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ABSTRACT

The objectives of this research was to study the effect of organizational climate on
work motivation and its impact on organizational citizenship behavior (OCB) of Edu-
cation Department employees in Province of DKI Jakarta. Quantitative approach used
in this research with survey method. The samples of this research were 120 employee
selected randomly. The data were obtained by distributing questionnaire and analyzed
by using path analysis. The first results of the research can be concluded that organi-
zational climate and work motivation had a positive direct effect on OCB. Second, or-
ganizational climate had a positive direct effect on work motivation. Third, organiza-
tional climate had a positive indirect effect on OCB through work motivation as an
intervening variable. Therefore to improve OCB of Education Department employee in
Province of DKI Jakarta, organizational climate and work motivation should be im-
proved.
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INTRODUCTION

Development of human resources is one of the priority of government work programs.
People is very aware of the importance of education for the future of every citizen to achieve
success in their lives. The people expectation is so high that’s why public is pushing for the
government to truly realize their expectetaions. But the reality there are several complaints is
marked by the existence of problems that arise at the beginning of each school year. Also
problems related to teaching and learning guidebooks in schools that often change every turn
of the ministry leadership. In the teaching-learning process, it is also felt to be unsatisfactory,
where one indicator is that there are still many students who have to take courses outside of
school for certain subjects taught in schools with the aim that these students can take classes.
Another indicator is that our education quality ratings are still relatively low compared to the
quality of education in some Asian countries especially at the international level. There are
still other problems that can be revealed if thoroughly inventoried.

The object of this research is the Education Department employee of the DKI Jakarta
located at Jalan Gatot Subroto, Kav. 40-41, South Jakarta, which is one of the institutions of
the Ministry of National Education in this region to be able to implement the vision and mis-
sion of the Ministry of National Education in the education sector. It is undeniable that one
of the sources of the problem described earlier occurred due to human resource factors
where the prosocial behavior of employees was still low, as indicated by several indications,
namely: employees who are still selfish only focus on their formal duties and do not have the
initiative or volunteering to help workers who are unable to enter work, or workers who
have completed their formal tasks even though there is still have time available but are not
moved to help colleagues who have more workloads, fast complacency, and low employee
productivity are reflected in the slow delivery of needed services and the low work discipline
of some employees is reflected in the presence in the workplace which is often late and re-
turns early.

One effort to overcome this by increasing organizational performance because or-
ganizational performance is inseparable from the performance of each individual in the
organization. If employee performance increases, it will directly result in organizational
performance also increasing. One of the factors that can encourage an increase in employ-
ee performance is growing, generating and increasing OCB or what is called Organiza-
tional Citizenship Behavior, abbreviated as OCB (Spitzmuller, et. al., 2008: 107) Educa-
tion Department employees. As a public organization, employees who are expected to
work in the public service not only can work in accordance with the rules (in-role), but
also individuals who have prosocial behavior, enjoy working together, helpful behavior,
support a pleasant organizational atmosphere, provide positive contribution to the organi-
zation that exceeds the demands of the role at work (extra-role).

In order for employee OCB to increase, it is very important for the organization to
identify factors that can encourage or increase employee OCB. From various research
studies conducted by experts there are various factors that can influence OCB, such as the
results of Smith's research in Hassan Khan et. al., (2017: 82) entitled "4 Review of The
Conceptualization of Organizational Citizenship Behavior", states that the organizational
environment and personality of employees have a significant contribution to job satisfac-
tion and the results increase employee OCB.

LITERATURE REVIEW

Organizational Citizenship Behavior (OCB)
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In Luthans (2011:149), Organ which first introduced OCB, defines OCB as employee
voluntary behavior that is not directly related to rewards, but contributes to the efficiency
and effectiveness of the organization. so it is very important to make an organization effec-
tive and efficient. According to Colquitt, et. al., (2015:40) which defines Organizational
Citizenship Behavior as voluntary employee activity that may be valued or may not be
valued but contributes to the organization which has an impact on overall improvement.
Ivancevich, et. al., (2014:215) defines OCB as follows: all employee activities outside of
their formal duties / jobs are called organizational citizen behavior (OCB) and this behav-
ior is important for an organization. Whereas according to Schermerhorn, et. el., (2012:67)
says about OCB as the behavior of employees who are free to make choices, which repre-
sent their desire to make a duty call beyond their formal job duties or work extra in their
work assignments. Whereas Robin and Judge (2016:65) define OCB as the behavior of
employees who voluntarily work or do something that is not part of their formal work
scope as an employee, but the employee is voluntary to do so with the intention / purpose
that the organization can function effectively. Newstrom and Davis (2015:245) define
OCB as voluntary employee spontaneous behavior, the constructive impact on outcomes,
such as helping others, is prosocial behavior. While Slocum and Hellriegel (2009:153),
defines that OCB refers to employees who perform tasks beyond their formal duties. From
the description above, it can be synthesized that OCB is the behavior of individual mem-
bers of the organization who want to perform tasks that exceed their formal duties and are
carried out voluntarily without expecting compensation, which contributes positively to
organizational performance.

Organizational Climate

An organization always tries to create dynamic and attractive conditions for its mem-
bers. Because generally workers need a conducive work climate so that they can do their
jobs calmly, happily, passionately and full of enthusiasm. Thus the results of their work
will be better so that the company's goals can also be realized well. Workers think the cli-
mate of the organization they work in is fun if they can do their jobs well and feel valued.
According to Mullins (2010:748), that the task of management of an organization, in addi-
tion to regulating the implementation of organizational processes, they also have the re-
sponsibility to create an organizational climate so that every worker is motivated to work
effectively and with a sense of voluntary. Whereas according to Robbins and Judges
(2016:558) that organizational climates refer to the shared perceptions held by organiza-
tional members about the organization and its work environment. Whereas Owens in Soe-
topo (2017:34) states that "the organization of the climate of perception that individuals
have in the environment in the organization" Thus the assessment of organizational cli-
mate can be done by digging data from the perceptions of individuals in the organization .

According to Keith Devis in Triatna (2017:37) which defines organizational climate
as "the human environment within organizations' employees do their work". This defini-
tion refers to the work atmosphere felt by employees, based on their interactions when
they are related to other personnel in their work environment. Furthermore A. Dale Timpe
in Triatna, (2017:37), defines organizational climate as a series of environmental traits that
can be measured based on the collective perception of organizations that live and work in
their environment and can build their motivation and behavior. Benjamin Schneider in the
Riad (2016: 58), provides a definition of an organizational climate that is also widely
adopted, that the organizational climate is a description of a mutually agreed internal envi-
ronment about organizational practices and procedures. From the description above can be
synthesized organizational climate is the perception of members of the organization about
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the atmosphere of the internal environment of the organization that members feel that af-
fects members directly or indirectly.

Work Motivation

Motivation explains how to direct the power and potential to work towards the stated
goals (Hasibuan, 2006:141). Richard L. Daft (2012:466) defines that motivation refers to
strength both from within or from outside a person who arouses enthusiasm and persever-
ance to pursue certain actions. Employee motivation affects productivity, so it is the duty
of a manager to channel motivation to achieve organizational goals. Furthermore Kreitner
and Kinicki (2011:212) define motivation as a psychological process that arouses passion,
direction, and persistence of voluntary actions directed at goals. Kreitner and Kinicki also
classify motivation into two general categories of motivation theory to explain the psycho-
logical processes that underlie workers' motivation, namely: Content Theory Motivation or
motivation of content theory and Process Theory Motivation or process theory. According
to Suparyadi (2015:417) motivation is an impulse caused by a need (initiative) that moves
and directs individual behavior to achieve certain goals or incentives. According to Dewi
Anggraeni (2011:31) motvation is a process that explains the intensity, direction, and per-
severance of an individual to achieve his goal. There are three main elements of motiva-
tion, namely intensity, direction and perseverance. According to Sedarmayanti (2017:257),
motivation is the emergence of behaviors that lead to certain goals with full commitment
to achieve the intended purpose. So that motivation is the willingness to issue a high level
of effort towards organizational goals that are conditioned by the ability of that effort to
meet individual needs. From the description above it can be synthesized that motivation is
a strong drive from someone to achieve success by doing work better than before in order
to achieve a predetermined goal.

In accordance with the purpose of this study, it is to prove the effect of organizational
climate on work motivation and its impact on organizational citizenship behavior (OCB)
of the Education Department employees, DKI Jakarta, the researcher formulated the statis-
tical hypothesis as follows:

1. The direct effect of Organizational Climate on OCB of the DKI Jakarta Education De-
partment Office employees.
HO : Byx1 <0
H1: Byx1 >0
2. The direct effect of Organizational Climate on Work Motivation of DKI Jakarta Educa-
tion Department Office employees.
HO: Byx2<0
H1: Byx2>0
3. The direct effect of Work Motivation on OCB of DKI Jakarta Education Department
Office employees.
HO : Bx2x1 <0
HI: Bx2x1>0
4. The indirect effect of Organizational Climate on OCB of DKI Jakarta Education De-
partment Office employees through Work Motivation as intervening variable.
HO : Byx2x1 <0
HI1 : Byx2x1 >0

The novelty of this research : from the searches that have been carried out so far,
have not found any previous research examining the direct influence of two independ-
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ent variables Organizational Climate and Work Motivation, together, on Organization-
al Citizenship Behavior as the dependent variable, and the direct effect of the inde-
pendent variable Organizational Climate on Motivation Work and its impact on Organ-
izational Citizenship Behavior using Sobel-Test to determine the effect of work moti-
vation as an intervening variable (mediator) in the DKI Jakarta Education Department
Office.

RESEARCH METHODOLOGY

The research method uses quantitative methods with path analysis (Sugiyono,
2010: 297). Data collection was carried out by providing three sets of questionnaires.
The first questionnaire is organizational citizenship behavior consist of 30 items of
statements, the second questionnaire is organizational climate consist of 27 items of
statements and the third questionnaire is work motivation consist of 26 items. All
questionnaires were filled out by 120 employees as a sample who were randomly se-
lected from 172 population employee in the DKI Jakarta Education Department Of-
fice. All data collected was analyzed using Excel and SPSS applications.

RESULTS AND DISCUSSIONS

Tables 3-1 through 3.4 show descriptive statistical results from data collected and ana-
lyzed using Excel and SPSS applications.

Tabel 3.1 Descriptive Statistics Data
N Mini- | Maximum | Sum Mean Std. Deviation | Variance
mum
Statistic | Statistic | Statistic | Statistic | Statistic | Std. Statistic Statistic
Error

X1 120 76 116 11424 9520 | .954 10.447 109.136

X2 120 77 117 11570 96.42 | .875 9.582 91.808

Y 120 84 120 12138 101.15 | .813 8.906 79.322

Valid N (listwise) 120

Tabel 3.2 Analysis of indicators of OCB variable

No. Indicator Total of Average soore per
items indikacor

1. | Altruism : selfless behavior of employees 7 3,00

2. | Conscientiousness : The care of employees towards the rules 7 3,30
and regulations

3. | Sportsmanship : enable them not wasting time complaining 5 3,52
about small issues

4. | Courtesy : Polite behavior of employees 5 3,46

5. | Civic virtue : to keep abreast with changes in the working 6 3,70
environment
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Tabel 3.3 Analysis of indicators of Organizational Climate variable

No. Indicator Total of Average score
items per indikacor
1. | Structur : the rules, regulations, procedures applied in 6 3,46
the organization
2. | Standard : to improve performance and the level of 4 3,75
pride
3. | Responsibilty 4 3,85
4. | Reward and Punishment 5 3,60
5. | Support : trust and mutual support among employees 5 3,24
6. | Pride as a member and loyal to the organization 3 3,26
Tabel 3.4 Analysis of indicators of Work Motivation variable
No. Indicator Total of Average score
items perindikacor
1. Encouragement to achieve 7 4
2. | To be responsible 5 3,37
3. | Strong desire develop yourself 5 3,33
4. | Guided by organizational policy 3 3,34
5. | Appreciate the wage salary system 3 4,67
6. | Maintain interpersonal relations 3 3,62
Figure 3.1 is to show the design of the research model described in this study.
WORK
MOTIVATION
ORGANIZATIONAL
CLIMATE (X1) OCB

Figure 3.1 Design of Research Model

Before the path analysis is carried out, the data obtained first must be carried out

normalization tests and significance tests and linearity tests. With the help of Excel

application, the normality test results are obtained as follows :

1. Normality Test

Normality test with Lilliefors test uses non parametric statistical concepts. The
summarized results of calculations by using Excel applications obtained in the table

3.5.
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Table 3.5 The Summarize of Normality Test

No. Normality Test L count L table (=0.05) Remark
1 Y over X1 0,033 0,081 Normal
2 Y over X2 0,052 0,081 Normal

X2 over X1 0,061 0,081 Normal

2. Significance Test and Linearity Test

Significance test and linearity test using Excel and SPSS applications and the re-
sults are shown in Table 3.8 below.

Table 3.6 Summary result of Significant Test and Linearity Test

Regresi Equation | F count | F table Result Fcount | Ftable | Result
N =0.05) =0.05)
0.
1 | ¥=62,74+0.403X1 3,92 Signifikan 1,109 1,76 Linier
. Signifikan Lini
3 | ¥=627410403X2 302 | %0 0724 | 176 |
Sieni Lini
4 | X2=6141037XI 390 | Senikan 1038 | pge | MO

3. Modeling Test

Modeling test is done to determine the existence of a significant correlation be-
tween the variables associated with calculating the correlation coefficient (Sandjojo,
2011:97). By using SPSS application, significant correlation values are obtained be-

tween variables as shown in Table 3.7.

Table 3.7 Correlation Coefisien of X1, X2, dan Y

X1 X2 Y
Pearson Correlation 1 4017 473"
X1 Sig. (2-tailed) .000 .000
N 120 120 120
Pearson Correlation 4017 1 526"
X2 Sig. (2-tailed) .000 .000
N 120 120 120
Pearson Correlation 4737 526 1
Y Sig. (2-tailed) .000 .000
N 120 120 120
** Correlation is significant at the 0.01 level (2-tailed).
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The structural model in this study is shown in Figure 3.2. From the path diagram there
are three path coefficients, namely pyx1; pyx2; px2x1 and three correlation coeffi-
cients namely ryx1; ryx2; ryx2x1 and the correlation coefficients are shown in Table
3.5.

WORK MOTI-
VATION
pxX2X1 (X2) pPyx2
rX2x1 ryx2
ORGANIZATIONAL oyxI OCB
CLIMATE (X1) TV EN (Y)
Figure 3.2 Causal Relations X1, and X2 towards Y

According to the stages of path analysis the path coefficient values are calculated and
tested using statistical tests. If the path is tested the value of the t-count test > t-table (o
= 0.05), the pathway is declared significant and can be used for the next process.

A. Path Coefficient Calculation (direct influence)

1. Path Coefficient Calculation in Sub-Structure 1

The Structural Model in Figure 3.2 consists of two Sub-Structures namely Sub-
Structure-1 and Sub-Structure-2. Causal hubs between variables in SubStructure-1 can
be seen on Figure 3.3, consists of one endogenous variable namely Y and two exoge-
nous variables namely X1 and X2 and the SubStructural-1 equation is as follows:

Y = pyxIXI + pyx2X2 + ¢l
WORK MO-
TIV,;TION oyx2
(X2) ryx2
ORGANIZATIONAL pyx] OCB
CLIMATE (X1) TyxT > (Y)

Figure 3.3 Causal Relations X1 and X2 on Y in Substructure-1

In Table 3.7 can be seen the results of the calculation of the path coefficient using
SPSS application obtained the path coefficient as follows:

a) pyx1 = Beta = 0.313 (t-yx1 = 3.868 and probability (sig) = 0,000)

b) pyx2 = Beta = 0.400 (t-yx2 = 4,950, and probability (sig) = 0,000)
Thus the results of the analysis prove that all path coefficients are significant, where both
values of t-test > t-table = 1.980 (at o = 0.05) so that the model in Figure 3.3 can be used.
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Table 3.8 Coefficients X1 and X2 towards Y

Model Unstandardized |Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 39.904 7.606 5.2471 .000
1 X1 267 .069 313 3.868| .000
X2 372 075 4001 49501 .000
a. Dependent Variable: Y

Table 3.9 Sub-Struktur 1 - Model Summary

Model R R Square | Adjusted R | Std. Error of the
Square Estimate
1 .599¢ 358 347 7.195

Predictors: (Constant), X2, X1

While the contribution of X1 and X2 to Y or determinant coefficient (RSquare =
R’yx2x1) results of calculations using SPSS application as shown in Table 3.9 the val-
ue is = 0.358. This states that 35.8% of work motivation variables (Y) are determined
by organizational climate variables (X1) and work motivation variables (X2). The re-
sidual coefficient €1 =V (1 - R2yx2x1) = (1 - 0.358) = 0.801, is the influence of oth-
er variables outside the variables X1 and X2.

Thus the equation for SubStructural-1 is:

Y =0.313 X1+ 0.400 X2 + 0.801 and R*yx2x1 = 0.358

2. Path Coefficient Calculation in SubStructure-2
Causal hubs between variables in SubStructure-2 can be seen in Figure 3.4, consisting

of one endogenous variable, X2 and one exogenous variable,
X1. WORK MOTIVATION
(X2)
pX2X1
rx2X
ORGANIZATIONAL
CLIMATE (X1)

Figure 3.4 Causal Relationship X1 to X2 in Substructure-2

The substructural-2 equations are as follows :
X2 =px2x1X1 + €2

In Table 3.12 can be seen the results of the calculation of the path coefficient using
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SPSS application obtained the path coefficient as follows :

Tabel 3.10 Coefficients of X1 towards X2

Model Unstandardized Coef- | Standardized t Sig.
ficients Coefficients
B Std. Error Beta
(Constant) 61.400 7.407 8.289 .000
! X1 368 077 401 4.756 .000
a. Dependent Variable: X2

px2x1= Beta=0,401 (t-yX1=4,756 and probability (Sig)=0,000)

3.11 SubStruktur-2 Model

Model R R Square Adjusted R Std. Error of the
Square Estimate

1 401° 161 154 8.815

a. Predictors: (Constant), X1

Whereas the contribution of X1, to Y or the determinant coefficient (RSquare = R2yx2x1)
results of calculations using SPSS application as shown in Table 3.11 the value is = 0.161.
This states that 16.1% of work motivation variables (X2) are determined by organizational
climate variables (X1). The residual coefficient €2 =V (1 - R%yx2x1) = (1 - 0.161) = 0.916,
is the effect of other variables outside of variable X1. Thus the equation for SubStructural-2
is:

X2 =0,401 X; + 0.916 and R’yxox;= 0,161

Based on the results of the sub-structure path coefficients 1 and 2, a causal relationship
between variables X1 and X2 to Y can be described as shown in Figure 3.5.

WORK MOTI-
VATION

(X2)
px2X1=0,40

s

pyx2=0,400

oCB
> (V)

ORGANIZATIONAL / pyx1-0,313

Figure 3.5 Causal relationship of variable X1 and X2 toward Y

The results of the path coefficients in substructure-1 and substructure-2 are the follow-
ing structural equations:

Y =0.313 X1+ 0.400 X2 + 0.801 and R*yx2x1 = 0.358

X2 =0.401 X1 + 0.916 and R*x2x1 = 0.161.
Thus the theoretical models tested in this study have represented or are in accordance with
the structure of equations based on empirical data. Furthermore, from the results of the cal-
culation of the path coefficient above then analyzed to determine whether the hypotheses
that have been formulated can be accepted or rejected.
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B. Path Coefficient Calculation (indirect influence)

To calculate how big the role of the work motivation variable (X3) mediates the influ-
ence of organizational climate (X1) on organizational citizenship behavior (Y) the So-
bel test formula is used. To see how significant the indirect effect is, the Product of
coefficient strategy is used with the z value of the critical value = 1.96, where to calcu-
late the z value the formula (Bimo, 2017; MacKinnon, 2008) is used as follows:

a®. b?

Z=—
V{(b%.SEa?) + (a2.SEb?)}

Legend :
a : | The regression coefficient of the independent variable to the mediating variable
b The regression coefficient of the mediating variable to the dependent variable

Standard error of estimation from the influence of the independent variable on the
SEa | © | mediating variable

Standard error of estimation from the effect of mediating variables on the dependent

SEb

Values of a and b as well as SEa and SEb are obtained using regression analysis with
SPSS aplication conducted on the organizational climate as an independent variable, work mo-
tivation as a mediator variable and organizational citizenship behavior as the dependent varia-
ble. Regression analysis was conducted twice, the first was an analysis of organizational cli-
mate regression on work motivation, the results seen in table 3.10, where the value of the cli-
mate regression coefficient was a = 0.368 with the standard error being SEa = 0.077. Then the
second was analysis of organizational climate regression and work motivation on organization-
al citizenship behavior results are shown in table 3.8, where the regression coefficient value is

b = 0.372 with an error standard of SEa=0.075.
WORK
MOTIVATION
a=0,368 b=0,372
ORGANIZATIONAL ORGANIZATIONAL
CLIMATE CITIZENSHIP
kd BEHAVIOR

Figure 3.6 Work Motivation as mediation of Organizational Climate towards OCB

0,368 x 0,372
7 =
3
z = 3,4415553
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Thus the z value can be calculated using the Sobel Test formula using the regression
coefficient and the standard error above, the results are as follows :

N Hypothesis Path Coef- | t-cac Z cale | ttable Conclusions
(1 fisient
I | HO:Byxl_ — 0O 0,313 3,868 1,96 | Reject HO, accept H1. There
H: BvEl = 0 is a positive direct effect of
: organizational climate on
OCB
2 |HO:Byx2 = 0 0,400 4,950 1,96 | Reject HO, accept H1. There
Hl - B2 = 0 | is a positive direct effect of
0 work motivation on OCB.
3 | HO:Bx2x1 = 0 0,401 4,756 1,96 | Reject HO, accept H1. There
HI:prxl =0 0 is a positive direct effect of
) organizational climate on
work motivation
4 | HO: pyx2x1 = | 0400x0401 3,047 | 1,96 | Reject HO, accept H1. There
0 —0.1604 * 0 is a positive direct effect of
HI : pyx2xl = ’ organizational climate on
0 OCB trough work motivation

Tabel 3.12 Summary of the Hypothesis Testing Results.
*) value t=cqc is obtained by using the sobel test

Discussion

Based on the results of a review of the literature and the results of empirical research
shows the effect of organizational climate and work motivation on OCB. This study also
proves the hypothesis that has been made based on the study of the literature above that
OCRB is jointly influenced by organizational climate and work motivation. The results of this
study state the importance of the role of human resources for the achievement of an organi-
zation's goals. OCB is one of the important and very decisive variables in the efforts of every
organization to improve its performance.

1. Direct and Significant Effect of Organizational Climate on OCB

The results of the research that have been conducted prove that the organizational cli-
mate is one of the variables that positively influences OCB. This means that if the organiza-
tional climate is more conducive or better, it will have an impact on increasing employee
OCB. In the table 3.3, indicators of support, mutual trust and mutual support among em-
ployees on Organizational Climate variable are the indicators with the lowest score, with an
average score equal to: 3.24. While indicators of employee responsibility on Organizational
Climate variable are indicators with the highest score, the average score per indicator: 3.85.
Thus what should be the concern of the leadership of an organization is to make the organi-
zational climate always comfortable for all employees in the organization by increasing all
indicators that are still low which will directly influence OCB improvement.

This is in line with the results of research conducted by Siroos Ghanbari and Asghar
Eskandari (2012:211) which show that there is a positive and significant correlation between
organizational climate, work motivation and employee OCB. The results of multiple regres-
sion analysis indicate that the organizational climate component is the most effective in in-
creasing work motivation and OCB in an organization. The results of this study are also in
line with the results of previous studies conducted by Gurpreet Randhawa and Kuldeep
Kuur (2015). Research that focuses on the two most influential variables, namely organiza-
tional climate and OCB. Where the results of the study indicate a strong positive correlation
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between organizational climate and OCB. This research has implications for managers to be
actively involved in activities that improve the organization's climate to ensure that the de-
sired OCB can be fulfilled. This study also strengthens the results of previous studies con-
ducted by Ali Shaemi, et. al., who investigated the impact of organizational climate on OCB.
The results obtained show that by establishing a conducive work environment, OCB can be
improved.

Based on the description above and in accordance with the empirical evidence that has
been carried out in this study and in line with the facts obtained in the field, it is evident that
the organizational climate has a direct positive effect on OCB DKI Jakarta Education De-
partment employees.

2. Direct Postive and Significant Effects of Work motivation on OCB

The research results show that employee work motivation is also one of the variables
that has a direct positive effect on employee OCB. This means that if the work motivation is
high, it will have an impact on increasing employee OCB.

In the table 3.4 the lowest value is on the indicator of self-development on the Work
Motivation variable, with an average score per indicator of 3.33. However, the highest indi-
cator value is found in the indicator of rewarding services (salary and incentives) on the
Work Motivation variable with an average score per indicator of: 4.67. This means that in
general employees really appreciate the provision of service fees (salary and incentives) for
the performance they have dedicated to the organization where they work. Thus what should
be the concern of the leadership of the organization makes the motivation of all employees
in the organization to be high by increasing all indicators that are still low, this means that if
work motivation increases, it will have an impact on increasing employee OCB.

This research is in line with the research conducted by Safaa Shaaban (2018) with the
research title "The Impact of Motivation on Organizational Citizenship Behavior: The Medi-
ation Effect of Employees Engagement" conducted at the Egyptian Ministry of Civil Avia-
tion (MOCA). The study aims to examine the relationship between employee motivation,
and Organizational Citizenship Behaviors (OCB). The research method combines qualita-
tive and quantitative methods applied through questionnaires, in-depth interviews and PLA
(Participatory). The results of this study provide answers that motivation and OCB are inter-
related where employees who show a higher level of motivation have a high OCB. This
means, if employees are motivated, the percentage of OCB involvement is also high. This
research is also in line with Hemakumara et. al., (2018), entitled "Effect of Motivation on
Organizational Citizenship Behavior of Administrative Staff of State Universities in Sri
Lanka" aims to analyze the effect of motivation on the citizenship behavior of administrative
staff organizations from 15 state universities in Sri Lanka. The results showed that both in-
trinsic motivation and extrinsic motivation had a significant positive effect on organizational
citizenship behavior. This research is reinforced by Luthans (2011: 149) in his book
"Organizational Behavior: An Evidence-Based Approach", stating that "motivational dimen-
sion, job satisfaction, and organizational commitment is clearly relate to OCBs" (motivation,
job satisfaction, organizational commitment is closely related with OCB.

Based on the description above and in accordance with the empirical evidence carried
out in this study and in line with the facts obtained in the field, it is evident that work motiva-
tion has a direct positive effect on OCB DKI Jakarta Education Department employees.

3. Direct Postive and Significant Effect of Organizational Climate on Work Motivation
and Its Impact on OCB
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The research results show that the organizational climate is one of the variables that
has a positive direct effect on work motivation. This means, if the organizational climate is
more conducive or better, it will have an impact on increasing employee motivation.

In the table 3.3, indicators of support, mutual trust and mutual support among employ-
ees on Organizational Climate variable are the indicators with the lowest score, with an aver-
age score equal to: 3.24. While indicators of employee responsibility on Organizational Cli-
mate variable are indicators with the highest score, the average score per indicator: 3.85.
Thus what should be the concern of the leadership of an organization is to make the organi-
zational climate always comfortable for all employees in the organization by increasing all
indicators that are still low which will directly influence not only improve OCB but also im-
prove work motivation employee.

This research is in line with the results of previous studies conducted by Bhawana
Saun, et. al., (2016), where the results of the study indicate that organizational climate has a
significant and positive effect on motivation. This means that if the organizational climate
increases, motivation will also increase. This study also strengthens the results of previous
studies conducted by Gabriela Rusu and Silvia Avasilcai (2014). By analyzing the relation-
ship between the dimensions of organizational climate and motivation, the results indicate
the influence of organizational climate on employee motivation. So that from the results ob-
tained, it is proposed to create an organizational climate that can increase employee motiva-
tion. This study also strengthens the results of previous studies conducted by Bhattacharya
and Mukherjee (2013) which aimed to study the relationship between organizational climate
and work motivation. The results revealed that there was a positive relationship between per-
ceived organizational climate and work motivation.

Based on the description above and in accordance with the empirical evidence that has
been carried out in this study and in line with the facts obtained in the field, it is evident that
organizational climate has a direct positive effect on work motivation of DKI Jakarta Educa-
tion Department employees

4. Postive and Significant Indirect Effects of Organizational Climate on OCB through
Work Motivation as intervening

The research results show that the organizational climate has a positive direct effect on
work motivation. And the research results also show that employee work motivation has a
direct positive effect on employee OCB. Thus what should be the concern of the leadership
of an organization is to make the organizational climate always comfortable for all employ-
ees in the organization by increasing all indicators that are still low which will directly influ-
ence OCB improvement. If the employee's work motivation increases, the employee's OCB
will also increase.

This is in line with the results of research above conducted by Siroos Ghanbari and
Asghar Eskandari (2012:211) which show that there is a positive and significant correlation
between organizational climate, work motivation and employee OCB. This is also in line
with these two the results of previous studies above conducted by Bhattacharya and
Mukherjee (2013) which aimed to study the relationship between organizational climate and
work motivation. And also the results of previous studies conducted by Ibrahim and Aslinda
(2014), to study the relationship between work motivation and OCB at Telkom Indonesia in
Makassar, show that work motivation has a positive direct effect on OCB. From these all
studies mean, if the organizational climate is more conducive or better, then in addition to
having a direct positive and significant effect on OCB, it will also have a positive indirect
effect on OCB through work motivation that functions as an intervening variable. However,
the results of the study prove that the influence of organizational climate on OCB is still
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greater than indirect influence or through work motivation as intervening so that the inter-
vening impact can be ignored.

CONCLUSION

The organizational climate has a positive and significant direct effect on OCB em-
ployees of the DKI Jakarta Education Department Office. This means that creating a condu-
cive organizational climate will be able to provide a positive direct influence on the increase
in OCB employees of the DKI Jakarta Education Department Office.

Work motivation has a positive and significant direct effect on OCB employees of the
DKI Jakarta Education Department Office. This means that every effort to encourage em-
ployee work motivation will have a positive direct effect on increasing OCB employees of
the DKI Jakarta Education Department Office.

The organizational climate has a positive and significant direct effect on the work mo-
tivation of employees of the DKI Jakarta Education Department Office. This means that
every effort to improve a more conducive organizational climate will also have a positive
direct influence on increasing the work motivation employees of the DKI Jakarta Education
Department Office.

The organizational climate has an indirect effect on the increase on OCB employees
of the DKI Jakarta Education Department Office through work motivation as intervening.
This means that every effort to improve the organizational climate is more conducive and
will also have a positive direct influence on increasing work motivation and will also have
an impact on increasing the OCB employees of DKI Jakarta Education Department.

IMPLICATION

The results showed that there was a positive direct effect of organizational climate
on OCB. If the organizational climate is organized, socialized, well-planted and be-
lieved and used as a basis for behaving in work, it can increase OCB employees of
DKI Jakarta Education Department. This can be done by the leaders through dialogue
activities, meetings with subordinates to improve organizational climate factors or in-
dicators which are considered to be less than optimal.

The results of the study found that there was a positive direct effect of work moti-
vation on OCB, indicating that encouraging employee motivation by providing respon-
sibility, achievement, and recognition of the results of work done, progress, work climate,
salary and good relations would increase OCB employee. Employees with high work moti-
vation will show a voluntary attitude to improve personal standards, competencies, values
and beliefs in achieving common goals. Therefore high work motivation can increase OCB
employee of of DKI Jakarta Education Department.

The results of the study found that there was a positive direct effect of organizational
climate on work motivation, indicating that the organizational climate in the form of norms,
governance and value systems possessed, organized, regulated, socialized well through
training, exemplary, regulation and management systems for employees who are oriented
towards achieving organizational goals to be subsequently believed by employees can lead
to increasing employee motivation and subsequent impacts will also increase OCB employ-
ee of DKI Jakarta Education Department Office.
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SUGGESTIONS

The leadership needs to socialize OCB to all employees with the aim of providing a
good understanding of OCB which will be reflected in altruism behavior (helping others),
courtesy (respecting others), conscientiousness (helping the organization), civic resolving
problems (taking the virtue role of the company ), and sportmanship (avoid counterproduc-
tive behavior) and its benefits to DKI Jakarta Education Department Office. The socializa-
tion can be done directly by the leadership and also by giving an example about OCB and
conducting training with an experts who truly master on the OCB.

There is a direct and significant effect of the organizational climate on OCB so that
leaders should always create a conducive work environment such as good interpersonal rela-
tions among employees, an atmosphere of intimacy between superiors and subordinates and
fellow co-workers, transparent awards / sanctions, clear regulations and does not cause mul-
tiple interpretations.

There is a direct and significant effect of work motivation on OCB so that leaders
must pay attention to the work motivation of each employee and encourage employees to
increase their enthusiasm to work and maintain jobs, like challenges, avoid failure, and strive
for excellence. Real efforts that can be made do a daily monitoring system on work morale,
such as attendance rates, level of participation, level of completion of work, and level of
achievement of targets.
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