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Thc Etrect Of Mdogbl Calrtal On Organizatbn CitiuendriP Behavbr

Abstract
the purpose of Uris rcsee$ {,6 to fnd od UE eftd o, psl/cnohgid c4{d on
qganizdboal dtizership behair in the case d nursirE employees h RSUD Prof. Dr.

MaEooo Soekaio. lt rEe(b b be explfled moe deefly abofi tc efrct of psydmbgi5
capital dt orgatzatimd cilizelBhip bdavir b gd ,no.e compl€{e uxlsshrding. The
po$ldim in hb study rve(e ciul servanl nursing e$ploye6 lrtE wofi in RSIrD M. 0r.
Mdgo.p So*a&. while tle sanple used in E$ stdy ucfe 180 civil serYalt nu$lg
snployees vltp rrcd( in RSuo Prof. Dr. Margo.to SoekaF wih samding m€$od ol
prDbabdity sdflpling ard Shryin fumula. Data mledin rnefEd $ed wa $wey m€fiod
wih qu€dbonaire. Baed on he dab aulysis usitg SPSS, it cat be caduted hd hope,

oplimi$ ad reeilhnce hare pcilive attd *pifica{ efu m uga zditxtd cilizad[p
beha/ir.

Keywoflls P3ycholog'rcrl Capittl, Organizadmal CitEenlhlp Behavior

II|TRODI,GTIOII
Psychological capital is a posilive

psychological state that is oriented to the
success of individual goals through iE al'ility
b r€ach a pcint d success. Luthans (2011)
provides a definition of psychological capital
as a positive pEychological condition in
indMdualt with 4 dimensions narnely, (a)
self-effcacy, narnely a person's belief in his
ability to handle situationE and prcdue
som€thing b€nsficial for individuals or
organizations, (b) optimism which nEans a
person's princides or belieh about curront
and fuhire succes6, (c) hope rnoans the bssic
brm of trust in so,nething deiI€d will be
echiev€d or sornething don6 will produce
b€nefib in the tuture, (d) r€sili€nce of
resili€nce means the abillty to adapt and stay
strong in diffcult situations.

It can b€ condudod that the definition of
psychological capital is 8 positiw
psycfiological condition in indMduals
consisting of e nur6€r of corponenB of self-
efiicacy, optimism, hope and r€silience that
are able to encourage individuals to dewlop
therBolves and th6ir abilili63 when an
individual try b achieve 8uc@aa.

According b Luhans 6t al. (2007),
psycfiological capital E divid€d inb 4
dimensions which indicate that a person has
achieved positive Fychologicel conditions
induding self effcacy, optimi$n, hop€ and
r$ili6nce. The reeson why Fychological
capital is divided into bur dirnensions

b€caus€ the charac{erislicG that build
psychological capital inf,uence each other
depending on this construct is better
undorstood aB a whole. lf pGycfiology capital
is only analfzed by one or several
characleristics, this research becomeg
inad€quab because psychological capital will
not be a "psychology capital" whicfi is one of
ils non-existent characteristiG (Luthans et
al., 2007: 549).

Gupta ct al. (2017) stated that
psychological cadtel is pGiti\rely associabd
with OCB. Organizational citizenship
behavior (OCB) is a set of b€havioral forms
outskle of furnal iob r€quiromenE that
benefiF organizations. Erployees who
demonstrate these b€haviors ars able b
provide ponitive confibution significanty to
the organizalion thoqgh b€havior beyond th6
job doecription, in addition to the employ€e8
still carrying out the rosponsibililie3 in
accordanca wih the vyork $ey carry. The
organization must know the factoE that can
afiec{ the level of OCB of the employees, ono
of them lhrough Psychological Cspital (PC).

Psychologiel Capital have four
dimonsions that can optimize e,Iployee
perfornance theE are s€lf effcacy, oplimism,
resilience and hope. FiBt sef efficacy means
the belief of a pereon of hidher ability in
handling a sitJation and producing somsthing
benofit fior th6 individuals or organizalion
(Santrock, 2007). A p€r€on who has a high
solf-€fficacy tends b do the OCB hat giws
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he benefits both for individuals (OCBI) or
organizations or company where he/she
works (OCBA).

Second, optimism meena a principles of
believe of everythirE from the good and fun
aspect and the behavior of always having
good hope in everything. An employee who
has optimiem that the lvork h€/she doe6 will
be benefit for the individuals or organization
tends to do the OCB. B€cause a person
ne€ds a bolief that what h€/sho will do i3 ]ight
and bendit before doing the uDrk outside
what he/she is supposed to do such as OCB.

Third, resilience means the ability to adapt
and stay sEong in difficult situation (Reivich
and Shatte, 2002). An employee that has
adapted b the environm€nt can do whatever
h6/she wants to do in an otganization,
because the erployee who has adapEd an
Elt comfortable with the onvironrnent will fe€l
cornfortable also to do other fiings such ag
ocB.

Fourth, hope means the basic fiorm of
belief of sornething dosired will be achioved
or sorEthlng done will r$ults a ben€fit in the
future. Flom the definition, the hope that
something done by a p€rson will give a good
efect for the individuals or organization is the
basic from the OCB.

Population in this study are all nurses civil
servant who work at RSUO Prof. Dr. Margono
SoekarF. To estimate the nurber of
minimum eanples, res€archer used Slovin
rnethod. This method wes chosen because
th€ nuflDor of population / nurses i6 knowr.
Based on th€ deta given by official u,€bsit6 of
RSUD Prof. Dr. Margono So€kario, the
number of nurs€s is 686.

Bas€d on Slovin method, the minimum
samples that should be taken are 179
respondents. From infornetion about the
numb€r of nuBea in RSUD. Pmf. Dr.
Margono SoekarF who will be used as
Eamples in this study arc nurses who are civil
servants, because civil servants have a rnore
lvealth in the fields of salaries, facilities and
careers than nuBes who are non civil
servant. Civil servant nurses feel everything
is guaranteed so that it has an inlluenca on
p€rformnce because civil s€rvants are in
charge of providing professional and quality
public seNices, and the competencies
possossed by civil s€Nants must support the
implementation of organ izational stetegies
also able to support any changes made by
managefiEnt, in contrast to non{ivil s€rvants
nho have a higher risk of sanc{ions so that

they improve performance and have I high
level of organizational cilizenship behavior.

WrolodalAdbl
Psychological capital is a nar/ approach
developed b improve the competitive ability
of the organization, wher6 from the four
charactedstica of psydrological capitel can
predict enployee p€rfonnance better than
each of the other characterislics (Luthans et
al., 2007). lt can b6 concluded that the
definition of psychological capital is e positive
psychological condition in individuals
consisting of a numb€r of components of self-
efiicacy, optimism, hope and resilienco $at
are abl6 to encourage individuals to develop
thoflrselves and their abilities when an
indMdual try to eohieve success.

Psydrological capital is a ne\r, approach
develop€d to improve th€ compotitive ability
of the organization, wher6 from the four
ctaract€ristics of psycfiological capital can
predict smployee p€rformance better than
each of the other characbristiG (Luthans €t
at.,2OO7).

Self-eff,cacy
Bandure (1997) defined that s€lf-€fficacy

is: a person'B beli€fs or beliefs about his
ability to mobilize his ,rbtivations, cogniti\re
ability, and ac{ions n€eded to porform certain
tasks succe3sfully with certein tasks in
certain conExts (Stajkovic and Lutharc,
1998).

OFdmbm
Optimism m€ans the principles of trust in

everything from good and pleasant asp€cts
end behavior always has good oe€@tions
in everything. Srivastava and Angelo (2009)
argued that optimism is a tendency or
tondency to 6rpcc1 fa\rorable r€sulE. ln other
urords, oplimism is dosely relaEd to the egp
pow6r and individual intemal control.

HoDe
Hope is d€fined as a basic form of belief

fiom what is desiBd or sornothing that is
done will produce something useful in the
tuture. Snyder et al. (2002) in A\rey et al.
(2011) defined that hop€ is a positive
rEtivational state with two inDortant
co]Ipononts as agency or wilhorver (po\irer
of will) and pathawaF or weys por6r (ability
to do).
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REllbne
Somoone who has a resilience attitude is

able to suMve and develop ftom the
challeng€s faced. R€silienos iE th6 ability to
adapt and remain strong in difioJlt dtuations
(Reivich and ShatE, 2002). ThiB condition
indicatss where a person is able to suM\re
and move brwerd to face problens and
difficulties to achieve success ewn though
under pressure.

O ryo n ladnal Cf ltun* ip brr, t lN
OCB is a very irportant thing in an

organization because it can increase th6
efiecliveness of an organization so that it
affects the social aspects that exist within the
organization. OCB can also be interpreEd a3
behavior hat excseds the fiormal obligation
(extra role) requked by the organization and
is not related to compensation. That is,
sorneone who do€s a high OCB will not get
r€lyard, salary or @rpensation but OCB i8
nprc for social behavior in each individual to
lrork beyond what is expecled. Besides that,
OCB behavior is not bound or free and
voluntary so that the b€havior does not
demand based on lob descriptions but is
based on contractual demends with the
oryanizaton so that it is an individual choice
(Po&akoff et al., 2000).

OCB is a b€havior that i6 highly e)eecled
in an organization because of the high
behavior of OCB in individuals so that the
success and goals of th6 organizalion will be
easi€r to €chi€\re. ln the opinion of Organ and
Podsakotr (1990), OCB has five dirrensions.
Altruism, is a voluntery helping behavior with
others r€lated to taEks outside of their
resporcibilities in the organization.
First, courtesy, individual behavior whiclr
must be polite and polite according to the
ru1e3, ao as to pr€vent inbrp€rronal conf,id
in the organization. Second, sportEmanship,
behavior that shouE a high bl€ranco for the
organization so that employees will behave
positiwly and a\roid cofiplaint8 in work.
Third, conscientiousness, which is voluntary
behavior exceeding the basic or minimum
Gquirements of rvork in complying with work
rules and presenoe in the organization.
Fourth, civic virtue, is the behavior of a
pe6on who show8 participation and conc€rn
for the survival of an orgEnization in
achieving its objectiveg.

,tyNw
H1. Self Efficacy has polritive and significant
inf,uence on organizational citizenship
bohavior
H2. Hope has posititive and significant
influence on orgenizational citizenship
behavior
H3. Optimism has positiv€ ard significant
influence on o.ganizational citizenship
behavior
H4. Re3illi€rice has posilive and significant
influence on organizational itizenship
behavior

Flgur€ l. R6sarch mod€l

IIETHODS
The type of this rss€arch B quantitative
resear€fi with survey rnethod using
quoslionnaires for 180 respond€ntB of
employee nursea at Margono Hospital. The
nEasuremgnt scale us€d in this study is
Likert scalo type. The answer of each
instrurnent using Likert scale with 5 scales
have gradations from strongly agr€e to
strongly dise$ee. ThiB study uses Mulliple
Regression Analysis as analysis tools
technique.

REISULTS ATD OISCI.|SSIO]I
Table 1 is the r$ults of multicollinearity test
bae€d on th6 data on the t6at reaults
indicabE that the conelation value betvtieen
all the ft6e variables tested < 0.9. lt can be
concluded that in this study there \iras no
multicdlin€arity.

Pslchologi.al Capital
L sclfE6cacy
2.Boee
3. Optimism
4. Resili.ncr

Organizatioial
Citizdrship
Betpvior
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T.bb 1 Valldy Tst concluded that all
distributed

variables are nornally

PC ocB
Cod. Cod. rr* OrpL T.ble 4, futtcollinoadty T6.t

Collitrerrlty
Vrrirblc Codestotistlca Erplanstion

Tolerencc VIF

rcl.t
PC l.2
PC1,3
PC 1.4

rc1.5
rc2.1
PC2.2
FC2.3
rc2.4
PC2.5
PC3.l
PC3.2
rc33
FC3.4
PC3.5
FC4.1
rc4.2
pc4.3

rc4.1
rc4.5
PCA.6

0.165
0.875
0.851
0.E17
05n
0.65s
0.850
0.659
0.126
0.799
0.61
0.806
0.163
0.7q
0.653
0.t05
0.641
0.ttE
0.82',1

0.628
o.765

ocBl.l
ocBl.2
ocBl.3
ocB2.l
ocB2.2
ocB2.3
ocB3.l
ocB3.2
ocB3.3
ocB4.l
ocB4.2
ocB1.3
ocB5.I
ocB5.2
ocBs.3

0.695
0.819
0.841
o.768
0.868
0.656
0.64E
0.805
0.688
0.671
0.tE0
0.721
0.ut
0.w2
0.8?1

0.148
0.148
0.14t
0.148
0.1,t8
0.148
0.14E
0.148
0.14t
0.148
0.148
0.148
0.148
0.148
0.148
0.148
0.148
0.14t
0.148
0.14E
0.148

Valid
vdid
valid
valid
Valid
v6lid
vali,
Yalid
valid
Valid
valid
Vaiid
Valid
Valid
Valid
Valid
vdid
vdid
V6lid
valid
vdid

PC1

PC2
PC3
PC4

0..168

0.4E9
o.270
0.285

PC

2.336 No muhicollinearity
2.045 No muhicollinearity
3.69E No muhicollinearity
3.51 I No muhhollinearity

OCB OCB 0.408 2.,149 No multicoltinearity

.Table 5. Llnoar Tost

No VerLblo t ccrr Slg ExpLnedon

1 21 1,472 0,143 Linear

Based on teble 5 it can be s€en that th€
linearity test l€sults have a significance value
gr€ater than 0.05. Thus it can be conduded
that the data is linear.

Table.6 Regr€ssion Tost

Veriable Code OCB
trrlr. o

t-oot Sig.
PC1 4.542 0.000 t.974 0.05

PC

OCB OCB 0.845 0.148 Reliable

The results above indicate that the reliability
value of all vadables has rcount greaEr than
rtable of 0.148. Thus, it can be said that th€
measuring inEtrument is dedar€d reliable to
be used a6 a data collection bol.

Cbdc Asrilfun 7e
The nonnality test method used is
Kolnngorov Smirnov. Standardized residual
\6lue curyes alE said to spread normally
when the Kolmogorov-Smimov Z <Z table
\ralueE, or Asymp \ralues. Sig. (2-tailed)> o,
then the data dlstribution spreads normally
and vice versa.

Tabb 3. t{orml}ty Tast

No Vadabl€ omaltty Slg. Expt nadon
Toet

1 Unst MEed
Resitual

1,350 0,052 Normally

Based on table 3, it can be seen that the
significane value frrom th3 noriality ted
resulb i6 greater than 0.05. Thus it can b€

Tabb 2. Rollabllity T€8t

VartrbL Cod. Croabaai'r
Atpr. r-r Exphradon

rcl
rc2
PC3
rc4

0.836

0.780
0.776
0.t7t

0.148

0.148

0.14E
0.148

Reliable

Reliabl€
Reliablc
Reliabl€

PC ,.974
1.974
1.974

Bas€d on the tost r€sults, it can be seen that
the VIF value of each variable is legs than 10
and the Tolerance value is less than 1. So, all
variabl€s are ftBe trom rrllticollinearity.

ooltcLt $oll
S€lf-€ffcacy has positive and signifcant
infiuence on organizational citizenship
behavior. Optimism has positi\re and not
significant influence on oeanizational
citizenship behavior. Hop€ has poGitive and
significant inf,uence on organizational
citizenship behavior. Resilience has positir/e
and signifcant inf,uence on organizalional
citizen8hip behavior.

PC2
rc3
rc4

1.895.
3.250
2.273

0.060*
0.001
0.024

0.05
0.0s
0.05

OCB

ocB ocB 1.974 0.05
-- \ot Srg"l6"anl
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From these results, it is knolvn that
employee perfornance is infiuenced by
psychological capital dirnensions (optimism,
hop€ and resilience) and organizational
citizenship behevior. Therefore, to improve
the perfoflrEnce of the nurses, Regional
General Hospital rust inqease the
psychological caFital of the nurses sucfi as
optimism, hope and resilienco as u/ell as
organizatlonal citizenship behevior. This can
be done by holding training for nurses on the
importance of psychological capital and
organizational cilEenship behavlor in
r,vorking.

Companies need to pay rnore attention to
the eisting recruitrnent process, in order to
be able to selec{ employees in accordan€
with the company'B vision and mission and to
have a pGitive character. This needs to be
don€ so that employees within the company
are able to Bucceed in carrying out every
responsibility and task given to them so that
employees can hav€ good competencies and
careera in the company.

There are several limitations of this study,
firsty respondents fill out questionnaire data
when they arB busy carrying out th6ir duties
so thats take a longlime to fill out the
questionnaire. Second,ln rneasuring OCB, it
is done by self report because it is out of
control. Based on the otganizational
citizerchip behavior analyEis irdex table that
the lowest index iB indicalor of courtesy. So
organizatione must make policies that
regulate social equality botween employoe so
that there are no gaps that can cause
interpersonal conflict
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