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Abstract  

 

 

This research wants to examine the effect of Transformational and transactional leadership to 

organizational commitment and Organizational Citizenship Behavior. Research conducted in 

four hospitals in Surabaya and involved 100 nurses as samples. Transformational was 

measured from three dimentions: Idealized Influence, Inspirational motivation, Intellectual 

inspiration, individualized consideration. Transactional leadership was measured from three 

dimensions: contingent rewards, active management by exception, passive management by 

exception. Organizational commitment was measured from three dimensions of commitment: 

affective commitment, normative commitment, and continuance commitment.OCB was 

measured from five dimensions: altruism, Conscientiousness, Sportsmanship, sportmansgip 

and civic virtue. By using structural equation model of the result Indicates that there are 

significantly positive effect transactional leadership to continuance commitment, there are 

significantly negative effect Transformational Leadership to normative commitment, and 

there are significantly positive effect normative commitment to OCB 

 

 

 

Keywords: Transformational, transactional leadership, organizational commitment, affective 

commitment, normative commitment, continuance commitment, organizational citizenship 

behavior (OCB) 

 

 

1. Introduction 

 

As an organization based on service to the community, hospitals are required to provide 

excellent service. So far, in Indonesia there many complains  about hospital services are 

because of the low quality of service. This is due to low welfare (salaries, incentives) as well 

as career development (Siti Fadilah, Kompas, Monday 09 April 2007). Meanwhile, based on  

research results proved that the poor quality of nursing services are also caused by the problem 

of leadership. Superior leadership style will ultimately affect the commitment and OCB the 

nurses in doing his job. 

 

Previous studies which link transactional and transformational leadership styles with 

organizational commitment and OCB is very limited, especially in the hospital environment. 

This research conduct in health institution services in Surabaya. The research conct in  the 

health sector because of the nature of the product is a service organization that services the 

human resource is a key factor of success of the organization. On the other hand  the products  
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offer by the hospitals have similar characteristic  between one hospital and another hospital, so 

that the superiority of one hospital to another hospital is based on the hospital's ability to 

improve customer satisfaction. According to Hesket (1994) in Tucker et al. (1999) some factors 

that can increase customer satisfaction is the leadership style and employee satisfaction. 

Meanwhile, Pare (1991) in Tucker et al. (1999) stated that one source of organizational success 

is the existence of an effective leader. Based on these explanations we  interested in conducting 

research to know the role of the force of transformational and transactional leadership, 

organizational commitment on organizational citizenship behavior (OCB) of nurses in 

Surabaya.  

 

 

2. Reviews theories and hypotheses 

  

2.1 Transactional and transformational leadership styles 

  

a. Transactional leadership: transactional leaders motivate subordinates to act by gives 

rewards and punishments, including: (i) setting contingent remuneration (contingent rewards) 

in which the leader contracts exchange of rewards for subordinate effort, promises rewards for 

good performance, values work performance, (ii) active management by exception in which 

leaders seek to control and focus on distortion of the various rules and standards and take 

corrective action. (iii) passive management by exception where the leader intervenes only if 

standards are not achieved.  

 

b. Transformational leadership styles, where leaders motivate subordinates to expand and 

improve their objectives, inspire them to believe in themselves and act beyond expectations 

(either explicitly or implicitly). Transformational leaders influence subordinates through: (i) 

Idealized influence or charisma: Leaders instill pride, honesty, and respect, and instill a sense 

of Mision, acting as positive role models in behavior, attitude, achievement and commitment 

to subordinates. (ii) Inspirational motivation which transformational leader communicates high 

expectations, uses symbols to focus efforts or actions of subordinates, expresses important 

purposes in simple ways, generate teamwork, enthusiasm and optimism, (iii) Intellectual 

inspiration where leaders encourage subordinates to come up with new ideas, creative thinking, 

emphasis on problem solving and consideration before acting. (iv) where individualized 

consideration, transformational leaders delegate tasks to stimulate learning experiences, 

providing training and acting as mentors, treating each subordinate individually, interact and 

communicate personally with subordinates, accept and appreciate individual differences in 

interests and needs.  

 

 

2.2 Organizational Commitment  

 

Organizational commitment is conceptualized as the extent to which individuals identify and 

engage with certain organizations, including: (i) Commitment to continuous: the level of 

engagement members to stay in the organization because of the emergence of cost or loss 

(economic, social, status) that must be paid when out of the organization . (ii) affective 

commitment: the level of employee engagement in affective or emotional with the 

organization, as individuals identify and engage with the organization. (iii) normative 

commitment: attachment to the organization because employees sense of responsibility at 

work, loyalty and moral obligation.  
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2.3 Organizational Citizenship Behavior (OCB)  

 

OCB is a contribution to someone in an organization that exceeds a predetermined task (in-role 

behavior), including: (i) altruism: behavioral tasks like helping a fellow employee, (ii) 

Conscientiousness: the behavior of employees who perform duties / obligations exceeded the 

minimal stipulated, ( iii) Sportsmanship: employee behavior to tolerate (not complain) against 

the unwanted condition, (iv) Courtesy: the employee's behavior to not harm the others in the 

organization and (v) Civic virtue: the employees involved in the organization functions  

 

2.4 The relationship between Transactional and transformational leadership with 

Organizational Commitment  

 

The relationship between transactional and transformational leadership with affective 

commitment.  

 

A transactional leader motivates subordinates to act in accordance with the determination of 

expected rewards and punishments. According to the theory of organizational support the 

preferred reward system can encourage the emergence of a positive assessment of the employee 

and the employee will then perceive the organizational support that will ultimately affect their 

affective commitment (Shore and Shore, 1995; in Rhoades, Eisenberger and Armeli, 2001). 

Mottaz said that the link between remuneration and affective organizational commitment is 

based on the exchange between the employee's emotional attachment to the benefits they 

receive from the organization. Thus, it can be concluded that the transactional leadership 

influence affective commitment in a positive direction. Meanwhile transformational leadership 

has positive effects on affective commitment, it is because transformational leadership is 

described as the influence of leaders on trust, pride, loyalty and respect subordinates (Yukl, 

2000). The study of transformational leadership with affective commitment made by Chen 

(2002); Simon (1994); Bycio, Hacket and Allen (1995), they conclude that there is a positive 

relationship between transformational leadership with affective commitment.  

 

The relationship between transactional and transformational leadership and continuance 

commitment.  

In a study conducted by Lagomarsino and Cardona (2003) Researchers suspected that 

transactional leadership significantly influenced continuance commitment. Transactional 

leaders linked the economic reward subordinates with a desire to stay in the organization and 

perform as expected, transactional leaders encouraging subordinates to consider the cost when 

out of the organization. Thus there is a positive relationship between transactional leadership 

is implementing economic reward system with continuance commitment. Bycio, Hacket and 

Allen (1995) in his research concluded that transactional leadership positively affect the 

continuance commitment. On the other hand, transformational leadership is based on trust, 

admiration, and loyalty where it is not associated with side-bet theory. In his research Simon 

(1994) in Brown (2003) states that transformational leadership is negatively affected by 

continuance commitment.  

 

The relationship between transactional and transformational leadership with normative 

commitment.  

Mathieu and Zajac (1990) noted that transformational leaders have a sense of moral obligation, 

which will eventually be adopted by employees. Sense of moral obligation is an important 
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element in normative commitment. Studies conducted by Lagomarsino and Cardona (2003), 

Bycio, Hacket and Allen (1995) states that transformational leadership is positively related to 

normative commitment. Transactional leadership is based on contingent rewards do not have 

an impact on normative commitment, where the behavior of employees based on cost-benefit 

transactions, so that their attachment to the organization is because they feel you need (need 

to). Based on the results of experimental studies, Kunda and Schwartz, 1983 in Lagomarsino 

and Cardona (2003), found that the economic reward to destroy the leader's role as perpetrator 

a sense of moral obligation.  

 

2.5 The relationship between Transactional and transformational leadership with the 

OCB  

 

Podsakoff, McKenzie (1995), Desai et al, 2000; Bass (1985) Kabul Wahyu Utomo (2001) and 

Muchiri (2001), examining relationship between OCB and transformational leadership, and 

they get consistent results that transformational leadership affects OCB positively. The 

transactional leadership include contingent reward and management by exeption hypothesized 

unrelated or negatively related to OCB. This is because the OCB is behavior that is voluntary 

and not related to the formal reward system. Research conducted by Kabul Wahyu Utomo 

(2001) and Muchiri, 2001 (in Utomo 2001) supports this statement.  

 

2.6 Relationship between Organizational Commitment with OCB  

 

Studies which link organizational commitment and OCB performed by Meyer and Allen 

(1991), the results obtained is that affective and normative commitment are positively 

associated with OCB, as for continuance commitment hypothesized unrelated or negatively 

associated with OCB. It can be explained that the employee will behave over the task assigned 

if they have emotional attachment to the organization. The research conduct by Shore and 

Wayne (1993); O. Really and Chapman support this statement. Similarly, OCB will arise when 

employees feel a moral obligation to engage in the organization, research by Cardona (in 

Lagomarsino and Cardona, 2003) supports this statement. The continuance commitment of the 

side bet is based on theory or hypothesized formal reward system is not related to citizenship 

behavior, because OCB are not explicitly linked to the formal reward system. The results of 

research conducted by Meyer, Allen et al, (1993) supports the statement. Meanwhile, research 

conducted by Shore and Wayne (1993) produced findings that ongoing commitment negatively 

associated with OCB, they concluded that employees who feel their attachment to the 

organization based on the accumulation of "side-bet" will minimize citizenship behavior.  

 

 

Theoretical and Thinking  Framework  

 

Base on previous research and theoretical review, researchers describe the relationship between 

the three variables under study as follows:  

 

Figure 1. Relationship between Leadership, Organizational Commitment, and OCB  

 

 

 

 

Research Hypothesis 

Leadership : 

• Transactional 

• Transformational 

Commitment organizational 

• Affective commitment 

• Continuance commitment 

• Normative Commitment  

Organizational  

Citizenship Behavior 

(OCB) 
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Sources: Largomarsino & cardona (2003) 

 

Based on theoretical and empirical review described above, the researchers formulate research 

hypotheses which linked transactional and transformational leadership, organizational 

commitment and OCB as follows:  

 

H1: transactional leadership has a negative impact on OCB  

 

H2: transactional leadership has a positive impact on the continuance commitment  

 

H3: transactional leadership has a positive influence on affective commitment  

 

H4: transformational leadership has positive effects on affective commitment  

 

H5: transformational leadership has a positive effect on normative commitment  

 

H6: transformational leadership has a positive influence on OCB  

 

H7: continuance commitment has a negative impact on OCB  

 

H8: affective commitment has a positive influence on OCB  

 

H9: normative commitment has a positive influence on OCB  

 

 

 

 

3. Research methods  

 

3.1 Design research  

 

Research design is a framework or blueprint (blue print) as the main guideline in conducting 

the entire series of activities in research (Maholtra, 1999). Design research can be viewed from 

many different perspectives. Based on objective perspective, this research is hypothesis testing 

research. Based on the perspective of the investigation, this research includes the study of 

causal studies that test the causal relationship of several variables (have now, 2003). The data 

collection method based on this research, including survey research (Umar, 2003).  

 

 

3.2 Variables and operational definitions  

 

The operational definition of each variable is as follows: 

  

a. Transactional leadership: the nurse's perception of  transactional leadership styles of their 

leaders are measured by indicators which include: (a) (contingent rewards): the leader 

exchange contract, rewards for effort, promises rewards for good performance, valuing 

performance. (b) active management by exception: the leader watching and looking for 
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deviations from various rules and standards and take corrective action. (c) passive management 

by exception: the leader intervenes only if standards are not achieved.  

 

b. Transformational leadership: the nurse's perception of transformational leadership style is 

the tendency of their leaders are measured by indicators which include: (a) Idealized influence 

or charisma, where leaders inculcate pride, honesty, and respect, and instill a sense of Mision, 

acting as positive role models in behavior , attitude, achievement and commitment to 

subordinates. (b) Inspirational motivation: a transformational leader communicates high 

expectations, uses symbols to focus efforts or actions of subordinates, expresses important 

purposes in simple ways, generate teamwork, enthusiasm and optimism. (c) Intellectual 

inspiration: the leader encourages subordinates come up with new ideas, creative thinking, 

emphasis on problem solving and consideration before acting. (c) individualized consideration: 

the leader delegate tasks to stimulate learning experiences, providing training and acting as 

mentors, treating each subordinate individually, interact and communicate personally with 

subordinates, accept and appreciate individual differences in interests and needs.  

 

c. Organizational commitment: the perception of nurses in identifying and engaging with 

certain organizations, including: Commitment sustained: the nurse's perception of their 

attachment rate to stay within the organization because of the emergence of cost or loss to be 

borne when out of the organization. Affective commitment: the nurse's perception of the level 

of their attachment rates affectively or emotionally with the organization, as identified and 

involved with the organization. Normative commitment: the nurse's perception of the level of 

their attachment to the organization because the sense of responsibility, loyalty and moral 

obligation. 

  

d. Organizational Citizenship Behavior (OCB): a nurse's perception of the level of their 

contributions to organizations that exceed a predetermined task (in-role behavior), include: 

altruism: helping behavior among nursing duties. Conscientiousness: the behavior of the nurses 

who carry out duties / obligations exceeded the stipulated minimum. Sportsmanship: nurse 

behavior to tolerate (not complain) against the unwanted condition. Courtesy: the behavior of 

the nurses to not disturb others in the organization. Civic virtue: the behavior of the nurses 

involved in the organization functions  

 

 

3.3 Population and sample  

 

Population in this research is the nurse hospital in Surabaya. Sampling method used is the 

nonprobability sampling purposive sampling, where sample members selected according to the 

criteria researchers (have now, 2003). Sample members are nurses who have worked at least 

for one year. Digunakand number of samples in this study of 100 nurses. 

  

 

3.4 Research Instruments  

 

a. Transactional and transformational leadership  

Measurement of these variables using the Multifactor Leadership Questionnaire (MLQ) 

developed by Bass and Avolio (1985). The technique of scale in this study using a Likert scale 

of 1-4 

  

b. Organizational Commitment 
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Measurement of these variables using the Organizational Commitment Questionnaire of Allen 

and Meyer (1990). The assessment use Likert scale 1-4  

 

c. Organizational Citizenship Behavior (OCB) 

  

Measurement of these variables using the Organizational Citizenship Questionnaire Behaviort 

from Morrison (1994). OCB consists of 17 item and using Likert scale 1-4  

 

3.5 Technical Analysis  

 

Data analysis performed by descriptive statistical techniques and analysis of structural equation 

models. Analytical model is formulated as follows: 
Persamaan 

 

CC         =    1 TSL + 1 

AC         =    1 TSL + 2 TFL  + 2 

NC         =    3 TFL + 3 

OCB      =    1 TSL + 2 TFL + 1 CC + 2 AC + 3 NC + 4 

Where: TSL = Transactional leadership, TFL= transformational leadership, AC= affective commitment, NC= 

normative commitment, CC= continuance commitment 

 

 

4.Analisis and discussion  

 

4.1 Descriptive Analysis  

 

The results of analysis conducted on 100 respondents, the number of male respondents less 

than in women, which is as many as 28 male respondents, or 28% while the ladies as much as 

48 people or 48%. Respondents based on the largest age group 25 <= x <30 years by 55 people 

or 55% of the total respondents. The smallest proportions are in the age group> = 45tahun, ie 

each for 3 people or 3% of the total respondents. Respondents think that the biggest part 

respectively Nursing (19%), General  (11%) and Surgery (9%) of the total respondents. Based 

on the working time, respondents who worked for 2 <= X <4 years, 6 <= X <8 years and 4 <= 

X <6 years each for as much as 25%, 22% and 18.6% of the total respondents. Respondents by 

level of education with the largest proportion are consecutive Diploma (D3), S1 and the high 

school by 78%, 13% and 9% of total respondents. 

  

The results of confirmatory analysis with further SEM analysis after the final modifications to 

the initial stages of each latent variable has fulfilled the goodness of fit. It  shows the results as 

presented in figure 2 as follows:  
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Figure 2 Structural Equation Model End Impact of transformational leadership style and 

Transactional on Normative Commitment, Sustainability Commitment, Affective 

Commitment, and OCB 
Tabel 3 

GOODNESS OF-FIT INDEX CRITERIA 

 
Kriteria Nilai cut-off Hasil Komputasi Keterangan 

Chi-Square Diharapkan Kecil 50.433 Baik 

AGFI > 0.90 0.883 Marginal 

Probabilitas Signifikansi > 0.05 0,874 Good  

CMIN/DF < 2.00 0,801 Good 

GFI > 0.90 0,939 Good 

TLI > 0.95 1,045 Good 

CFI > 0.94 1,000 Good 

RMSEA < 0.08 0,000 Good 

 

Based on these tables shows that 4 of 9 three hypothesis are significant, although the 

relationship is different, namely H2 where transactional leadership style significantly positive 

effect on OCB. For H5 the relationship is not in accordance with the proposed hypothesis, 

transformational leadership style which is significantly negative influence of normative 

commitment. Similarly for H7, can be seen that continuance commitment significantly positive 

effect on OCB. 

 

Coefficient of determination in this case described by the value of Squared Multiple 

Correlations show that the influence of Transactional Leadership Style of 0.433 or 43.3%. 

Transactional Leadership styles and transformational leadership influence of 0.016 or 1.6% of 

affective commitment. Transformational leadership styles affect the normative commitments 

of 0.229 or 22.9%, and the last transformational and transactional leadership, continuance 

commitment, affective commitment and normative commitment to the OCB effect of 0.586 

(58.6%).  
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4.2. Hypothesis Test 

Further, the relationship between research variabel was on table 4 

Tabel 4 
Hypothesis testing 

 
Variabel 

 
Estimate 

Standardized  
C.R. 

 
P 

 
Keterangan Estimate 

ocb <--- trs (H1) ,293 ,135 ,725 ,468 NotSignifikan 

cc <--- trs (H2) 1,262 ,658 2,230 ,026 Signifikan 

ac <--- trs (H3) -,187 -,071 -,595 ,551 Not Signifikan 

ac <--- trf (H4) -,153 -,111 -1,029 ,304 Not  Signifikan 

nc <--- trs (H5) -,806 -,479 -3,501 0,000 Signifikan 

ocb <--- trf (H6) ,145 ,127 ,912 ,362 Not  Signifikan 

ocb <--- cc (H7) ,477 ,420 2,044 ,041 Signifikan 

ocb <--- ac (H8) -,023 -,028 -,296 ,7671 Not  Signifikan 

ocb <--- nc (H9) ,270 ,400 1,704 ,088 Not  Signifikan 

 

Based on table 9, it show that from 9 hypothesis, only 3 hypohesis was supported although in 

difference direction.  H2 was supported, that is  transformational leadership influence   

continuance commitment in positive direction. Transctional leadership influence to the 

normative commitment  negatively.  

 Squared Multiple Correlations showed that the influence of transformational leadership 

was 43,3%. The influence of Transactional and transformational leadership influence on 

affective commitment was 1,6%.  The influence of transformational leadership on normative 

commitment was 22,9%. The influence of transformational and transctional leadership on OCB 

was 58,6%. 

 

4.3 Discussion 

  

a. Transactional leadership style influence on OCB  

 

The results of testing the effects of transactional leadership style of OCB showed no significant 

results. This was indicated by the CR value and the probability of significance of 0.728 (p) df 

= 0.468 at 63.  = 0.05, indicating that the effect is not significant.Magnitude (p) is greater 

than the specified significance level of  The transactional leadership style was significantly 

negatively affect the OCB. The results are consistent with the results of research conducted by 

Kabul Wahyu Utomo (2001) and Muchiri, 2001 (in Utomo 2001). It can  be explained that the 

OCB is a voluntary behavior and is not associated with the formal reward system. Transactional 

leaders bases the relationship between leaders and employees based on transactional 

relationships, so that the employee responded by simply doing his job (in-role behavior) in 

accordance with the remuneration received and minimize citizenship behavior. Thus, the 

dominant transactional leadership style of a leader, the minimum committed citizenship 

behavior of employees. Empirical research data shows that the response of respondents to 

transactional leadership styles and OCB are on agreed criteria. The mean value of the average 

response to the two constructs are almost identical (2.91 and 2.90) also contributes to the 

significance not transactional leadership style influences on OCB.  
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b. Transactional leadership style influence the ongoing commitment  

 

The results of testing the effects of transactional leadership style ongoing commitment shows 

significant results. This was indicated by the CR value and the probability of significance of 

2.230 (p) df = 0.062 at 63.  = 0.05, indicating that significant influence.Magnitude (p) is 

smaller than the specified significance level of  Thus the hypothesis that transactional 

leadership style was significantly negatively affect the ongoing commitment is received. The 

results are consistent with research conducted by Lagomarsino and Cardona (2003) 

Researchers suspected that transactional leadership significantly influenced ongoing 

commitment. Logical explanation related to the hypothesis is that the leaders who apply the 

transactional style base their influence on the provision of rewards and punishments for the 

performance of subordinates, acting as an agent bidding, and is widely used extrinsic 

motivation. Leaders who implement transactional style will try to design a reward system that 

appeal to followers. Thus there is a positive relationship between transactional leadership is 

implementing economic reward system with continuance commitment. The greater the 

economic rewards received by employees greater desire to remain in the organization. 

Empirical data of this study also supports it.  

 

c. Transactional leadership style influence the affective commitment  

 

Influence test results transactional leadership style to affective commitment did not show 

significant results. This was indicated by the value of CR -0.595 and the probability of 

significance (p) df = 0.551 at 63.  = 0.05, indicating that the effect is not significant.Magnitude 

(p) is greater than the specified significance level of  Thus the hypothesis that transactional 

leadership style significantly positive effect on affective commitment was rejected. The results 

of this study differ from findings chen (2002) which indicates that transactional leadership 

styles have a significant positive effect on affective commitment. Affective commitment is the 

employee's emotional attachment to their employers. In the context of this research nurses 

emotional attachment to the house due sakitbukan transactional leadership but rather the 

harmony of purpose between nurses and hospitals. Working as a worker in the field of health 

services is an option since the beginning of their careers working to encourage the nurses to 

have fitness goals with the organization that encourages an emotional attachment to the 

hospital. Besides that affective commitment may arise because of feelings of comfort, safety 

and the benefits received from the work that is not received from other organizations.  

 

d. The influence of transformational leadership style of affective commitment  

 

The results of testing the effects of transformational leadership style of affective commitment 

did not show significant results. This was indicated by the value of CR -1.029 and the 

probability of significance (p) df = 0.304 at 63.  = 0.05, indicating that the effect is not 

significant.Magnitude (p) is greater than the specified significance level of  Thus the 

hypothesis that transformational leadership style significantly positive effect on affective 

commitment was rejected. The results of this study differ from findings of Chen (2002) which 

showed that transformational leadership styles have a significant positive effect on affective 

commitment. Affective commitment is the employee's emotional attachment to their 

employers. As explained in the paragraph above, in the context of this study emotional 

attachment to a hospital nurse was not caused by the existence of transformational leadership, 

but more on the harmony of purpose between nurses and hospitals. and a sense of comfort, 

safety and benefits received from place to work that is not received from other organizations. 
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Based on empirical data the average mean of affective commitment and transformational 

leadership style in this study do not differ greatly so it can not contribute to the significance of 

the influence of transformational leadership style of affective commitment.  

 

e. The influence of transformational leadership style of normative commitment 

 

The results of testing the effects of transformational leadership style on normative commitment 

showed significant results. This was indicated by the value of CR -3.501 and the probability of 

significance (p) df = 0.000 at 63.  = 0.05, indicating that significant influence.Magnitude (p) 

is smaller than the specified significance level of  Thus the hypothesis that transformational 

leadership style significantly affect normative commitment is received. But the direction of the 

relationship the two constructs differ from hypothesized, which indicates a negative 

relationship.. In  this research, leadership styles, transactional and transformational walking 

side by side (mean score on average is not much different: 2.98 and 2.91). Transactional 

leadership style and Transformational a different process but nevertheless the two are not 

mutually exclusive, which means that a leader can use these two leadership styles alternately 

in different situations. According to Largomarsino and Cardona (2003), transactional 

leadership style is to destroy "a sense of obligation" a leader who could ultimately lower the 

normative commitment of employees.  

 

f. The influence of transformational leadership style of the OCB 

  

The results of testing the effects of transformational leadership style of the OCB showed no 

significant results. This was indicated by the CR value and the probability of significance of 

0.912 (p) df = 0.362 at 63.  = 0.05, indicating that the effect is not significant.Magnitude (p) 

is greater than the specified significance level of  Thus the hypothesis that transformational 

leadership style significantly positive influence on OCB rejected. The results are consistent 

with the findings Lagomarsino and Cardona (2003) which states that transformational 

leadership style has no effect on OCB. This can be explained that although the responses of the 

respondents showed a mean value of an average of 2.90 which means that respondents 

indicated OCB behavior, but this is not caused by the transformational leadership style but 

rather is caused by a sense of moral responsibility of nurses to patients, the demands of work 

and the work culture in the hospital. Ata mean values that do not average much different not 

also contribute to the significance of the influence of transformational leadership style of OCB.  

 

g. The influence of sustained commitment to OCB  

 

 

The results of testing the effects of OCB on continuance commitment shows significant results. 

This was indicated by the CR value and the probability of significance of 2.044 (p) df = 0.041 

at 63.  = 0.05, indicating that significant influence.Magnitude (p) is smaller than the specified 

significance level of  Thus the hypothesis that ongoing commitment significantly positive 

influence on OCB received. These results differ from findings in the Lagomarsino Allen Meyer 

and Cardona (2003) which states that does not affect ongoing commitment to OCB. For nurses 

with a working culture in hospitals that require nurses to work in a sincere and caring for the 

patient, fear of job loss and stagnant career best to encourage the emergence of behavior that 

exceeds the persyaratkan (OCB), 

  

h. The influence of affective commitment on OCB  
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The results of testing the effects of affective commitment on OCB showed no significant 

results. This was indicated by the value of -2.96 and the probability of CR significance (p) df 

= 0.7671 at 63.  = 0.05, indicating that the effect is not significant.Magnitude (p) is greater 

than the specified significance level of  Thus the hypothesis that affective commitment is 

significantly positive influence on OCB rejected. These results are in accordance with the 

findings of William and Anderson (1991) in the Shore and Wayne (1993). That is because the 

work culture and demands of the job instead As with nurses and affective commitment to 

encourage nurses to have OCB  

 

i. The influence of normative commitment to the OCB 

  

The results of testing the influence of normative commitment on OCB showed no significant 

results. This was indicated by the CR value and the probability of significance of 1.704 (p) df 

= 0.088 at 63.  = 0.05, indicating that the effect is not significant.Magnitude (p) is greater 

than the specified significance level of  Thus the hypothesis that normative commitment 

significantly positive influence on OCB rejected. These results differ from findings 

Largomarsino and Cardona (2003). That is because the work culture and demands of the job 

instead As with nurses and normative commitment to encourage nurses to have OCB.  

 

5. Conclusions, limitations, and implications  

 

Based on the results of the analysis and testing of hypotheses can be drawn several conclusions:  

a. Transactional Leadership styles have significantly positive impact on sustainable 

commitment  

b. Transformational leadership styles have significant negative impact on normative 

commitment  

c.   Continuance commitment have significantly positive influence on OCB  

 

Realize that this research has not been able to answer completely all the problems of research 

because of the methodological limitations. Limitations include a data collection method that is 

Cross-sectional, so the observation of the actual impact of transactional leadership style, 

transformational commitment and OCB in the period can not be observed. Also relatively 

limited number of samples. Another factor is not it studies the relationship between alternative 

models of variables other than those already proposed.  

Based on research results and limitations, it is recommended should:  

 

a. For Agency:  

 

1. The nurses have shown beyond behavior requirements needed (OCB). These conditions 

should be maintained and even enhanced, because OCB nurse is a valuable asset to improve 

the performance and quality of hospital services.  

 

2. For hospital management need to further improve some factors that may affect OCB include 

leadership styles of head nurses. Leadership training is required training for the head nurse in 

order to have effective leadership style.  

 

b. For further study:  
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1. Establishing a model of relationships between different variables are presented in this study. 

For example, by linking the variable with the transformational leadership style and  

ongoing commitment transactional leadership style with normative commitment.  

 

2. Involve other variables such as job satisfaction are believed to have an influence on 

organizational commitment and OCB. Researchers can also examine the role of organizational 

commitment variable as a variable pemediasi or pemoderasi relationship between leadership 

styles and OCB and conduct research on different objects.  

 

3. Subsequent research can also use longitudinal data and expand the research samples  
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