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Abstract: Organization citizenship behaviour (OCB) becomes an important issue in the establishment of attitude and employee behaviour in the 
workplace which is required to work over the formal aspect of work. Previously, organizational citizenship behaviour (OCB) research used to workforce 
and organization’s member that have heterogeneous culture as a research object. This research strived to reveal: Were the dimension transformational 
leadership style, organizational culture, and locus of control will be given effect on employees organizational citizenship behaviour (OCB) The religious 
colleges which have a homogenous background. It is absolutely, the environment and its organization behaviour covered by religiosity spirit. 
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———————————————————— 

 

1. INTRODUCTION 

In an organization, there are some elements that have to be 
fulfilled in order to exist and survive in the knowledge of 
knowledge, and skill. Human is the most potential 
resources and valuable in a company or organization 
because humans are the culprits of the prime activity of 
managing an organization. The organization that can 
optimize the SDM quality, confirmed it will have high 
productivity and can achieve success. To increase the 
productivity in employee organization expected to have a 
will and initiative doing more than just a description of his 
job, and it can be more than standard. Employees do a job 
normally based on the description of his job. They should 
have needed more behavior from Hope in another role than 
another role that didn't list in the list description, where the 
behavior was the character it requires organizational in the 
banner of his organization behavior. According to extra - 
role or regular known as an organization of citizenship 
behavior (OCB) becomes a critical issue in the 
establishment of behavior and employment in the 
workplace that was engaged to the full formal aspects [34] 
[36}. It's related to attitude, behavior and performance of 
the prosecuted employee to provide a service that initiative 
proposed provocative college productivity. An employee 
who has organizational citizenship behavior is referred to as 
(good citizen) or a good employee.  
 
 
 
 
 
 
 
 
 
 
 
 
 

On the level of competition in the industrial College is so 
tight at the moment, extra-role behavior of the human 
resources involved in the organization is becoming 
increasingly important, especially in improving the quality of 
the growing productivity comprehensive. Organizational 
citizenship behavior continues to experience the exciting 
developments related mainly increased productivity leading 
to higher education. [36], [40]. A number of studies show 
that organizational citizenship behavior can be influenced 
by the organizational and individual environment. The 
external and internal factors are leadership style, 
organizational culture and Locus of Control. 
Transformational leadership is a leadership style that treats 
subordinates like partner work and assumes they're grown 
in understanding and carrying out a job [49]. 
Transformational leadership approach is able to push and 
affect employees through inspiration and example figure of 
the leader. For three decades, transformational leadership 
has emerged as one of the main paradigms for 
understanding the effectiveness of leadership [1]. 
Transformational leadership theory is based on the idea 
that a certain leader behaviors change the values, 
preferences, needs, and aspirations of followers, and 
motivate them, to perform above and beyond the call of 
duty [17]. One of the important construction performance 
capture followers beyond the call of duty is the 
organizational citizenship behavior (OCB), referring to the 
extra-role behaviors that improve environmental distress 
organization that supports task performance [28]. 
Transformational leadership is positively influenced the 
attitude of public employees work, and organizational 
citizenship behavior (OCB) this is demonstrated by the 
existence of organizational commitment, and overall 
productivity. [20] However, the effects of transformational 
leadership may also include process more complex 
relational exchange (two-way) between leaders and 
followers that grew over time. The second explanation of 
the relationship between transformational leadership and 
the OCB stressed the process of relational between leaders 
and followers. According to this perspective, 
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transformational leaders and followers involved in a high-
quality relationship marked by, for example, trust and 
Leader-Member Exchange (a VERSION of); [19]. Thus, this 
research uses a wide database to test and distinguish the 
two mechanisms are theoretically derived from the 
relationship between transformational leadership and 
behavior of  OCB. Transformational leadership style has the 
ability to improve the performance of subordinates in either 
behavior in the role as well as extra role. Transformational 
leadership also voiced moral values of its employees to 
raise awareness on the issue of ethics to bring about 
change in the culture of the organization [6]. 
Transformational leadership correlates positively with OCB. 
This indicates that when a leader who possesses and 
applies a transformational leadership in the Organization, 
then it can trigger the OCB on the higher employees [8], 
[13]. Apart from the characteristics of leaders, organizations 
certainly recognize that every employee has a different 
cultural background. This is a task for the leader of a global 
organization in confronting a cultural composition in a work 
division and values of the employees who change 
dramatically [15]. Apart from the characteristics of leaders, 
organizations certainly recognize that every employee has 
a cultural background or different cultures. This is a task for 
the leader of a global organization in the face of a 
composition of culture in a division of labour and values of 
employees dramatically changed [15]. Organizational 
culture is present in the Organization as the capabilities of 
the individual in a widely understood, have confidence with 
capabilities, have an interest in dealing with new 
experiences as well as being able to customize the 
behavior of the both verbally and non verbal with 
multicultural characteristics to prevent the things that will 
happen in situations of various different cultural 
backgrounds [22]. Culture is one of the factors to consider 
when studying the effectiveness of a leader and the context 
of multicultural employees are very diverse.  A successful 
organization is characterized by the ability of employees 
able to appreciate cultural differences and encouraged to 
recognize the difference between the teams in a positive 
[7]. This is because each team within the Organization both 
in small and large scale consists of the characteristics of 
each different individual included in the culture of each 
people. OCB can direct the employee to have alignment in 
teamwork given the currents of globalization that not only 
requires human resources who understand the 
advancement of technology in the business environment 
but also understand and appreciate the different cultures 
within the Organization and the business environment. The 
better the OCB owned by an employee and has good 
organizational culture can improve the effectiveness of an 
organization [37]. Variables that affect the OCB in addition 
to leadership style, organizational culture also the locus of 
control. Locus of control [44] describes the work as a 
personality variable; public expectations that the results or 
reinforcement results in life are controlled either by the Act 
itself (internality) or other power (externalities). Choose the 
employee who has an openness toward experiences and 
internal locus of control can produce a level of performance 
higher employee OCB. That individuals with an internal 
locus of control showed the effectiveness of a larger private 
career, exert greater efforts, perform better at the job and 
shows greater job satisfaction than external [43]. These 

predict some aspects of the OCB as altruism, civility and 
sportsmanship [29]. Another study showed that individuals 
with an internal locus of control have a lot more sources of 
social support suggest that cognitive consistency explains 
why individuals with an internal locus of control high tend to 
be more satisfied with their and can choose to go or stay in 
a job situation [10], [45]. Individuals who do not feel that 
they are in control of their environment can be actively 
looking for work in a home environment that allows them 
the flexibility and control over the work or family schedule.  
People who have an internal locus of control believe that 
they can rule the world and strive to a particular 
achievement in their work environment. On the other hand, 
those who have an external locus of control depends on 
fate to determine their position in their work environment. 
Therefore, individuals with an internal locus of control can 
practice the OCB and also encourage others to do the 
same thing regardless of their working conditions; While 
those with an external locus of control have the differences 
of practising their workplace OCB [45]. Perception of 
organizational support be predictors of organizational 
citizenship behavior (OCB) and is associated with positive 
performance [27]. Employees who feel that they are 
supported by the organization will provide the reverse lead 
(feedback) and lowering of the inefficient provision in these 
relationships by engaging in the conduct of citizenship. 
Thus the quality of the interaction of boss-subordinate will 
improve organizational performance. Organizational 
Citizenship Behavior (OCB) was widely seen as a factor 
that contributed to the work of the Organization as a whole 
consists of five dimensions: (1) the altruism, that behavior 
help relieve work aimed to individuals in an organization, (2) 
courtesy, that help prevent workplace issues with respect to 
his works by giving a consultation and information and 
appreciate their needs, (3) sportsmanship, i.e. tolerance on 
a less than ideal situation at work without complaining, (4) 
civic virtue, that is involved in the Organization's activities 
and the care for the survival of the Organization, 
conscientiousness, i.e. 5) doing things that benefit 
organizations as complying with the regulations on the 
Organization of Organizational citizenship behavior is the 
contribution of workers more than the formal job description 
[28]. OCB involves some behavior, including helping others, 
being a volunteer for extra duties, dutifully against the rules 
and procedures in the workplace. The results showed OCB 
can improve the performance of the company [21]. In 
addition to improving the performance of the company can 
also improve the performance of existing in college. The 
phenomenon is happening at the moment is that in rare 
company employees who have the OCB as they run her 
role in the company. They only work limited on the job 
description, without wanting to run extra role. They assume 
that limited the workload that has been delegated to them, 
as it is also a task that they perform. Such a habit that 
occurs during this time, they go the extra mile, but there's 
something that later will they expect, namely in the form of 
rewards (rewards). So instead, if they did not obtain what 
they expect, they will be working with half-hearted because 
there is an element of duress. This is as stated by one of 
the Kasubag personnel on the IAIN Jember place 
researchers research. Any organization or company 
employee who has definitely need extra roles. So also with 
the Organization in the field of education IAIN Jember. As 
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time goes by and pressure changes as well as the 
increasing number of students, has been put in competition 
in Jember IAIN nationally and internationally. Measures 
educational enhancement and service should continue to 
be done in order for IAIN Jember be educational institutions 
both on the national and international quality education 
which hosted globally. Therefore, HR needs Jember IAIN 
and has capabilities in administrative work and excellent 
service. Employees of produce educators IAIN Jember is 
one of the stakeholders who is contributing to the 
development of the potential of IAIN Jember. Based on the 
background of the above problems, researchers are 
interested in wanting to know more about the influence of 
leadership style, organizational culture and locus of control 
against the Organizational Citizenship Behavior (OCB) on 
the employee's Personnel Educational in IAIN  Jember. 
 

2. LITERATURE REVIEW 

 
Transformational Leadership 
In conceptualizing original [6], transformational leadership 
includes four dimensions of leader behavior. The influence 
of the ideals refers to the extent to which the leaders 
showed an admirable behavior which led to his followers 
identify with him. Inspirational motivation refers to the extent 
to which leaders articulate a compelling vision and inspire 
followers. Intellectual stimulation refers to the extent to 
which leaders take risks, challenge assumptions, and 
gather followers. Individual consideration refers to the 
extent to which the leaders to listen to the concerns of the 
followers, paying attention to their needs, and act as a 
mentor or coach.  the researchers considered 
transformational leadership behavior is critical to achieving 
the high-performance role of employees, they proposed that 
such leadership behavior is   even more important to 
achieve the extra role performance high like the OCB [31]. 
Indeed, the OCB probably very sensitive to the behavior of 
leadership vision or goal that transmits more general 
volunteer activities that include unplanned followers, while 
the role of performance may be better suited to reflect the 
determination of the particular purpose or transformational 
leadership. [24] to analyze the role of moderator of the 
leader in the exchange of information in this connection 
along three dimensions (influence, loyalty, and respect 
professional) contribution to literature on ISL (initiating 
structure) and its effect by interpreting the post (the 
perception of support organizations) as a consequence of 
this leadership style, and by adding professional respect 
among the moderators are possible. Follow the existing 
research literature adopted a conceptual model of 
transformational leadership to help explain the underlying 
mechanisms through the leader of information can be 
effectively influenced the work of his subordinates in the 
organization while [1], [2], [49]. This conceptual model 
contains four components, the influence of ideal, motivation 
inspiration, intellectual stimulation, and individual 
consideration. Model hypothesis 1: there is a significant 
positive influence transformational leadership organizational 
citizenship behavior towards (OCB) 
 
Organizational Culture 
Organizational culture is human behavior in the organizing 
and the meaning attached people on behavior-the behavior 

[42].  Organizational culture is described as "how the job is 
done" [40].  It also considers innovation and productivity. 
look into the culture of adaptive and adaptive the adaptive 
culture which not is those that have a capacity for 
organizational learning. Organizational culture can be 
studied from the point of view of the management, 
employees, competitors, or customers. So it is also about 
organizational culture from the viewpoint of an observer in 
the Organization [39]. Culture as a pattern of thoughts, 
feelings and actions of one social group, which 
differentiates with other social groups [16]. On the 
organizational culture of the variable using the 
organizational culture is a system of shared meaning 
shared by members of the Organization and it becomes a 
differentiator for the organization other organization [36]. 
Organizational culture vote definitions can explain how 
culture evolves, how the culture it became what it is today, 
or how the culture can be changed if the survival of the 
Organization is at stake [39]. Organizational culture has ten 
characteristics, namely: individual Initiative, tolerance of 
risk, direction, integration, support from management, 
control, identity, reward system, tolerance of conflict and 
communication pattern. Individual initiative is the level of 
responsibility, freedom and independence which belonged 
to individuals. Tolerance of risky action is the extent to 
which employees are encouraged to act aggressive, 
innovative, and risk-taking. The briefing is the extent to 
which these organizations clearly creates goals and 
expectations about achievement. To what extent is the level 
of integration of the units in the Organization's push to work 
with coordinated ways. [40] Support from management is 
the level of the degree to which managers give clear 
communication, assistance and support to their 
subordinates. Control is the number of direct supervision 
rules and used to monitor and control the behavior of 
employees. Identity is the level the extent to which the 
members of identifying himself with the Organization as a 
whole compared to a particular working group or with the 
professional areas of expertise. Reward system is the level 
of the extent to which the allocation of rewards (salary 
increases, promotions) is based on the criterion of 
employee accomplishments as the opposite of seniority, the 
attitude of favouritism and so on. Conflict is the level of 
tolerance of the extent to which employees are encouraged 
to be critical of the conflict. The communication pattern is 
the extent to which the Organization's communication level 
is constrained by the formal hierarchy of authority [5]. Model 
hypothesis 2 : there is a significant positive influence on the 
organizational culture of organizational citizenship behavior 
towards (OCB). 
 
Locus of Control 
The concept of Locus of Control can be defined as how 
one's perspective toward something the event whether he 
can or cannot control events that occur on her [38]. Locus 
of control as the perception of a person about the source of 
his fate [36]. Locus of control theory concepts into two 
kinds, namely: 1) Internal Locus of Control, those with an 
internal locus of control believe that every single thing that 
happened in his life is the result of the activity itself and 
under the control of himself. Myself and be the main focus 
as the insurer of liability for anything that happens in her 
life. For example, if it gets the value in a test, people with 
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this internal type will be proud and praised him when it gets 
good value or even self-deprecating when it gets bad 
grades. 2) External Locus of Control, Instead of the person 
they have an external locus of control types believe that 
everything that happens is beyond the control of himself 
[38]. According to them, the environment and social 
situation around him influence the events that occurred in 
his life. For example, when receiving the test results, if the 
results were good he would praise guru or anything outside 
of himself, instead of getting bad grades, he will blame the 
teachers, exam questions, circumstances, or anything 
around him. Personality trait locus of control (LOC), defined 
as the common expectation that award, reinforcement, and 
results in life are controlled by individual action, (internality), 
or by the strength in the external environment (externalities) 
[38]. It predicts internal motivation and the ability to achieve 
the desired result [26]; OCB by definition directed on an 
organization's desired results. In the research organization, 
the locus of control has been defined as a level where 
someone looks at an event as under the control of its own 
(internal locus) or under the control of others (external 
locus). Individuals with an internal locus of control are 
called a strong internal. Conversely, individuals with a 
strong external locus of control are called externally. 
Because internal think they have greater control of the 
environment, they will exert great efforts to achieve their 
goals and then they tend to be more successful in 
recognition, salary increases, and promoted in their 
organization rather than external. Thus, it may be expected 
that individuals with an internal locus of control will have the 
level of organizational commitment and job involvement is 
higher than the individual with an external locus of control. 
People who scored high on an internal locus of control can 
expect reinforcements, rewards, and their results will be 
improved with the help of their citizenship behavior. Model 
hypothesis 3: there is a significant positive influence of 
Locus of Control against the Organizational Citizenship 
Behavior (OCB).  
 
Organizational citizenship behavior (OCB) 
Variable behavior of organizational citizenship is defined as 
a behavior of member organizations which contribute to the 
better in terms of employment, which is where such 
behavior is not in his job but can help the effectiveness of 
organizations [27]. Such behavior is not a requirement that 
has to be done by employees but carried on its own 
initiative and voluntarily without any explicitly Awards [29]. 
Organizational citizenship behavior as the behavior of 
individual Extras, which are not directly or explicitly 
recognized by the formal reward system, and overall 
promoting the effective functioning of the Organization [32]. 
Such behavior is not required and implemented from the 
role or job description, but the behavior that is a personal 
choice without coercion, so that omissions in such behavior 
did not receive punishment. Dimensions of Organizational 
Citizenship Behavior that is Altruism, Conscientiousness, 
Sportsmanship, Courtesy and Civic Virtue [27], [31]. 
Altruism is behavior helps colleagues with specific tasks or 
issues which are relevant to the job. Altruistic assistance 
including helping others in their work situation as orienting 
new employees [43], [27]. Interpersonal assistance 
contributed to the achievement of goals through actions that 
boost morale, encourage cooperation, remove obstacles to 

performance, and facilitate interpersonal and social context 
that is necessary for the performance of work effective [47], 
which also serves to improve the work of someone. 
Conscientiousness is the behavior of employees that go 
beyond the minimum requirements such as attendance, 
comply with regulations, appropriate working time working 
hours, rest time has been determined and so on. 
Conscientiousness is a free behavior that goes beyond the 
minimum requirements of the role of the Organization, such 
as a phone call to take care of business from home. The 
importance of the OCB for nearly all forms of organization 
and noted that the OCB increases the effectiveness of the 
Organization in many ways. [43] found that components of 
organizational Justice have a strong positive effect on OCB. 
Sportsmanship is the attitude of the employees do not 
complain against a State that is less acceptable, always 
avoid complaining and not exaggerate the nature of a 
problem. The attitude of sportsmanship, willingness to 
tolerate discomfort and imposition work without complaining 
[27], maintain a positive attitude even when there's a 
problem, don't get offended when others ignored the advice 
of a person, and to sacrifice personal interests for the good 
of the Group [32], contribute to a positive work environment 
[25]. Courtesy is the polite behavior on the employee 
intended to prevent problems associated with work with 
others going. Manners mean they treat others with respect. 
Civic Virtue is a good membership behavior, feel a 
responsibility to participate on a voluntary basis and provide 
support to the functions of the organization. It is necessary 
to provide the services necessary for the interests of the 
organization. The measurement of organizational 
citizenship behavior variables adopted the questionnaire 
research Podsakoff P. M., et al [31], Civic virtue means that 
employees are responsible for participating in, and pay 
attention to, the welfare of the company. Positive 
contribution to organizational performance received OCB 
widely. This important contribution to the success of the 
Organization, it is important for organizations to understand 
how and why an employee involved in the OCB [32]. From 
the  review, then organized a theoretical thought skeleton 
that expressed the influence between variables in this 
study, to be clear - explaining the theory of theoretical 
thought described in this following picture: 

 

 
 
The hypothesis 
Based on the proposed issues, research objectives, and the 
cornerstone of the theory regarding the research above, so 
the hypothesis proposed is as follows: 
H1: Transformational Leadership positive effect against the 

Organizational Citizenship Behavior (OCB) 
H2: Organizational culture positive effect against the 

Organizational Citizenship Behavior (OCB) 
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H3: The Locus Of Control to the positive effect against the 
Organizational Citizenship Behavior (OCB) 

 

3. METHOD  
This research is an explanatory research that would prove 
the relationship between the the independent variable that 
are Transformational Leadership, organizational culture and 
Locus Of Control variable and the dependent variable i.e. 
Organizational Citizenship Behavior (OCB). That is also as 
a correlations research, i.e. research that seeks to see if 
between two or more variables have a relationship or not, 
and how big that relationship and how such relationship 
direction [41]. Make data retrieval techniques with the use 
of a questionnaire survey method as a means of collecting 
of data and information. The population in this study are all 
employees of  non-educators employee of IAIN Jember as 
many as 144 people. While the selection of samples is 
taken a number of 134 people. Sampling technique was 
purposive sampling technique. [41] prior to test hypothesis, 
has been made the test of basic assumptions, namely the 
test of normality and a classic assumption test, namely the 
test of heteroskedasticity and autocorrelation test. 
Transformational leadership with variables, variable 
organizational culture and Locus Of Control and variable 
OCB that meets validity and reliability. Transformational 
leadership in this research will be measured through 
transformational leadership scale adaptation [49].  
Organizational citizenship behavior of the employees will be 
measured using a scale [44]. That transformational leaders 
are more effective because they are more creative, and 
also they have always encouraged his followers to be 
creative. A company with a transformational leadership style 
has a sense of responsibility and risk-taking [36]. There are 
five components on transformational leadership, namely 
attributes influence idealistic, influence behavior, motivation, 
intellectual stimulation and inspirational individual attention 
[1]. While the scale of the culture of the Organization, 
among others, professionalism, distance management, trust 
in co-workers and integration [16]. Questionnaire for the 
locus of control and Seibert, Grant and Kramer for proactive 
personality. Locus of control variables corresponds to the 
original questionnaire made by Rotter, internal locus of 
control variable and an external locus of control variables 
[38]. The scale of organizational citizenship behavior. The 
aspects measured is altruism (teamwork), 
conscientiousness (discipline in work), sportsmanship (not 
complaining in the works), courtesy (keeping the corporate 
image), and the civic virtue (professional in using assets) as 
expressed by the Organ [29]. Multiple linear regression 
analysis was used to test the hypothesis concerning the 
influence of transformational leadership perceptions and 
variable organizational culture and locus of control against 
organizational citizenship behaviour (OCB).  While the 
statistical analysis performed multiple linear regression and 
includes hypothesis testing Research Data processed using 
the statistical program SPSS version with the help of 22.0. 
The coefficient of determination (R2) is used to determine 
what percentage variation of the dependent Variable can be 
explained by variation in the independent variable. The 
value of R ² is between 0 and 1. Simultaneous trials (test F) 
and partial test (test t) were conducted to test the 
hypothesis that has been made. The following equation 
based on the variables used in this study: 

Y = a + β1X1 + β2X2 + β3X3 + e 
 
Description of Parallels between other α as constant; β1, β2 
and β3dalam coefficients of the independent variables. X 1 
is the leadership style; X 2 is the culture of the 
Organization; X 3 is a Locus Of Control and Y is the 
Organizational Citizenship Behavior 
 

4. RESULTS AND DISCUSSION 

 
a. The results  
The distribution of the respondents on the basis of gender 
in this research are as follows that of the 134 respondents 
male as much as 106 people, and as many as 28 people. 
The distribution of respondents according to age as follows 
that of the 12 respondents age 20 -30 at intervals of years, 
the age of 31-40 years as many as 50 people, aged 41-50 
years as many as 49 people and at the age of 51-60 years 
as many as 23 people. The distribution of respondents 
according to educational level as follows that with the 
highest education high school as many as 30 people, the 
highest education under graduate as many as 14 people 
and educated scholars as much as 73 people and highest 
education Masters as much as 17 people.  
 
Validity and Reliability 
Test validity as a measure in the current study, use 
correlation Pearson product-moment is to correlate each 
item with a statement of the total score, then the results of 
correlate compared to the critical significance level of 5%. 
Based on the validity of the test results were known that all 
2-tailed sig smaller than 0.05 so used valid questionnaires. 
Reliability test results can be viewed from the value of 
Cronbach Alpha for each variable. This instrument is said to 
be reliable if the value of Cronbach Alpha is greater than 
0.06. From the results of the analysis of the obtained 
numbers to the leadership style (X 1) Cronbach's alpha 
value = 0.983, organizational culture (X 2) = 0.970, locus of 
control = 0.955 and Organizational Citizenship Behavior (Y) 
= 0.984. From here it can be concluded that the 
questionnaire is reliable. 
 
Normality Test 
On the results of the test showed that the value of Asymp 
Normality. SIG is because its value is greater than α = 5%, 
it can be stated that the data are qualified normality.  
 
Test Results-Classical Assumptions 
Multi-colinearity test aimed at testing whether the 
regression model finds the correlation between independent 
variables (the independent), the regression models that 
should not happen good correlation between independent 
variables. If the value of 0.1-tolerance and VIF > < 10, it can 
be concluded that there is no multicollinearity between the 
independent variables in the regression model [14]. The 
analysis showed that all the variables Value tolerance is 
greater than 0.1 is 0.999 against leadership style (X 1); 
0.998 on organizational culture (X 2); 0.998 on the locus of 
control (X 3) multi-collinearity not happening can be 
inferred. On the test heteroskedasticity in this study, it was 
concluded that multiple regression model free of the 
symptoms heteroskedasticity. A classic assumption test 
results performed on the data in the study shows that the 
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data used in this study meets the classical assumption of 
distributed data, that is normal without symptoms of no 
autocorrelation, multicollinearity and no symptoms of 
heteroskedasticity so it can be inferred that the regression 
model used in this study have a decent [14] 

 
Sources: the results of the data processed from the SPSS 

version 22 
 
From the above table it can be formulated in the model: 
 
 Y =-0.639 + 0, 397X1 + 0, 657X2 + 0, 483X3 + ε (2)  

 
Description of the equation:  
The value of α is 0.639 means that if there is a style of 
leadership, there is organizational culture and locus of 
control against the OCB is positive. The value of beta (β1) 
was 0.487, which means that if X 1 up to one unit, then the 
organizational citizenship behavior will be increased by 
0.487 units. β2 0.350 value, which means that if X 2 
increases a unit, then the organizational citizenship 
behavior will be increased by 0.350 units. β3 Value 3 is 0, 
168, i.e. If X 3 increases a unit, then the organizational 
citizenship behavior will be increased by 0.168 unit. 
 
The coefficient of determination (R2) 
The coefficient of determination (R2) basically measures 
how much the ability of the model to explain the variation in 
the dependent variable. Determination of the coefficient 
used in the study was adjusted R2. From the calculation, 
adjusted R2 is 99.8% high above 80% mean an increase in 
Organizational Citizenship Behavior is affected by the 
independent variable used in the model equation in this 
research, while the remaining 2% influenced by other 
factors not present in the regression model in this study. 
This is possible because IAIN Jember is a Religion in which 
the regulation and the provisions of the Ministry of Religion 
refers to the rules and regulations of higher education 
Government of Indonesia but also using their own rules and 
regulations. such as transformational leadership, 
organizational culture, and locus of control. 
 
Simultaneous Test Results (Test F)  
Statistical tests are all basically F independent variable or 
non-inclusion in the model has an effect on the dependent 
variable/simultaneous dependent [14]. F test results are 
listed in the table: 

 
a. Dependent Variable: Y 

b. Predictors: (Constant), X 3, x 2, x 1 
Sources: the results of the data processed from the SPSS 

version 22 
 
Based on the test F above, it can be seen that the resulting 
count value of F is 27964.390 greater than F table 3.07 
(27964.390 > 3.07) then H0 H2 accepted rejected. Thus it 
can be concluded that there was a simultaneous influence 
of X 1, x 2, and X 3 Against Y 
 
The test results are Significant partially (t-test) 
To test the t shows that for job satisfaction (X 1) t-3.065 
value and t = table 13.808 and probability values ≤ 0.05 
0.000 which suggests that transformational leadership of 
influential variables significantly to organizational citizenship 
behaviour (Y Variable) organizational culture (X 2) value t 
calculate equals 16.616 table and t = 0.05 probability and 
value 2.012 of 0.000 indicates that variable organizational 
culture (X 2) effect significantly to organizational citizenship 
behaviour. Locus of control variables for (X 3) value of t and 
t = table 7.133 2.012 and 0.000 ˂ value probability 0.05. 
This suggests that the locus of control variables (X 3) effect 
significantly to organizational citizenship behaviour (Y) 
 

 
 
 
 
 

 
 
 
 
 
 
Disussion 

Research results show that transformational leadership 
simultaneously (x1), culture of Organization (x2), locus of 
control (x3) influential significant organizations citizenship 
behaviour. It can be understood that, if implemented with 
transformational leadership backed by a strong 
organizational culture will encourage employees to have an 
extra role or organizational citizenship agents. In IAIN 
Jember leaders always want to give a good in the form of 
increased organizational citizenship behaviour. The culture 
of a given organization is meant to give a boost or value to 
employees behave so expect an extra role in order to 
increase productivity in the organization. Independently or 
each variable partial analysis results are as follows: The 
influence of Transformational Leadership against 
Organizational Citizenship Behaviour. From the results of 
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the calculation of t-count (13.808) > t-table (1.664) or sig t 
0.000 < 0.05, thus H1 is accepted. Then there is the 
positive influence can be inferred and significant 
transformational leadership against the Organizational 
Citizenship Behavior in IAIN Jember. The analysis showed 
that transformational leadership effect significantly to 
organizational citizenship behaviour. The results of this 
research are the same as the study [15], Osman [30]. The 
same study also has done the Garba [13] leadership 
relating to citizenship-oriented behaviour (OCB) by showing 
hospitality. The same study also has done Humphreys [18] 
stating the transformational leadership has a positive and 
significant effect against the OCB. This showed that 
transformational leadership are perceived both by 
employees. These results indicate that the behaviour of 
leaders capable of delivering the objectives of the 
organization with, evoke the creativity of subordinates and 
give attention to the needs of subordinates will increase the 
behaviour of OCB subordinates. Increase the OCB  
initiative of employees to want to help or help a fellow co-
worker and then want to always keep good relations with 
his fellow co-workers to avoid quarrels. Willing to accept 
and execute any procedure specified organization, and 
engage and participate in every activity planned and 
organized organization. OCB employees can be improved 
by increasing the intensity of the application of 
transformational leadership.  
 
The influence of organizational culture towards 
Organizational Citizenship Behavior  
From the results of the calculation of t-female (16.616) > t-
table (1.664) or sig t 0.000 < 0.05, and H2 are received. 
Then there is the positive influence can be inferred and 
significant organizational culture towards Organizational 
Citizenship Behavior in IAIN Jember. This means that if the 
organizational culture increases, then the organizational 
citizenship behaviour employees will experience increased. 
The results of this research to realize the implementation of 
the organizational culture that exists in the instance, the 
indispensable support and participation from all employees 
that are in the scope of the organization. Employee 
perceptions regarding the existence of the fact to culture 
organizations formed the basis of the aforementioned 
employees behave. the organizational culture that exists in 
the form of integrity, professionalism, and respect for 
example employees who perform. Integrity is reflected in 
the form of honesty, keep the good name of establishments 
and obedient employee code of conduct. The test results in 
this research indicate that organizational culture 
significantly affects organizational citizenship behaviour. 
These results support research conducted by Charlotte, [7]; 
Chao Miaoa, et al, [8]; [5] in their research that the 
effectiveness of different cultures will show additional 
validity and effect positive organizational citizenship 
behaviour towards (OCB). Organizational citizenship 
behaviour (OCB) along with the internalization of 
organizational culture. Employees who already understand 
the overall cultural values that exist in the Organization will 
have an effect on the behaviour of OCB organizational 
culture, which has been internalized and gives the ability to 
minimize the deviations and the ability to adapt with the 
changing situation. It is crucial for the Organization and all 
employees in the running of the Organization and interacts 

with their environment, as well as in how to manage 
personnel internally and the relationship between the tops 
with subordinates.  Organizational culture will be very 
influential in completing its work. IAIN Jember some 
organizational culture is given to employees who do: 
employees can do the work professionally, the existence of 
cooperation among colleagues and between divisions, trust 
in co-workers, have integrity in running job. IAIN Jember in 
improving organizational culture is relatively good in which 
almost all employees in each section has shown that it has 
the integrity to do my best and work together to complete a 
task for the sake of the best results from the given task. 
Influence of Locus Of Control against the Organizational 
Citizenship Behavior From the results of the calculation of t-
female (7.133) > t-table (1.664) or sig t 0.000 < 0.05, thus 
the H3 received. Then there is the positive influence can be 
inferred and significant locus of control against the 
Organizational Citizenship Behavior of employees in IAIN 
Jember. Based on the research of experts then can be 
taken some analysis as follows, if employees tend to have 
an internal locus of control he will sure ability himself to 
solve a problem, so it will cause organizational citizenship 
behaviour is increasing and is expected to improve the 
performance and productivity of employees IAIN Jember. 
Where is getting good employees of Control Locus, then he 
will likely improve organizational citizenship behaviour.  The 
results of the statistical analysis of the study showed a 
significant positive influence on internal locus of control 
against agent Commonwealth organizations. Previous 
studies of the relationship of LOC-OCB has produced 
conflicting results and inconsistent. The correlation between 
internal controls and performance of the citizens [45]. 
Reciprocal relationships between the LOC and OCB are 
ranked and Associates rankings, despite the negative 
relationship between score OCB who ranked and are 
ranked peers implies that no conclusions should be made 
of the research [15]. Internal work LOC did not correlate 
significantly with the OCB in a sample of managers of 
Chinese and U.S. students [3]; However, the LOC is 
correlated with internal organizational citizenship behaviour 
in a study of U.S. Government employees. The same study 
also performed David b. Turnipseed et al [10] Relations 
organizational citizenship behaviour and locus of control a 
positive relationship of locus of control score on working 
with the score on each of the four dimensions that are 
tested from citizenship organizations, as well as the total 
behaviour of the citizen's organization.  Internal locus of 
control effect on the behaviour of organizational citizenship. 
In IAIN Jember some Locus of internal control the direction 
always motivate employees to foster a Locus of Control, 
among other things: to gain the achievements of employees 
have to work hard, work earnestly with exerting every ability 
owned. As a result, In IAIN Jember feels and looks to the 
effect that almost all employees in each section have 
shown that the best achievements and maximize 
capabilities to accomplish the task for the sake of the best 
results of the given tasks so as to increase productivity in 
college.  
 

5. CONCLUSIONS AND SUGGESTIONS 

Conclusions in this study are: 1) transformational leadership 
is a positive and significant effect are partial toward 
organizational citizenship behaviour (OCB) employees on 



INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 8, ISSUE 06, JUNE 2019          ISSN 2277-8616 

170 
IJSTR©2019 
www.ijstr.org 

IAIN Jember. This condition indicates a transformational 
leadership if the increase then employees at OCB IAIN 
Jember also experienced an increase. 2) organizational 
culture positive and significant influence partially against the 
organizational citizenship behaviour (OCB) employees on 
IAIN Jember. This condition indicates if the organizational 
culture increases then the OCB employees on IAIN Jember 
also experience increased 3) Locus of internal control 
positive and significant effect in organizational against 
partial citizenship behaviour (OCB) employees at IAIN 
Jember. This condition indicates if the Locus of Control is 
increasing then the OCB employees at Jember IAIN also 
has increased. 4 Transformational Leadership) is the most 
dominant variable effect significantly to organizational 
citizenship behaviour (OCB) employees with a value of the 
t-test of 13.808, the probability of Sig. 0.000. While the 
variable value of the organizational culture of t-test of 
16.616, probability Sig. 0.000. While the locus of control 
variable the value of the t-test of the Sig, probability 
7.133.0.000 level of confidence (Alpha) of 1%. The 
implication of theory, the leadership should enhance good 
relations with them and can use power fairly and 
transparently. The leadership should pay attention to and 
improve Organizational Citizenship Behaviour of employees 
in the mastery of work, teamwork ability. The leadership 
must be able to regenerate confidence in the Organization's 
values, engagement and loyalty in employees in order to 
increase the work accomplished the employee. The 
implications of maintaining and improving the culture of the 
Organization, in addition to continuing to perform 
evaluations and adjustments to changes-changes that 
occur both inside and outside the organization that does not 
comply with the conditions and influential directly against 
the cultural changes, for example, technological 
development, leadership style, work culture. Further 
research is recommended to expand the population, 
location and the object of research, not only limited to the 
institution of Islamic college but, can be done in other 
agencies, in boarding schools or other religious colleges, 
for a prof that the understanding of religion will encourage 
someone to have a good behaviour of OCB. 
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