their co-workers, both for personal prob-
lems and work-related problems. Nevertheless, some respondents
are having concern in lending money or personal belongings
to their co-workers. Their main reason was a mere contractual
relationship with other co-workers, which made them need to
be more selective. Respondents were also selective to determine
whether they will postpone their vacation schedule to help their
co-workers.
OCB-O findings demonstrated the willingness of all respon-

dents to do extra work voluntarily and prioritize work over per-
sonal matters. Nevertheless, they were reluctant to recommend
someone to their superior for personal reason, and have a “vague”
believe on saying good things about employer in front of other
co-workers. This might be the manifestation of Javanese culture
which requires people to maintain harmony in the work place.

4. FUTURE RESEARCH AGENDA
Although the result of this study does not reveal any substantial
difference of the OCBC score based on demographic factors, this
study might have had open a new research opportunity. It would
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be interesting if future research could investigate how local cul-
ture have effect on OCB behavior.
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