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Social Capital Moderating Roles iwwards Relationship of Motives, Personality and
Chrganizational Citizenzhip Behavior © Cases in Indonesian Banking Industry
a
Abaract

The ool this study 15 to test social capital & the modersting variables of the relsinnship
mioded berween come sellevaluaton persopality, molives, wad organizadonal crizenship behavior.
The swdy invegrares the wse of atribadon, scfal exchange, core sell evaluation theories., and two
raters of orgonizeionsl citrenship behavior, A survey is conducted by using questionnaires from
the previous research. The questionnaires are seat o 128 branches of the bank indusiry located in
16 major citice in Javi, The samples consisted of 636 tellers and 129 head tellers, Validity and
reliahi iy tests are weed 10 evialiane the questionnaire coments, The Strucitimal Equatan Modeling
(SEM ) is emploved to test the relstionship amopg the variables,

The results prov@ll that soceal capital moderates the relational meadel berwcen core self
eviluation personality, orfnizational concern motives. pro-social walues motives, impression
management motives and orgamzational citzenship behavior. The resulis alzn showed thar s=0f
rating and =upervisor rating differ significantly with respoact o orpanizational ¢itieenship hehavioar.
Both were valid amd have an equal effect on e orpanizationsl cittaenship behavior, & dorough
discussion on the relationship among the varables & well as on sell and supervisor nding is
presenied in this paper. (11 ]
Keywords @ organizationd] cnzesship behavior, organizaizonal concern moatives, pro-secial valwes

medives, impression management motives, the core self-cvaluntion personality, socis
capital

INTRODUCTION

The research employs varables that inflsence dxlivadual behavior, such a0 personal ar
dispositional variahles based on the personaliny and anriburion theory wnd sateationl variabies
based on social exchonge theory, In terms of social exchonge theory, positive working expenence
has impacts on the organizational citizenship behsvior (OB, although researchers in the field
failed o show the exisicnce of cmployvees' rptation | Bowler & Brass, 20063, Strong friendship gives
reciprocal effect and social exchange. and also drives organizational catizenship behavioe, OCB s
aetually influenced by interdependent siuation that the work setting becomes strong determinant
aid this influences the OCB in sddicion 1w the exi=ence of personal characieristics such as
persomality (Comeas & Griffik, 2005).

Besides, judgements from different parties give different evaluation perspectives and provile
vialuable information that incresses the validity of individual pedormance rating (Van der Heigden
& Nijhof, 200d), S« and other ratings in the OCB give significant influence towards motives aof

a
cartying ool the behavior in guestion (Finkelstein & Penner, 2004 Penner, Dividio, Pillavin, &




Schroeder. 20065). Supervisor rating is emploved to minimize problems related to the bias resulted
from using the self cating by sclf reporting i judging & vanable (Crgan & Fyan, 1995).

The main ghjective of the resesrch & o test the influence of social capitl avkderation towarnds
the mdel of relations beowesn ?memr evilustion and Uove motives of organieational citizenship
behavior applicaton. The rescasch is carmed out by employing two raters in evaluating employees’
O Rs. The theareteal and empincal resailis stare thar mdivisual performance has two dimensions,
mile-hised performance or task perfommance and pon rale-based performance or COB (Borman &
Motowidlo, 1931, OCB is often mentioned os sepporiing factor in segiel and psychological
emviromment in achieving task performones (Organ. 1997: Bergerom. 20055 Many modersting

varsables such o orgameational . smational, asd mdvidual belp undeestand the celations of OCB

antecedents with the behsvior in question,

THEORETICAL REVIEW AND HYPOTHESIS BUILDING
I.r;:.ninh'unll Citizenship Behavier

CCH is 8 unigue aspect in individeal’s activitdes ina woarkplace, however the activities e
nott formally required im wark, mdependent ond not stated explicitly m the formal work procedurcs
g in the waging system. Becanse of fts independence, contmol decreases behaviors that do not
belong to the roles (Michoff & Moorman, 1995, Appreciation given to those considered 25 good
citizens 14 hard to oive since teene has been no clear standard . However, individual bemding on these
vilumtary  setivities 15 essenfisl for orpanizational efectiveness snd performance (Horman &
Morowidlo, 1997 Mowwidlo & Yan Seowner, 1994, ¥Van Scooter, 2000; Moowidle, Bormen, &
Schmit, 1947,

a

Dennes W Organ developes the term of Crganizatemal Citizenship Bebavior as stated by
Bateman and Organ (1983) and Smith, Organ, and Near (1983), Their understanding 15 based on
Chester 1. Bamand concept concerning the term willingness to cooperate and Kate's concepl which

differentianes perdformance based on spantaneos and insovative mles wnd belaors (Podsakoll,
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MuocKenzie, Paine. & Bachrach. 20000, For more thun 20 years, researches on OCB have developed
rapidly. Some problematical issues ae stll found (Motewidle, 2000; LePine, Erce, & lohmon,
20012, such as antecedence and consequences, definition and dimensions of the behavior. OCR
dimensions  are  indeed ool @ mbuest copstruct  oaml o oan essental omequinement. OCH
multidimentonaliny hos the some antecedent and  concequences: On the other hand, a5 a
mktidimensinnal consiruct, each behavior dimensaon has irs own anlecedent and conseqnences.

Om op of OCE dimensionality . smother debate takes place on wha evaluntes the g:hu!iur.
oneself or others. According to Van der Heidjen and Mijhof (2004}, solf miting is comect becaese
indrviduals show themsetves properly. In the coge of OBC, there are some reasons why self mting
results higher than rating dose by others {Allen e ol 2000; Khalid & Ali, 2005 Fiest, the belsavmor
iz only known by oneselt while others do not notice or understand. The second 1= because the
behavior i not required so it is not widely known, siech as task performance , so that ather people in
the oeganization doe not realize this. The thied s the ahsence of general standard of "abnoemal”
behavior of arganizalional cilizenship bebavior, The faurth s that each individual develops personal
undersiamnding and explanation concerming e perfomnance sweh as OCB, OUB is ma widely known
or realized as task performance so that ratings by collengues and supervisors are usually low. As o
corsedgiencs, in researches, self raling ool onosisal as the ehavor i3 only recogmzed by oneself,
The border between role-based and non role-based behaviors his become biased o imsignilicant,
Therefore., emplovees, colleagues snd supervisors from wanous working fields define the role-based
amd mon role-hased behaviors consistently different from tme to me. {dorrison. 1994 ). The basic
gusstion in the rescach s whetlser there 15 a differcisce between self and supervisor ratings i
teateng the relation model betwesn matives wsd personality with arganizational citizenship belavior
mipderated by social capitnl,

2. Motives of Conduocting OB
m:ed on Barz and Kabn's concepti19%6) on infermal values and zelf concept, as well as

anribtion theory, OCEF s driven by motives 10 conduct sech behavior, The Tunctional approsch iz




commondy cmployed in researching volunteerism Ao find out the reasons of voluniesr's behavior. In
aceordance with the functional spproach in motivating ndividuals o condact OCB for certain
reasons and objectives, plan and targets that grounds and organized the psychological phencmendn,
ehat individial sl social Tuncrions are served by thaighis, el s, and sctons of the individuils
(Clary, Suyder, Ridge, Copeland, Stukas. Haugen, & Misne, 1959E). With such functzonal approach,
OCR increases mamly as a result of affective and cogative factors of working amitudes in general
(Penner, Midili, & Kegelmeyer, 1997,

::urdin_g to the functional approach, there are two motives of individeal invobsements in
OCH. they anre organizstionod concern motives aond prosooin] vabhess motives. The two ore
coididered as alimdstic motives. Allvuistic motives deive a person o condect a behavios which is
nat in the syvstem of formal apprecintion and formal working procedures of all time. Memnwhile,
Eastman | 1994 states that there are two big growps of motives in conducting OCE.  alimistic
motives or other odented notives and instrumental motives o cgmstic motives which we self-
coitered. imu and Penner [2000) show that there are three motives thar drive OCH. namely
orgamizational concern motives, prosocial values molives, aml fmpression mkmigenenl malives,
The maotives are grounded on the functionsl npproach which focuses on the ohjectives ond functions
of the hehavior, Altroistic Motves can be identified with the role sdentity theory which seaes thi
idivichels are always voluntesring, commitied to the organization, and wcting on behall’ of the
organization (Penner & Finkelstein, 1998), Swvker (19809 siates thet the more centered an
individual is o histher role-identity ., the higher is the probability that the individual’s behavior is
congistent with histher identiry (Farmer. Tieiney ., & Kung-Melwtyie, 2003).

The third which is basic for individual behavior is mstrumental motives oregoisfic molives, egoistic
or impression manggement motives is & need w crepte or hodd other prople's image on oneself The
motives ane important for some reasons, that mpression management is & feedback seeking which

is now a fully rational process. Individual will be. involved i sctivities that influence peapls’s




feedback characteristics. Impression management saies that focdback sceking foces oo oonflice
between the seed o use information and the noed 1o show good insages.
A Core-Selll Evaluation and (4R

Individusl behavior (s generally influenced by one's personaliny. Therefire, researches on ithe
rekation Between peronality and OCB have been camed out for many a time (Gee for examples:
Crigan, 1994; Betencourt, Goaanner, & Meoter, 2000, Organ & Lingl, 1995 William & Shaw,
1999 Komovsky & Ongan, 1990; Yan Dyne. Vandewalle, Kostova, Latham, & Cummings. 2000
Crrgan & Konovsky, 1980 Moorman & Blakely, 1995, Motowidbo er af.. 1997; Love, Macy, &
Rea. 2002; Tang & [hrabim, 998 Beaty o af ., 2000 Orean & Byon, 1995 Personality moded
used an this research is the cors-self-evaluatson than covers foar chasaciensties, such a:.g:urmi::ism,
seli-esieem, Jocus of control, snd generalived self-efficacy {Erez & Judge, 2013, corc-self-
evalumion theory states that pecsonality influenscs metivation and performance as well as functions
e o significant predictor for working and performance satisfaction {Judge & Bono, 20013, This
suppors the previous researche by hudge, Locke, Durbam, dan Kluger {1998, who state that s20f
esteen, oces of control, conldence on =il ability i carrving oun he 1k in general, conirl base
prd emotional stebility” are significcantly related to working s atisfaction, Individual with positive
sl ranmg o5 mare motivated to dedicage for higher performance . sach & performance ar OCRB,

Cowg self-evaluation is a lsem construct with four core charactenstics as stated in various
litermiure, a g Judge (M1} state that core self-cvaluation personality s always more
predictnble than wsing it as individual personality. Some resgarchers have indesd tested the relation
of z=lf esteem, confidence on one’s self ability 1o carrying out the task in geiecal, comtml base and
emotsoimal stability  with metivation, workimg sansfacton and higher validity perfosmance i3
achieved when employed as o whole constnoct. Their empirical study shows the existence of
vobarion  berween  self sating with  motivation  varables. ncluding  self-determimtion. task

motivational, and goal-setting behaviors. Accordmg o Korman (19900 with the self-comsistency

heary . individoals with  positive sall-ratng are motivied o (5 e exising nepatve gap (Bom &




Colber, 2005). In accordance with the self-consistency theoy, individuals are motivated o conduct
behayviorn which arc consestent with the self-image. Then, with the control theary, an individeal will
suit higher actual perfornunce wath hisher scandards of pedformanceby putting maore effors

4. social Capital and OCE

Sacial capital is based on social exchange theory, a theory that kelps exchunge dynamics,
Boline, Tamley, and Bloodgood (2002) stte & conceptual exposore with a proposal that needs an
empirical testing. ﬂlhm‘iﬂ and Ghoshal {19981 classily socil capital o theee clusters or
dimension, namely: the streciural dimensions, the relational dimensions, and the cognitive
dimensions. The three dimensions within social capital do not climintze cach other. Instead. they
are highly imerrelaied {Lene & Welsch, 20057, 5o that they can be measused as one dansension, For
gl:h:ﬂ and Prusak (20011, social capital is a socinl relation working network that is bond by mutaal
trust, understanding. suppor. and shared valuss and behaviors to énable colaboration. Colemian
defines social capital as social structure sspects that crcate values and belp ndividusl activices
withen the structune (Seibert, Kreimer, & Liden, 20005, Social capatil theary I-H thiit the felatiog
berween individual™s working network determines how ar the mdividual cin achieve infomision
proed power, and influence orgamizotionnl chonges. The socinl copital 5 essentinl for effective
collacre work and interpersonal coordinanan (Bolinoe e al,, 20002,

Social capatal is positively relaed to organization ability to merease individual commitoent
tn put more efforts then required. The higher the sociml copatal meosns individeels are more willing
to put more 2fforts in their work than the formael requirements since the individuals have good
abilicy o work wath others and have value or informal sorm w0 keep the realations sith others.
Gioaod relationship 1.'e a person o conduct bebuvior or activitees whach are mor in the work
requirements or known as OCE. The situation can be characterized as relative power, Rescarhers
on personality, such o Hesley and Chemich or Stagner. sfate thar sqeational power moderates the

eelarion between personalily and bebavior (Weiss & Adler, 19841 The variables ofien used as

sifuaional Gotor el maderites relaon model, pnong others, ane  enviroamental dyvnammics, power




of indlividual relation, task storucture {Aldag & Sweams, 19881, and organizationol seting (Welss &
Adler, [984), This siwatkonal fakior s a variable that moderates the relation between personalicy
and mwtives in conducting organizateonal cilizenship behaviers. The hypathesis is swociad capia

moderates the relation berween personaliny and motives in comducting OCRE,

RESEARCH METHOID
1. Data Collecting Method

The study i= camried ow with o swvey method, Datn collecting emplove the crteria
sugzested by Sekaran (20030, which is the eohjevtives of the research, sureey method accursey. the
availabality of data resources and research facilicy, e span seeded w finish the reseasch, and cost,
Besides, the survey is developed in a positivist approsch by askang questions to respoadents on their
belief. opinion, characteristics, and behaviors in the past end present (Neuman, 20060, Survey is
also used o tes the relation between vanables and the alalsty to predict levels or variables by
fincing oant ther varihles (Saks, Schmen, & Klimoks, 3000,

Survey is often wsed o Gnd ow aiodes ol soady the relaiion between working atlinides,
such ws work satisfaction and emplovees” behaviors. Survey mves accurote, scientific, fast, efficient
cesults and covers large number of samples CZkmund, F995 Data gamed from the servey are
refiable (Saks e al,, 20000, The study uses independent swvey method, Compared (o the ather four
survey methods {interview, or mul, phone ond electronic medin guestionnnires), mndependent
.L;ur'r':yE the best method { Cooper & Schindler. 2001 Neuman, 2006; Sckaran, 2003). The strength
of e method are, among obers, o the level of respond, respondents” colabaration, respondents”
gecrel, gefling answer foo sensitive questions. the amount of date collected. data eollection
flexibilicy, the wse of  physical stimuli, the avalibility of sample controd, ond minimizing
unanswered gquestions. However, there are some mistakes or weaknesses which are related 10 nen-
eespond as & result of bias and adminiserative mistakes. In thas case, it has been minimalised. Non-

respond mistakes e reduced by piviee carly modice o pespomkenis, molivating respomdents amd




making a o] and interesting questionnaire, giving incentives in the forms of piees and
souvensers o respomdents, and checking whether the gquestionnaire s complete at the time of
arravil.
_ a

2. sampling Method

Based on exploratory study with an mn-depth interview with afficials from Bank Indonesis a3
the national bank contraller, i 5 conchuded that big caities or fowns with 2 high GODF per capara
(R, 30000 00 or more) have a higher demand, Branch offices of geneml banks in those places
huwve more clients thank those in vities or town with lower GDP per capita, Theretore, 5t 15 decided
that there are 1§ big cities and towns in Java which popuolatson i e than half of the Indonesiz
popilation. Afer finding the research ocations, letters to reqeest pemaissaon ane sent o brach
offices of general banks in the cities amd towns, Then, telbers are sored out based on the cmteria
(excluding part timer. mon-permanent and oontracted employees] with more that ome  vear
expercnce. 128 branch offsces of geperal bunks w16 Giies and towns in Java give their permission
bir ey odit the fesearch

Based o some consideraions the research anployes sell rating and superviser rating, Firs

of all, OCE wre nod evoluation focusing on certmin peopie. so that in the two decades of the
devebopment of the (MBS, there has been no concensus achieved on the best source of mtings
(Moorman, 1991; Allen, Barnard, Rush. & Russell, 20000, The second 55 that both self and
superviser rakings hove their own beases, Self ratmg faces common method varsines, consistency
motif. or leniency bisses. While superviser rating faces the problems of halo effect. memory
destorteon., o scbective mensay. The third 15 that both self amd supervesor ratings cannod be unificd
or corelate asx the OCBs are seen from different perspectives both by the supervisors or the
subordinates (Momison, ]Wd:?un Dyme & LePine, 1998; Allen et al., 2000, Cardona & Espejo,
2002: Ehalid & Ali. 2005). The gap results from differemt definizons of roles. interpersonal
inteeaction, level of mek-independence, organizational culiere , management styles, and leadership

Clurscieristics.,




3. Validity and Reliahility Testing

The rescarch makes wse of a questionpaire developed by some previous rescrachers by
triemalating feom dond retranslating it 1o the original Linguage. Factor analysis is carried out to test
comsiruct validiny, Then, wirh varinas naion and Gector Boading the mingmum of 0.5 a5 sugpesied
by Hair, Black , Babin, Anderson, and Tatkam {1998) 3 achieved as a result of constrsct validicy
real which is practically significan, rtanicz.atiumj concem matives and socal valise moives are
altruistic. While impression management motives belong o a strong factor losding and s
considerad as cgoistic. I:I the statement items thet heve the construct validity with the wse of
factor analysis are tested for their reliability. Table 1 conchudes the number of valid questionnaire

and the results of relaabality rest with intemal conslstency of o
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Take | shows that the OCHs reliability of the supervisor rating are good both tor the
indivicheal and onganisitional dimenstons are ligher than e self raing., This s consistent with the
research results cormied out by Yon der Heigden don Mijho! {20041, According to them, the results do
not show that emplovess” self rating i3 not valid, it @5 more becomse there = a8 difference in
percepting the seld image berwesn the vy mers.

4. Statistical Description and Correlation Between Bescarch Variahles

From 653 questionrnaires disiriboied o cashiers (self rating) and 131 10 chief cashiers
(iupervisor rating), 847 sclfl rating questionpaines setarn, However, 11 of them are incompicte.
Therefore, the research uses the complete 636 self-ratmg and 129 supervisor raling queshionmmaire.

Table I shows the sverage of individual dimenssons of orgamzational citizenship behaviors of the
i




self rating is 4.1472 which is higher than supervisor miing  3.%863 and the deviation standard of
individual dimcasions of GCBs of the sclf rating 15 03779 which s hwcrgum that of supervisor
rating {05080 that resuli= in index oumber of 109743 for el rating and 72470 for supervisar
rating, Meanwhile, the average of erganizationd dimension of OCBs is 42819 which is higher tun
supervisad rating (42721 and deviaton standand of the organizational dimension of OCBs is
13638 which is lower than supervisor rating (041360 thal resules oo owdex valoe of 11,7686 for sz2if
rating aned 10,3041 for supervisor catmg, This shows the existence of leniency biss in OCBswhen
self miing is employed. Supervisor miting has higher devistion standard and bower avernge that
shiovwr the ohjectivity of the evaluation towards the subordinates. By using t-test 7168 for individusd
dimsension of OCBs, &t shows et the evalsaton camed out by the twe mters e significaaly
different, However, for the organizational dimensions, the difference (= not that significant. Then,
the varisnoe of supervisor tating is 0,258 for individual dimension and €6.0 72 for the orgenizations
dioscosions, higher than self-rating which s 0,143 for andividel direoseon and 0,132 for
orgamizational dimessions, [T mesns thal supervisors, ndeed, can identify the OCRs of ther
subondingies, since they are only ask e evalne Give cashiers, a]:l& 2 also iHusirae the conelaion
between variabies by employing pearson prodycr seomerns core lation, mssumang that all varinhkes are
matriy, The cocelation between reseanch varmahles is postiive and sigmficant, except the corelanon

between OCBs of the supervisor mting with crganizational motive varizbles,
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RESEARCH RESULTS AND DESCUSSION

1. Measorement Model
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TaMe 3 shows relizhility, lambda. ecror, and stapdard deviation constmicts af each indicator (o

forrn strectural equation maodel i AWOS B progam.
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2, Results of Stroctural Equation hMode

The results of the srucral equation model of relaion, personality. and  organizational
citizenship behaviors motives moderated by social capital employing sell-mting with e use af
AMOS program show the need of model modification, In carly testing, the GFl & high but the
AGE value is low. and the Chi-square value s high. tinggi. Moditication index value shows the
probability of mede] medification that redeces the Chissguare valoe, Model moditication is carmed
out 4o Jower the Chissguare value snd increase GFI by relating impression management motives
with social wilue motives if the relation is supporied by previows theories and researches. This 1s
conmsistent with a rescarch by Wayne apd Liden { 1993) that finds supervisor-focused impression
mranagenient and job-lfocused impression munagement that deve sell prosoticn. Tmpression
management can focus oo =upervisor, by ingretisting of the sopervisor or on the jobs, by showing
one' s comipoicnee which is needed for histher propsstion (Barssess, Deckinann, & Swedel, E{H}ﬂ-n
accondance with social sdentity theory and self categorization theory, high exchange quality with the
superviser influences the impressions i e o focn, and monemes st and Trageent intensction,
Role idemity s refated to volunteerism (Grube & Piliavin, JXH) and organizational citizenship
behaviors (Finkelstein & Peaner, 2004},

Impression is uswally directed o people of the i¥pe because people have a socil need

to give good impression 10 others who will response {Schlenker, Lifkn, & Wowmn 2004, Besides,

[1




Schlenker er af. (2004 also state that individuals with empathy or care o others produce mors
inpresstons. Therefore, the combination of secial value sl impression management motives s
concepiually scceprable. Tmpression management modives influence mxdividual's social value
ok ves, The two matives above aee, actually. fommes of impressson that focwes on oihers, which are
social valee motives, and on one's self or for work promotion, known as impression management
motives. The difference berwesn the two lies on the anecedent which is seatiments, such as
emptby, sympathy. kindeness, ond intrinsic  valees, swech as slad porms, moml porms,

reciprocity, fuirness, and soon. The resalts of the model modilication aee illustrated follow;

Dtostration 1
—_ Medification of Relationship Mode] Betwern Bescarch Varlabdes
Persenal gy Theory Fundimmal Appseach socinl Exchange Theory Behavior

Crganiedion
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Urgareealiored
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L 5l
Preruziality
Wwplimiian

e razam
B o g
Saling

*| miwared Wi sell @ sapory isor reiega

Further, social capital is simaational fectors that become moderating vanables for the relatios
between all antecedents with the OCBs. The theee modives mediate the relation of personality and
OLCB, and there is 4 direct celation berween the :uch.%bl-: 4 illustrates the resule of the nwoderated
struciural equation model by social capsial woh fully consirained patameters, while able 3
illuateanes the moderared sraicnr ST mxlel b sncial l::ililllliiﬂ Wwith  ancomstreme:d [HRIFAMIEIETS

Mext, poodness-of0it for constrvined parsmeter comparesd with good ness -ol=0E unconstramed

parameteTs o achieve y-test so that the probability is known. Table 6 shows the comparisom of the

iz




codness-of-fit between the basic and aliemative models for strecneral refation with colleazues as

moderators, The gap of ¥ value of 47,092 and the probility of = 0 show that social capital

moderates the relation af the three motives amd personalary with OCBs as aoresolt of sell sacing.

Tulbh: 4
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3. Discussion
a. Moderating Influence of Social Capital

Chrganizational ctizership behaviors ane excluded in the job descripton. The heluayioes are
influenced by spme Gctors, dispositionl or siteational, Dulebohn, Shore, Kunse, and Dookerian
(200057 stote that the bebavioss happen because of persosality charocteristics and obligations besed
on socnil exchange theory, Blon stare that the relations berween emplovees creare personi
obigation when the employees think that they wre reated well by the supervisors, therefone they ane
obliged to poy bock {Dulzbohn of @f., 20085), Socal exchange theory siate that when o supervisor
oives a positive expericnce, the emplovess pay it back through orzenizational citizenship behaviors
(Bowicr & Brass, 20005,

Oipan alss propesss socinl exchange Por organizatsonal citizenship behaviors so that
employess fieel obdiged o so something good for the supervisor or orgunization 40 pay back
(Dulcbobn ef of, 2005). According o Organ, the behavior is used by the employces o crcate
positive impression 1o the sopervsor and colleagses. The social exchange ineraction i symbolized
by the meed e make olers bapey more than himbersell (Spamowe & Liden, 19971 However,
researchers focusing on social exchange theory o explain organizotionnl citizenshap behaviors ofton
fanl i showang the exchange among emplovees, apd focusing mone o sioide vanabies such as
wark swisdaction within which has exchanges between sapervisor and organisation (Bowler &
Bruss, 200H},

Spcial capital is o situational indicator based on the interpretstion of individuzl relstions
within an organizatice wldel, hopefully, mflueaces smployess’ behaviors and supervisors”
mnterpretation on te behavioss. The research emplovs social capital o the mikro level that puts
more stress on individual interpretation on orgunization siaational faciors, such as recognition,
colaboration, mutual trest, commen values and nomrs, ad solidarity and loyaley.

Sa far, researches on social capital have been usdng group. arganizalion, o nation sualytical

Bewiels bt pever the indivichead level, In the individuoal level, social capital meams the ald iy [o msse
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use of the resources through bocal professional network o build mutaal trust and norms (Akders,
2005, I this case, social capital = oot a siwational factor that wotally inflecnces individual's
belavior, even though in management and orgamzational researches social capital i based on
social exchange with other people being involved, In other wonds, the researcl 15 Deing displaced
from the conceps origmally used by pavchologists and socielogist: wwards management and
organmzEational corcepr, The swatch from ene Pend of science 1o annther showes the development af
knowledpe and is an important method, despite its complexity s oa malidiscipline  (Morey &
Luthors, 1965, The switch is applied by treating the new concept as an old one,

Task interdependence s an impoctact interaction level between individwals 25 members of
wodk groups, so that imeraction s eceded in completing thew ks (Comean & Grifficth, 2005).
Coordination, cooperation and eftorts nre essentinl. In sccordnnce wath self-identity and =elf
calegorizaiio theockes, individuals clossify themszlves apd others in cerain socil groups bassd on
shured characteristics o manntain positive social sdentity . 0 maxamize differences between groups
and to anteract more frequently with people of the same groups (Barsness, o of, 3005, This diives
the emergence of the individuals™ OCBs

Memwhile, the existence of exchanges between individunls and frust between emplovess
does ot derectly resull i enplovees’ OCBs, The relanon of social capital with OOBs, basad on
social exchange theory, are transfer process of psyeologicl and social resources, That Tir and
positive sociol exchange increases DCB hos been knowan, However, the mfleence of work exchange
relationship towards behavior has not been sufficiently studied. Cardona, Lewrence. and Bertler
(20033 atate that activities related w work, madesd, iafluence OCEs. This 15 because reciprocal and
shared expectatons owards the job deive individuals o behave, Therefore, trust dumensson i3
needed within the social copitnl. Eealational dimension of the social capimlis a reguirement for
QL B4 or known as 0 imoderator.

The resulis of this sudy are consstens with Mayer and Gavin (20051, Their bypothesis

slifes 1ol trust infleences rele-basad perfommasce. and OCB: @re nol supportied a8 the border
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between mole-based and OCH s vague. Trest 5 acoually significamly related o the quslity of
communication, organizational citizenship bebaviors, problem selving . and colaboraton (Whitener,
Beodt, Korsgaard, & Werner, 1998). Deluga {1995) testing the influence of irust for the supervisar
frem the subordinates’ perspective wwards OCBs Mom e supervisers” perspective show thil
pupervisets’ trust positively and significantly influences OCBs. Deluga defines tust am irus
towards the supervisor nod colleagues as ndividuals behave i accordance with the supervisoes,
known as vicarious fearsing. Meanwhile, from the perspective of O Bs, trest towands sapervisers
imfluences OCBs becpuse the behaviors get some responds from the supervisors (Delagm, 19815),
Further, shared language. expressions. and values do not direetly proanote individuals™ OCB.

bt they ae reguired w practios OCBs, Accosding 1w Y der Vegor and Fanssen (2003), empaolvess
depend on other employees or group members o owork effectively. Recently, researches on
orpamizational citizenship bebhaviors ame camied out in collective culture context which sees the
belavior & cxisting parts compared ot o idividualist comtext (Morvison. 1994). This is
because in collectivist context thers is nocmative hope o work together. DCBL more often oocur im
poup lasks rather than individual asks, Singe the behlaviors are stoagly  mfluenced by
miterdependence which 15 manipulated by vorkfiow desigy, organizateons i create the behaviors
through task design, Besides, they are ool abnormal behaviors, they, on the contrary, help
idivicdhels complete their tisks, especially group wsks, Intemlependent tosk can promase
communication, iformaion sharrg. md employvees’ OCBs {Bacharsch Powell, Bandoly, &
Richey, 2006).
h.gﬂ and Supervisor Ratings

The resulis of the research show a significant difference berween the evaluation on the OCBs
with the u=e of self rating and supervizor mating. The inconvergent evaluastion by the oo raters’ is
supporicd by some theorizs. Wheery's theory of mfing identifies theee ?H.CIEH‘E- that mfleence
performance evaluation, namely the ratee’s actual job performance, varous rater bias in the

perception and recall of the perfonmance, and measuremenl ermor (Wheery & Barbew, 19625, The
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gap between self mating and supervisor rating results from the existence of perception bias towards
OCBa. Borman's (1997} rescarch also shows the same results. The causes of the gap arc, among
others: paters' different perspectives in looking at similar performance aspects bl they we different
wel gl and dilferent perspectives in observing samples of different behaviors,

Performance evaluation by selfl rating s certain weakness. swch as trae falo, which means
that there 15 an ermor or Bias in evaloating esch o the work dimenssons (Scollen, Mount, & Golf,
2000F), there is raters” bias and error as o result of interactions between ralers und ratees, and (here is
w tendency to over or under valee, The corclation between self and supervisor rating is considerad
low [see for exsmple Homis & Schanbroeck. 1988: Suliman. 2003 Korsgoard, Meglino, & Lester.
2003). The low corclation resulis from egocenwic bias, level gaps within the arganization. and
opprtunitics to observe,  egoseniric bias or freedom results from the high level of selt esteem
(Baird. 1977, Conway & Huffouwit, l???].g]f-pampthu and selfcnhancement approsches also
state that  individuals widh pd:'.i:lm self percepiion judge themselves as good ;m_-ﬁr.rmm:-g.nlunm
and dizsonance theories state that there is one facior that anfluences w20f percepiion, seif image. In
balamce theory , there i@ need o keep stable asd consisent arlentaiion wawands onesell, otwers and

enviromment.

CONCLUSION

The study integrakes three theories that influsnee the employes:" OCE, they ore: attribution,
social exchange and core self evalustion personality theories, o5 well 3z employing twio pacties in
rating the cmployees' OCB. The eesults of the stedy show that self and supervisar ratings differ
significantly. Besides. social capial as o sitwational factor based on social exchange theory
mpderates ihe relation berween the three motives and personality with the QCE, OCBs are carred
out on the condition that there &= a social capatal within the orgasization. Williams asd Anderson
(1991 confirms differences berwsen  mole<hased  behaviors, individial dimengion (OB, and

organizitional dimension OCB propose the importance af digher order footor moddets Tor the three
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dimensions. One method to evaluae differences between moke-based and non: rele-based behaviors
is by testing persomality contribution oo OCBs and role-basal work cxpericocs (Boat e al., 2003).
Besides, Moerson (1994, Vey and Camphell (3004, and Larn, Hus, and Law (1959 paint at the
proelem in defining OCBs, whether the items on e belavior really messare the OCBs o, on e
cantracy, measure the mle-based belaviors, Moreover, dimensions m the OCB:, espedally the
orgamzEational dimensions, can be cateporzed a5 rode-based behaviors. The resilis of the reszarch
show that OCHs camies reguirements 1o falfill just as the role-based behaviors,

Thl:tahmﬂi:ll coniribution of the research 15 the existence of unegqual power of the relotions
between the three theorszs grounding the antecedant of the (U By, The methodological comribation
i the nconvegemit use of two raters m evaluatng the OCBs. The mndepeademt and dependen:
varinhles evilmtion by wing self and supervisor mbings are better than vsing self mfing as they
redoce leniency bias and common method bias. Even though fisther studies on the mabter are still
poeded, te OCBs ure comsidercd as positive the work-place as they  promodc ﬁdi'l.-idu.al
perfoemance and organizabional effectiveness. Il shows thar non role-based behaviess - <hould
getunlly be taken a3 2 stamdand 1w evaluae emplovees” perfommance. Besides, OCB comiruct is &
wenk ond ambiguous constrsct, so that personsiity variables positively influence the behaviors. The
CHCRs g5 s atached o the employess’ performanee as stated in the job descripnion. so sl social
capials do not infuence the behaviors, In accordanes with the social exchange theory, social
copitals con only strengthen OCBs when there is tack interdependence. The weakness of the (CBs

mukes the contruct bard to predict by vsing antecedents. even when arounded by a strong theory.
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