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Abstrak

Penelitian ini bertujuan menganalisis pengaruh Gaya Kepemimpinan dan Organizational Climate
terhadap Organizational Citizenship Behavior (OCB) di Badan Keuangan Kabupaten Ngawi.
Menggunakan metode kuantitatif dengan sampel jenuh sebanyak 80 responden, data dianalisis
melalui regresi linier berganda SPSS. Hasil penelitian menunjukkan: (1) Gaya Kepemimpinan
secara parsial tidak berpengaruh signifikan terhadap OCB, mengindikasikan perilaku sukarela
pegawai lebih didorong kemandirian profesional dibandingkan arahan manajerial. (2)
Organizational Climate berpengaruh positif dan signifikan terhadap OCB, membuktikan
lingkungan kerja kondusif sebagai penggerak utama kontribusi ekstra pegawai. Nilai koefisien
determinasi (R?) sebesar 15,8% menjelaskan variabel OCB, sementara sisanya dipengaruhi faktor
lain di luar model penelitian ini.

Kata Kunci: Persepsi Gaya Kepemimpinan, Organizational Climate, Organizational Citizenship
Behavior (OCB).

Abstract

This research aims to analyze the influence of Leadership Style and Organizational Climate on
Organizational Citizenship Behavior (OCB) in the Ngawi Regency Financial Agency. Using
quantitative methods with a saturated sample of 80 respondents, the data was analyzed via SPSS
multiple linear regression. The research results show: (1) Leadership style partially has no
significant effect on OCB, indicating that employee voluntary behavior is more driven by
professional independence than managerial direction. (2) Organizational Climate has a positive
and significant effect on OCB, proving that a conducive work environment is the main driver of
extra employee contributions. The coefficient of determination (R2) value of 15.8% explains the
OCB variable, while the remainder is influenced by other factors outside this research model.
Keywords: Percieved Leadership Style, Organizational Climate, Organizational Citizenship
Behavior (OCB).

8t Seminar Inovasi Manajemen Bisnis dan Akuntansi (SIMBA)
Faculty of Economics and Business, Universitas PGRI Madiun
September 2025

E-ISSN: 2686 - 1771


mailto:prabugibran50@Gmail.com

8" SEMINAR INOVASI

SIMB A MANAJEMEN BISNIS DAN

AKUNTANSI

A. INTRODUCTION

Human resources are a key factor in the success of public organizations, especially in
government agencies such as the Ngawi Regency Financial Agency. To achieve optimal
performance targets, employee behavior is needed that is not only limited to formal duties, but also
a willingness to work beyond standards or what is called Organizational Citizenship Behavior
(OCB). According to Robbins and Judge (2017), OCB is a choice behavior that is not part of an
employee's formal work obligations, but supports the effective functioning of the organization.

This research aims to analyze the influence of perceived leadership style and organizational
climate on OCB among Ngawi Regency Financial Agency employees. The phenomenon found in
the field shows that high demands for professionalism require employees to have work
independence. Theoretically, leadership style is the way a leader influences subordinates to
achieve organizational goals (Yukl, 2013). Apart from that, a conducive organizational climate is
also considered an important variable that creates work comfort for employees (Wirawan, 2007).

The benefit of this research is as evaluation material for agencies in managing human
resources to be more contributive. Based on the background and literature review, the hypothesis
in this research is:
1. Perception of leadership style influences employee OCB.

2. Organizational climate influences employee OCB

B. METHOD
Location and Research Objects

This research was carried out at the Ngawi Regency Financial Agency. The research object
is focused on all State Civil Servants who work in these agencies in order to obtain comprehensive

data regarding work behavior and organizational atmosphere.
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Population and Sampling Techniques
The population in this study was 80 employees. The sampling technique used was the saturated
sampling or census method, where all members of the population were used as research
respondents. This is done because the population is relatively small and affordable, so the resulting
data is expected to have a high level of accuracy.
Variable Identification and Operational Definition
This research involves three main variables, namely: (1) Perception of Leadership Style (X1)
and (2) Organizational Climate (X2) as independent variables, and (3) Organizational Citizenship
Behavior (OCB) as the dependent variable (). Each variable was measured using a questionnaire
instrument with a Likert scale to capture respondents’ perceptions in a measurable manner.
Data Analysis Methods
The data that has been collected through questionnaires is then processed using SPSS
software. Analysis stages include:
a. Instrument Test: Includes validity and reliability tests to ensure the questionnaire is suitable
for use.
b. Classic Assumption Test: To ensure the data meets the regression requirements (normality,
multicollinearity and heteroscedasticity tests).
c. Multiple Linear Regression Analysis: Used to test the direction and magnitude of the influence
of variable X on'Y.

d. Hypothesis Testing: Includes t test (partial), , and coefficient of determination (R2).

C. RESULTS AND DISCUSSIONS
Based on data collection from 80 respondents at the Ngawi Regency Financial Agency, the
majority of employees have a level of education that supports technical competence in the financial

sector.
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Picture 1. Number of ASN Based on Last Level of Education
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Source: Ngawi Regency Financial Agency Employee Recapitulation Report, October 2025
Description of this data. Based on the diagram of the number of employees at the Ngawi

Regency Financial Agency, the majority of employees have a Bachelor's (S1) educational
background, namely 42 people. Followed by 22 SMA/SMK graduates, 14 Diploma (D3)
graduates, and 2 Postgraduate (S2) graduates.
Normality Test

The Kolmogorov Smirnov normality test is part of the classical assumption test. The
normality test aims to find out whether the residual values are normally distributed or not. A good
regression model has residual values that are normally distributed. The following are the results of
the Kolmogorov Smirnov normality tes

Table 1. normality test results
One-Sample Kolmogorov-Smirnov Test

\Unstandardized
Residual
N 80
ab Mean .0000000
Normal Parameters Std. Deviation 5.14791221
Absolute .063
Most Extreme Differences Positive .060
Negative -.063
Test Statistic .063
Asymp. Sig. (2-tailed) .200%4

a. Test distribution is Normal.
b. Calculated from data.
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c. Lilliefors Significance Correction.
d. This is a lower bound of the true significance.
Source: Processed Primary Data (2026)

In accordance with the basis for decision making in the normality test, if the significance
value is greater than 0.05, then the data is declared to be normally distributed. Because the value
0.200 > 0.05, it can be concluded that the residual value in this regression model is normally
distributed.

Multicollinearity Test

According to researchers, the way to determine the presence or absence of multicollinearity
is generally to look at the Variance Inflation Factor (VIF) and Tolerance values. If the VIF value
is less than 10 and Tolerance is more than 0.1 then it is stated that multicollinearity does not occur.
Following are the results of the multicollinearity test.

Table 2. Multicollinearity Test Results

Coefficients?

Collinearity Statistics
Model Tolerance VIF
1 (Constant)
Persepsi Gaya kepemimpinan 0.711 1.406
Organizational Climate 0.711 1.406

a. Dependent Variable: Organizational Citizenship Behavior
Source: Processed Primary Data (2026)

The test results show that the Tolerance value for the Leadership Style (X1!) and
Organizational Climate (X2) variables is 0.711 (> 0.10) and the VIF value is 1.406 (< 10). This,
the regression model is declared free from symptoms of multicollinearity and suitable for use.
Heteroscedasticity Test

Heteroscedasticity testing was carried out using the Glejser test. Based on the results of the

heteroscedasticity test analysis in this study as follows:
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Table 3. Heteroscedasticity Test Results
Coefficients?
Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 | (Constant) 3.854 4.395 0.877 0.383
Persepsi Gaya -0.009 0.065 -0.018 -0.136 0.892
Kepemimpinan
Organizational 0.013 0.067 0.027 0.197 0.844
Climate

a. Dependent Variable: Abs_RES

Source: Processed Primary Data (2026)

The test results show that the significance value of the Leadership Style variable (X1) is
0.892 and Organizational Climate (X?) is 0.844. Because both significance values are greater than
0.05, it can be concluded that the regression model is free from symptoms of heteroscedasticity
and is suitable for use.
Multiple Linear Regression Analysis

This analysis is used to determine the relationship between the variables Leadership Style
(X1) and Organizational Climate (X2) on OCB (). Multiple linear regression is a regression
model that involves more than one independent variable. Multiple linear regression analysis was
carried out to determine the direction and how much influence the independent variable has on the
dependent variable (Ghozali, 2021). This is done to determine the direction and how much
influence the independent variable has on the dependent variable.

Table 4. Multiple Linear Regression Analysis Test Results
Coefficients?

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 | (Constant) 32.571 7.470 4,360 0.000
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Persepsi Gaya 0.080 0.111 0.089 0.725 0471
Kepemimpinan
Organizational 0.345 0.115 0.369 3.012 0.004
Climate

a. Dependent Variable: Organizational Citizenship Behavior
Source: Processed Primary Data (2026)

Based on the results of data processing, the regression equation is obtained: Y = 32.571 +
0.080X_1 + 0.345X 2. The constant of 32.571 shows the basic value of OCB when the
independent variable is zero. The coefficients
Coefficient of Determination (R?)

The coefficient of determination test was carried out to measure the ability of the research
model to explain variations in the dependent variable. The coefficient of determination value is
determined by the Adjusted R Square value which shows the percentage of influence of all
independent variables simultaneously on the dependent variable, while the remainder is explained
by other variables outside this research model.

Table 5. Coefficient of Determination (R?)
Model Summary

Adjusted R
Model R R Square Square Std. Error of the Estimate
1 4232 0.179 0.158 5.214

a. Predictors: (Constant), Persepsi Gaya Kepemimpinan, Organizational Climate
Source: Processed Primary Data (2026)

Based on the table above, the Adjusted R Square value is known is 0.158. This shows that
the variables Leadership Style (X1) and Organizational Climate (X2) together contribute an
influence of 15.8% to OCB (Y). Meanwhile, the remaining 84.2% (100% - 15.8%) is explained by
other variables outside this research model.

Hypothesis Testing (Partial Test/t Test)
Hypothesis testing or Partial Test/t Test is used to test research hypotheses regarding the

influence of each independent variable partially on the dependent variable.

Table 6. Hypothesis Testing (Partial Test/t Test)Results
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Coefficients®

Unstandardized Coefficients Standardized

Model Coefficients t Sig.
B Std. Error Beta
(Constant) 32.571 7.470 4.360 0.000
Persepsi Gaya 0.080 0.111 0.089 0.725 0.471
1 | Kepemimpinan
Organizational 0.345 0.115 0.369 3.012 0.004

Climate
a. Dependent Variable: Organizational Citizenship Behavior
Source: Processed Primary Data (2026)

The results of the t test are used to test the influence of each variable partially:
1. Leadership Style (X1): Has a Sig value. 0.471 (> 0.05), so H! is rejected. This means that
Leadership Style has no significant effect on OCB.
2. Organizational Climate (X2): Has a Sig value. 0.004 (< 0.05), so H2 is accepted. This shows that
Organizational Climate has a positive and significant effect on OCB
DISCUSSIONS
The Influence of Perceived Leadership Style on OCB

The findings of this research indicate that leadership style does not have a significant
influence on Organizational Citizenship Behavior (OCB) in employees of the Ngawi Regency
Financial Agency. This result is quite unique because it is different from the general theory which
states that leaders are the main driver of extra-subordinate behavior. However, in the context of
government agencies with established work systems, this can be explained through the Substitutes
for Leadership theory. Employees are thought to have a very high level of professional
independence and understanding of Standard Operating Procedures (SOP). When employees
clearly know what must be done independently, a particular leadership style is no longer the main

trigger factor for them to do additional work voluntarily.
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The Influence of Organizational Climate on OCB

In contrast to leadership, organizational climate is proven to have a positive and significant
influence on OCB. This shows that the working atmosphere within the Ngawi Regency Financial
Agency plays a crucial role. A conducive organizational climate—characterized by support
between colleagues, a sense of kinship, and a psychologically safe environment—creates a strong
sense of belonging. Employees who feel comfortable with their work environment tend to be more
willing to contribute more to the organization beyond their formal job description. These findings
are consistent with the view that voluntary behavior grows more from a mutually constructed
“atmosphere” than simply from structural instructions.
Implications for Organizations

Meskipun variabel yang diteliti memberikan pengaruh sebesar 15,8%, dominasi iklim
organisasi memberikan sinyal penting bagi manajemen. Fokus pengembangan sumber daya
manusia di Badan Keuangan Kabupaten Ngawi sebaiknya diarahkan pada pemeliharaan
keharmonisan lingkungan kerja. Karena gaya kepemimpinan tidak menjadi pendorong utama,
maka penguatan sistem nilai dan budaya organisasi yang mendukung kolaborasi sukarela menjadi
kunci untuk menjaga performa pegawai agar tetap berada di level optimal tanpa harus selalu

bergantung pada intervensi kepemimpinan formal.

D. CONCLUSIONS

Based on the results of the analysis and discussion that has been carried out, it can be
concluded that organizational climate is the main determining factor in improving organizational
citizenship behavior (OCB) in employees of the Ngawi Regency Financial Agency. A conducive,
harmonious and supportive work environment has been proven to be able to encourage employees
to make extra contributions beyond their formal responsibilities. Meanwhile, leadership style was
found to have no significant influence on the formation of OCB. This phenomenon indicates that

employees have a mature level of professional independence and understanding of their duties, so
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that voluntary behavior is driven more by the comfort of the working atmosphere rather than direct

managerial direction.

This research is limited in its variable coverage which only focuses on leadership style and
organizational climate, as well as the relatively low value of the coefficient of determination. This
shows that there are many other factors that influence OCB but have not been revealed in this
research model. Therefore, it is recommended for future researchers to expand the scope of
research by adding other variables such as job satisfaction, organizational culture, or
organizational commitment to get a more comprehensive picture. Apart from that, agencies are
expected to continue to maintain and improve the quality of the work climate so that the spirit of

employee voluntary contribution is maintained for better organizational effectiveness.

E. SUGGESTIONS

Based on research findings, there are several suggestions that can be put forward both
practically and academically. Practically, the Ngawi Regency Financial Agency is advised to focus
more on maintaining and improving the quality of the organizational climate, such as strengthening
the sense of kinship and support between colleagues, because these factors have proven to be more
effective in triggering employee voluntary behavior than formal leadership styles. Academically,
it is hoped that future researchers can expand the scope of research by adding other variables that
have not been revealed in this model, such as organizational commitment or job satisfaction.
Considering that the coefficient of determination value found is relatively small, the use of
qualitative methods is also highly recommended to dig deeper into psychological factors and other
specific work cultures that influence Organizational Citizenship Behavior in the government

environment.

8t Seminar Inovasi Manajemen Bisnis dan Akuntansi (SIMBA)
Faculty of Economics and Business, Universitas PGRI Madiun
September 2025

E-ISSN: 2686 - 1771



8" SEMINAR INOVASI

SIMB A MANAJEMEN BISNIS DAN

AKUNTANSI

REFERENCES

Abadi, F. (2021). The Influence of Communication and Competence on the Commitment Which
Has Impacts on the Organizational Citizenship Behavior. Jurnal Manajemen Strategi Dan
Aplikasi Bisnis, 4(1), 35-42. https://doi.org/10.36407/jmsab.v4i1.267

Adhikari, M., Tiwari, B., & Thapa, S. (2025). Impact of Leadership Style on Organizational
Citizenship Behavior: The Moderating Role of Emotional Intelligence. The Batuk, 11(2), 28—
44. https://doi.org/10.3126/batuk.v11i2.82261

Agung, A., Widyani, D., Luh, N., Putu, G., Commitment, O., & Support, O. (2021). Jurnal Iklim
(11).

Akbar, F., & Diwanti, D. P. (2021). Pengaruh Kepuasan Kerja Dan Komunikasi Terhadap
Organizational Behaviour Citizenship (OCB) Di Bank Madina Syariah Yogyakarta.
Manajerial, 8(02), 171. https://doi.org/10.30587/manajerial.v8i02.2386

Arbiyanti, R., & Sudibjo, N. (2020). Pengaruh Keberagaman, Iklim Organisasi dan Komitmen
Organisasi Terhadap Organizational Citizenship Behavior. Jurnal Manajemen, 11(1), 80.
https://doi.org/10.32832/jm-uika.v11i1.2845

Ariyani, E. D., & Lindawati. (2015). Hubungan Antara Persepsi Pegawai Tentang Iklim Organisasi
Dengan Employee Engagement. Jurnal Ilmu  Administrasi, XI(1), 61-74.
http://jia.stialanbandung.ac.id/index.php/jia/article/view/235/217

Aryanti, S., & Panjaitan, S. (2023). Pengaruh Gaya Kepemimpinan dan Lingkungan Kerja
terhadap Organizational Citizenship Behavior (OCB) dan Implikasinya terhadap Kinerja
Karyawan (Studi pada Karyawan PT. Nippo Mechatronics Indonesia). JIIP - Jurnal Ilmiah
Ilmu Pendidikan, 6(2), 1358—1364. https://doi.org/10.54371/jiip.v6i2.1649

Asrofi, M. H. (2020). Pengaruh Kompensasi Dan Komunikasi Terhadap Organizational
Citizenship Behavior (OCB) Melalui Kepuasan Kerja Pada Minimarket Abimart Kota
Malang. Pengaruh Kompensasi Dan Komunikasi Terhadap Organizational Citizenship
Behavior (OCB) Melalui Kepuasan Kerja Pada Minimarket Abimart Kota Malang.
http://etheses.uin-malang.ac.id/id/eprint/18520

Ayu, N. P., & Solichin, M. R. (2022). Pengaruh Loyalitas Kerja, Lingkungan Kerja, dan
Komunikasi Terhadap Organizational Citizenship Behavior. Jurnal IlImiah Mahasiswa
Manajemen, Bisnis Dan Akuntansi (JIMMBA), 4(1), 34-47.
https://doi.org/10.32639/jimmba.v4i1.51

Behavior, O.C. (n.d.).crvihoefcrvihoef 27-37.

Brahmasari, I. A. (2009). Organizational Citizenship Behavior (Ocb) Dan Isu Gender. DiE: Jurnal
Ilmu Ekonomi Dan Manajemen, 5(2). https://doi.org/10.30996/die.v512.44

Christine Riani Elisabeth, V. P. (2025). Jurnal Akuntansi Jurnal Akuntansi. Badruzaman JAJANG,
12(1), 29-57. https://ejurnal.ulbi.ac.id/index.php/akuntansi/article/view/1900/900

Dewi. (2020). Pengaruh Gaya Kepemimpinan terhadap Organizational Citizenship Behavior
melalui Kepuasan Kerja. Jurnal Manajemen, Vol 13 No.

Fauzi, A. F. F., Nurmayanti, S., & Sulaimiah, S. (2022). Pengaruh Komunikasi Internal dan

8t Seminar Inovasi Manajemen Bisnis dan Akuntansi (SIMBA)
Faculty of Economics and Business, Universitas PGRI Madiun
September 2025

E-ISSN: 2686 - 1771



8" SEMINAR INOVASI

SIMB A MANAJEMEN BISNIS DAN

AKUNTANSI

Budaya Organisasi terhadap OCB melalui Kepuasan Kerja Pegawai pada Dinas Penanaman
Modal dan Pelayanan Terpadu Satu Pintu Lombok Barat. JIIP - Jurnal llmiah Ilmu
Pendidikan, 5(11),4989-4996. https://doi.org/10.54371/jiip.v5i11.1097

Fikri, M. A. A., Amri, L. H. A., Nadeak, M., Novitasari, D., & Asbari, M. (2021). Urgensi
Menumbuhkan Motivasi Pelayanan Publik Pegawai Puskesmas: Analisis Servant Leadership
dan Mediasi Basic Need Satisfaction. Edukatif: Jurnal llmu Pendidikan, 3(6), 4172—4185.
https://doi.org/10.31004/edukatif.v3i6.1421

Fitri Hapsari, Markus Apriono, & Purnamie Titisari. (2024). The Influence of Leadership Style,
Psychological Work Environment, Perceived Organizational Support (POS) through Intrinsic
Job Satisfaction on Behavior Organizational Citizenship Behavior (OCB ) Non-Civil Servant
Government Employee Education Staff (PPN. International Journal of Economics and
Management Research, 3(2), 243—-268. https://doi.org/10.55606/ijemr.v3i2.222

Ghanbari, S., & Eskandari, A. (2013). Organizational Climate , Job Motivation and Organizational
Citizenship Behavior. International Journal of Management Perspective, 1(3), 1-14.

Hamdi, S. S., Jameel, A. S., Massoudi, A. H., & Ahmad, A. R. (2021). Leadership Style and
Organizational Citizenship Behavior in Secondary Schools. Icafs, 4—10.

Handoyo, P. A., & Kharismasyah, A. Y. (2024). Role of Leadership Style, Work Life Balance on
Organizational Citizenship Behavior: Mediated by Perceived Organizational Support. Asian
Journal of Advanced Research and Reports, 18(5), 12-23.
https://doi.org/10.9734/ajart/2024/v1815627

Herfina, H., Sunaryo, W., Tukiran, M., Wulandari, D., & Herlinda, H. (2022). The effect of job
satisfaction, transformational leadership and interpersonal communication on organizational
citizenship behavior. JPPI (Jurnal Penelitian Pendidikan Indonesia), 8(3), 692.
https://doi.org/10.29210/020221642

Hersey, P., & Blanchard, K. H. (2005). Management of Organizational Behavior: Leading Human
Resources. Prentice Hall.

Heryudanto, T. D., & Suratman, A. (2022). Pengaruh Komitmen dan Komunikasi terhadap Kinerja
dengan Organizational Citizenship Behavior (OCB) sebagai Variabel Intervening pada
Project Child Indonesia. Selekta Manajemen. Jurnal Mahasiswa Bisnis & Majemen, 1(6),
23-45.

Kerja, K., Pekerja, P., & Di, W. (2013). Syarif hidayatullah jakarta.

Khan, N. R., Ghouri, A. M., & Awang, M. (2013). Leadership Styles and Organizational
Citizenship Behavior in Small and Medium Scale Firms. Researchers World, 144(2), 144—
155.

Lestari, A. S. (2021). Teknologi Informasi Dalam Organisasi Di Era Society 5.0. In Komunikasi
Organisasi. http://digilib.uinsgd.ac.id/40787/1/KOMUNIKASI ORGANISASI CETAK.pdf

Liliana, A. (2022). Pengaruh Iklim Organisasi terhadap Organizational Citizenship Behavior
(Ocb) di UPTD Puskesmas Tarub, Tegal, Jawa Tengah.

Melawati Dewi, Edy Hartono, & Sandi Nasrudin Wibowo. (2022). The Influence of Leadership

8t Seminar Inovasi Manajemen Bisnis dan Akuntansi (SIMBA)
Faculty of Economics and Business, Universitas PGRI Madiun
September 2025

E-ISSN: 2686 - 1771



8" SEMINAR INOVASI

SIMB A MANAJEMEN BISNIS DAN

AKUNTANSI

and Work Communication on Organizational Citizenship Behavior. IJESS International
Journal of Education and Social Science, 3(1), 23-32. https://doi.org/10.56371/ijess.v3i1.72

Mohammadreza Zabihi. (2012). The relationship between leadership styles and organizational
citizenship behavior. African Journal of Business Management, 6(9), 3310-3319.
https://doi.org/10.5897/ajbm11.2809

Organ, D. W. (1988). Organizational Citizenship Behavior: The Good Soldier Syndrome.
Lexington Books.

Organizational citizenship behavior. (2023). Human Resource Management International Digest,
31(1), 8-9. https://doi.org/10.1108/hrmid-08-2022-0216

Persepsi Gaya Kepemimpinan Terhadap Orgunizotional Citizenship Behcvior Karyawan UIN
Sunan Kalijaga Yogyakarta, P. (2014). Skripsi/Tugas Akhir dengan judul.

Pozveh, A., & Karimi, F. (2016). The relationship between organizational climate and
organizational citizenship behaviors of the staff members in the Department of Education in
Isfahan city. International Journal of Educational and Psychological Researches, 0(0), 0.
https://doi.org/10.4103/2395-2296.186520

Pusparani, A. W., & Hadi, S. (2018). Pengaruh Komitmen Organisasi dan Komunikasi
Interpersonal terhadap Kinerja Karyawan dengan OCB PSebagai Variabel Intervening ( Studi
Kasus pada Karyawan Plant Produksi PT Asia Pacific Fibers,Tbk Kendal). Jurnal Ilmu
Administrasi Bisnis, 7(3), 1-13.
https://ejournal3.undip.ac.id/index.php/jiab/article/view/20933

Putrantoro, S. A. (2020). Pengaruh Kepemimpinan, Komitmen Organisasi dan Komunikasi
Interpersonal terhadap Organizaional Citizenship Behavior Anggota Rotaract Club
Semarang. Manajemen.

Putri Ayu, N., & Irfan, H. (2023). Pengaruh Loyalitas Kerja, Lingkungan Kerja dan Komunikasi
Terhadap Organizational Citizenship Behavior Tenaga Non-Medis Rumah Sakit PKU
Muhammadiyah Sruweng. Jurnal Inovasi Bisnis Manajemen Dan Akuntansi, 1(1), 12-22.
https://doi.org/10.65255/jibma.v1il.2

Romouldus, I., & Ganggut, S. (2018). of Work Life Terhadap Organizational Citizenship. 5-23.

S,M.,,GK,S.,H, L., &S, S. (2020). Effect of Leadership Styles on Organizational Citizenship
Behavior and Employee Turnover Intention. Journal of Accounting and Finance in Emerging
Economies, 6(2), 487-495. www.publishing.globalcsrc.org/jafee

Saputri, M. (2019). Pengaruh Iklim Organisasi Terhadap Motivasi Kerja Karyawan Pt. Taspen
(Persero) Padang. Jurnal Daya Saing, 5(3), 284-289.
https://doi.org/10.35446/dayasaing.v5i3.411

Sayan, 1., & Giiney, S. (2019). The Impact Of Leadership Style On Organizational Citizenship
Behavior: Determining The Level Of Motivation In Health Workers. Uluslararas: Liderlik
Calismalart Dergisi: Kuram ve Uygulama, 2(1), 19-40.
http://acikerisim.kent.edu.tr/xmlui/handle/20.500.12780/277%0Ahttps://acikerisim.kent.edu
tr/xmlui/bitstream/handle/20.500.12780/277/THE IMPACT OF LEADERSHIP STYLE ON

8t Seminar Inovasi Manajemen Bisnis dan Akuntansi (SIMBA)
Faculty of Economics and Business, Universitas PGRI Madiun
September 2025

E-ISSN: 2686 - 1771



8" SEMINAR INOVASI

SIMB A MANAJEMEN BISNIS DAN

AKUNTANSI

ORGANIZATIONAL CITIZENSHIP BEHAVIOR DETERMINING THE LEVEL OF
MOTIVATION IN HEALTH WORKE

Sinaga, A., Abdullah, T., & Tunas, B. (2019). The Effect of Organizational Climate on Work
Motivation and Its Impact on Organizational Citizenship Behavior (OCB) of Employees of
Education Department in DKI Jakarta. Journal of Business and Behavioural
Entrepreneurship, 3(2), 41-57. https://doi.org/10.21009/jobbe.003.2.03

Soetopo, H. (2010). Perilaku Organisasi. Perilaku Organisasi, 21(2), 208-211.

Sopian, D., & Suwartika, W. (2019). Pengaruh Sistem Informasi Akuntansi Dan Sistem
Pengendalian Internal Terhadap Kinerja Karyawan. JSMA (Jurnal Sains Manajemen Dan
Akuntansi), 11(2),40-53. https://doi.org/10.37151/jsma.v11i2.5

Study, M. (2021). Lecturer at Widya Dharma University, Pontianak, Indonesia. 2(4), 76—83.

Sugiyono. (2019). Metode Penelitian Kuantitatif, Kualitatif dan R&D. Alfabeta.

Susita, D., Ketut Sudiarditha, I. R., Purwana, D., Wolor, C. W., & Merdyantie, R. (2020). Does
organizational commitment mediate the impact of organizational culture and interpersonal
communication on organizational citizenship behavior? Management Science Letters, 10(11),
2455-2462. https://doi.org/10.5267/1.ms1.2020.4.004

Triyanthi, M. T., & Subudi, M. (2018). Pengaruh Komunikasi Organisasi, Kepemimpinan
Transformasional Dan Keadilan Organisasi Terhadap Organizational Citizenship Behavior
Serta Dampaknya Pada Kinerja Dan Komitmen Organisasional. E-Jurnal Ekonomi Dan
Bisnis Universitas Udayana, 3, 837. https://doi.org/10.24843/eeb.2018.v07.103.p08

Ulfah Arini, D. (2025). The Effect of Communication and Commitment on Performance with
Organizational Citizenship Behaviour (OCB) as an Intervening Variable. In Dinasti
International Journal of Education Management And Social Science (Vol. 6, Issue 3).
Atlantis Press SARL. https://doi.org/10.38035/dijemss.v6i3.4068

Ullah, 1., Wisetsri, W., Wu, H., Shah, S. M. A., Abbas, A., & Manzoor, S. (2021). Leadership
Styles and Organizational Citizenship Behavior for the Environment: The Mediating Role of
Self-Efficacy and Psychological Ownership. Frontiers in Psychology, 12(July).
https://doi.org/10.3389/fpsyg.2021.683101

Wahyudi, T. (2022). Pengaruh Gaya Kepemimpinan dan Iklim Komunikasi Terhadap
Organizational Citizenship Behavior (OCB) (Survei PT. Mulia Mega Makmur). Jurnal
Manajemen Dan Bisnis Madani, 3(2), 1-27. https://doi.org/10.51353/jmbm.v3i2.551

Wardono, G., Moeins, A., & Sunaryo, W. (2022). Influence Of Organizational Climate on OCB
and Employee Engagement. Journal of World Science, 1(8), 560-569.
https://doi.org/10.58344/jws.v118.77

Waspodo, A. A., & Minadaniati, L. (2012). Pengaruh Kepuasan Kerja Dan Iklim Organisasi
Terhadap Organizational Citizenship Behavior ( Ocb ) Karyawan Pada Pt . Trubus Swadaya.
Pengaruh Kepuasan Kerja Dan Iklim Organisasi Terhadap Organizational Citizenship
Behavior (Ocb) Karyawan Pada Pt. Trubus Swadaya Depo, 3(1), 1-16.

Yildirim, O. (2014). The Impact of Organizational Communication on Organizational Citizenship

8t Seminar Inovasi Manajemen Bisnis dan Akuntansi (SIMBA)
Faculty of Economics and Business, Universitas PGRI Madiun
September 2025

E-ISSN: 2686 - 1771



8" SEMINAR INOVASI

SIMB A MANAJEMEN BISNIS DAN

AKUNTANSI

Behavior: Research Findings. Procedia - Social and Behavioral Sciences, 150, 1095—-1100.
https://doi.org/10.1016/j.sbspro.2014.09.124
Yola Hindristina, N. K. B., Sujana, W., & Ari Novarini, N. N. (2021). Pengaruh Kepuasan Kerja,
Iklim Organisasi Dan Komitmen Organisasi Terhadap Organizational Citizenship Behavior
(Ocb) Pada Karyawan Pt. Kindo Ritel Prima. Jurnal EMAS, Vol 2(Nomor 1), 1-10. https://e-
journal.unmas.ac.id/index.php/emas/article/view/1404
Yusnita, N. (2024). The role of Interpersonal Communication and Trust as antecedents of
Organizational Citizenship Behavior (OCB). Jurnal Maksipreneur: Manajemen, Koperasi, Dan
Entrepreneurship, 13(2), 408—424. https://doi.org/10.30588/jmp.v1312.1679

8th Seminar Inovasi Manajemen Bisnis dan Akuntansi (SIMBA)
Faculty of Economics and Business, Universitas PGRI Madiun
September 2025

E-ISSN: 2686 - 1771



