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ABSTRACT: This quantitative study examines the influence of transformational leadership on organizational
citizenship behavior (OCB) mediated by organizational culture and organizational commitment among nurses at
Inche Abdoel Moeis Regional Hospital, Samarinda. A total of 155 respondents were selected through purposive
sampling based on professional tenure, certification, and organizational participation. Data were analyzed using
Partial Least Squares Structural Equation Modeling (PLS-SEM), which enables simultaneous analysis of
complex relationships among latent variables. The findings reveal that transformational leadership significantly
enhances organizational culture and organizational commitment, and both mediators jointly strengthen OCB.
Furthermore, organizational culture and organizational commitment independently exert significant positive
effects on OCB, confirming dual-mediated pathways. These findings underscore the strategic importance of
leadership styles that emphasize vision, motivation, innovation, moral influence, and employee empowerment
within healthcare institutions. The study contributes theoretically by validating dual-mediation effects within a
healthcare context in Indonesia, and practically by offering recommendations to hospital governance in
improving professional citizenship behavior.

KEYWORDS: Transformational Leadership; Organizational Culture; Organizational Commitment;
Organizational Citizenship Behavior; Nursing Profession.

l. INTRODUCTION

Organizational Citizenship Behavior (OCB) is a critical determinant of service excellence, operational
effectiveness, and organizational sustainability within healthcare institutions. As frontline providers, nurses play
a central role in maintaining service quality, patient safety, and hospital operational continuity. Therefore,
optimizing behaviors beyond job descriptions is essential in environments characterized by high workload,
emotional labor, time pressure, and ethical responsibilities. This study focuses on OCB in a public hospital
setting, emphasizing behavioral aspects that support organizational goals voluntarily rather than through formal
directives.

Existing literature consistently highlights the role of leadership in shaping employee behavior,
motivation, and discretionary effort. Transformational leadership, which inspires, empowers, and emotionally
engages followers, has been widely recognized as a significant predictor of OCB. However, the pathway
between leadership and OCB is rarely direct; internal organizational mechanisms often serve as mediating
forces. Organizational culture evolves as a shared belief system that establishes value alignment, behavioral
norms, and collective identity, while organizational commitment reflects psychological attachment and loyalty
to the institution.

Several empirical studies have confirmed transformational leadership as a primary antecedent of
positive work attitudes, innovation, and commitment, particularly in public services. However, research gaps
remain concerning mediation mechanisms that explain how leadership translates into voluntary prosocial
behavior. Particularly in Indonesia's public healthcare sector, empirical studies examining dual mediation of
organizational culture and commitment are limited, making this research both contextually relevant and
theoretically contributive.

Thus, the present study aims to empirically analyze the effect of transformational leadership on OCB
while simultaneously assessing the mediating influence of organizational culture and organizational
commitment among nurses at Inche Abdoel Moeis Regional Hospital, Samarinda. The study addresses the
following research questions: Does transformational leadership directly influence OCB? Does transformational
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leadership significantly influence organizational culture and organizational commitment? Do organizational
culture and organizational commitment significantly influence OCB? Do organizational culture and
organizational commitment mediate the relationship between transformational leadership and OCB?

1. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT
Transformational Leadership

Transformational leadership refers to leadership practices that inspire, intellectually stimulate, and
emotionally engage subordinates. Leaders influence through charisma, individualized consideration,
motivational visioning, and moral integrity. They foster meaningful work, promote innovation, communicate
clear future-oriented goals, and demonstrate confidence in collective capability. In healthcare, transformational
leadership has been associated with improved team cohesion, reduced burnout, and increased professional
engagement.

Organizational Culture

Organizational culture represents the shared values, norms, assumptions, and behavioral practices that
guide employee actions. A strong culture promotes cooperation, adaptability, stability, and innovation, shaping
employees to align personal goals with institutional expectations. In hospitals, culture becomes essential in
standardizing professional ethics, patient safety norms, teamwork, and continuous learning climate.
Organizational Commitment

Organizational commitment refers to the psychological attachment and loyalty employees feel toward
an organization. It encompasses affective, continuance, and normative components that reflect emotional bond,
perceived cost of departure, and moral responsibility to remain. Higher commitment leads to increased
voluntary contribution, reduced turnover intention, and enhanced task performance.

Organizational Citizenship Behavior (OCB)

OCB refers to voluntary actions not formally rewarded but beneficial to organizational functioning,
such as helping colleagues, maintaining work discipline, promoting a positive image, and actively engaging in
organizational improvements. High OCB is associated with increased service quality, operational resilience, and
organizational adaptability.

Hypotheses

Based on the theoretical framework:

H1: Transformational leadership positively affects organizational culture.

H2: Transformational leadership positively affects organizational commitment.

H3: Transformational leadership positively affects OCB.

H4: Organizational culture positively affects OCB.

H5: Organizational commitment positively affects OCB.

H6: Organizational culture mediates the relationship between transformational leadership and OCB.

H7: Organizational commitment mediates the relationship between transformational leadership and

OCB.

1. RESEARCH METHODOLOGY

This study employed a quantitative explanatory research design using a survey-based data collection
approach. The population included all nurses working at Inche Abdoel Moeis Regional Hospital. Respondents
were selected using purposive sampling based on work experience >2 years, formal nursing certification, and
active involvement in hospital activities. A total of 155 respondents met the inclusion criteria. Data were
collected through: 1) Structured questionnaire 2) Direct observation 3) Semi-structured interviews. All variables
were measured using a Likert scale (1-5), ranging from strongly disagree to strongly agree. EM-PLS was chosen
due to: 1) Complex multivariate relationships 2) Both direct and indirect effects 3) Flexibility with sample size.
Analysis stages include: 1) Outer Model (Validity & Reliability) 1) Inner Model (Hypothesis Testing via
Bootstrapping)

V. RESULTS
This section presents the empirical findings obtained from the statistical analysis using Partial Least
Squares — Structural Equation Modeling (PLS-SEM). The analysis process includes the evaluation of (1) the
measurement model (outer model) to verify construct reliability and validity, and (2) the structural model (inner
model) to assess the strength and significance of hypothesized relationships. The results presented below are
structured sequentially to ensure clarity, methodological transparency, and interpretability in accordance with
leading SEM reporting standards (Hair et al., 2018; Henseler et al., 2016).

AJHSSR Journal Page |10



American Journal of Humanities and Social Sciences Research (AJHSSR) 2025

711 712 713 714 75 716 i
\0585 o602 0716 0870 0713 g7y0” (o0
X1
= 0.776
0792
*-0.303
0.706
o
0714
e 0704 Transformational
Leadership Citizenship
/ (1] Behavior 642
X6 ) \ Y7
&
Komikmen
0652 9751 0742 0627
On_,q:._"rz‘iasi
)
721 722 723 724 725
Figure 1: Research Model Before Elimination
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Figure 2: Research Model After Elimination
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Figure 3: Bootstrapping Research Model

Measurement Model (Outer Model) Evaluation

The evaluation of the measurement model aims to confirm whether indicators used in the instrument
sufficiently represent the underlying latent constructs. Two primary criteria are used in this stage: Convergent
Validity (Average Variance Extracted) and Composite Reliability, both of which are fundamental prerequisites
for further structural analysis.

Average Variance Extracted (AVE)

Average Variance Extracted (AVE) measures the extent to which the variance of an indicator reflects
the latent variable rather than measurement error. According to Hair et al. (2018), AVE values of > 0.50 are
considered acceptable, signifying that at least half of the indicator variance is explained by the construct. Values
below 0.50 may still be deemed admissible when accompanied by high reliability and strong theoretical
justification.

Table 1. Average Variance Extracted (AVE)

Construct AVE Value | Square Root of AVE Assessment
Transformational Leadership (X) 0.563 0.750 Valid
Organizational Culture (Z1) 0.445 0.667 | Marginal but Acceptable
Organizational Commitment (Z2) 0.508 0.713 Valid
Organizational Citizenship Behavior (Y) 0.484 0.696 | Marginal but Acceptable

The results indicate that Transformational Leadership (X) and Organizational Commitment (Z2) fulfill
the minimum AVE criterion, thus confirming adequate convergent validity. Meanwhile, Organizational Culture
(Z1) and Organizational Citizenship Behavior (Y) present AVE values slightly below the threshold. Although
marginal, these values are acceptable within the context of SEM-PLS because: (1) both constructs maintain
strong Composite Reliability, (2) the constructs are theoretically robust and contextually relevant, and (3) the
research is positioned within a behavioral and public service setting, where variations in perception are naturally
higher. Therefore, no indicator elimination or model modification is required.

Composite Reliability (CR)

Composite Reliability (CR) evaluates the internal consistency of the indicators measuring each latent
variable. CR values range between 0 and 1, with > 0.70 considered reliable. Higher values indicate that
indicators consistently represent the measured construct (Hair et al., 2018).

Table 2. Composite Reliability (CR)

Construct CR Value Assessment

Transformational Leadership (X) 0.885 Reliable
Organizational Culture (Z1) 0.848 Reliable
Organizational Commitment (Z2) 0.836 Reliable
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| Organizational Citizenship Behavior (Y) | 0.867 | Reliable

All constructs exceed the minimum CR requirement of 0.70, demonstrating strong internal consistency
and confirming that the related indicators reliably measure the latent constructs. The highest reliability is
observed in Transformational Leadership, indicating a high level of perception stability among respondents
regarding leadership dimensions such as inspirational motivation, individualized consideration, and intellectual
stimulation. Overall, these results validate the suitability of the measurement model and permit progression to
the structural model analysis.

Structural Model (Inner Model) Evaluation

Following satisfactory measurement model results, evaluation proceeds to the structural model to
determine the explanatory power (R-Square) and the significance of hypothesized relationships (direct and
indirect effects). This evaluation reveals how strongly the independent variable (Transformational Leadership)
influences the mediating variables (Organizational Culture, Organizational Commitment) and final dependent
variable (Organizational Citizenship Behavior).

Coefficient of Determination (R-Square)

R-Square (R2) reflects the ability of exogenous variables to explain the variance in endogenous

constructs. Chin (1998) classifies R? values as weak (0.19), moderate (0.33), and strong (0.67).

Table 3. R-Square Values

Endogenous Variable R? Value Interpretation
Organizational Culture (Z1) 0.421 Moderate
Organizational Commitment (Z2) 0.512 Moderate
Organizational Citizenship Behavior (Y) 0.643 Strong

The results indicate that Transformational Leadership explains 42.1% of the variance in Organizational
Culture, signifying a moderate influence. Likewise, Transformational Leadership and Organizational Culture
jointly explain 51.2% of the variance in Organizational Commitment. Most significantly, the combined
predictors (Transformational Leadership, Organizational Culture, Organizational Commitment) explain 64.3%
of the variance in OCB, indicating a strong predictive power. This result demonstrates the robustness and
explanatory adequacy of the proposed model.
Direct Effect Testing

Direct effect analysis evaluates the strength and statistical significance of the hypothesized direct
relationships. Path coefficients, t-statistics, and p-values are used as the basis for hypothesis acceptance or
rejection, with p < 0.05 and t > 1.96 considered statistically significant.

Table 4. Direct Effects of Structural Model

Relationship Coefficient (B) t-statistic p-value Conclusion
X — 71 0.649 14.730 0.000 Significant
X — 72 0.209 2.375 0.018 Significant
X—-Y 0.027 0.366 0.714 Not Significant

71 — 72 0.374 4.177 0.000 Significant
Z1—>Y 0.357 4.302 0.000 Significant
72 —>Y 0.475 6.795 0.000 Significant

The results confirm that Transformational Leadership has strong and significant effects on both
mediating variables (Organizational Culture and Organizational Commitment). However, the direct influence of
Transformational Leadership on OCB was not significant, suggesting that leadership alone does not directly
stimulate discretionary behavior unless mediated by internal organizational mechanisms. Meanwhile, both
mediators show significant effects on OCB, underscoring their crucial roles as behavioral transmission channels.
Indirect (Mediating) Effects

Indirect effects assess the mediation strength of Organizational Culture and Organizational
Commitment in transmitting the influence of Transformational Leadership to OCB.

Table 5. Indirect Effects (Mediation Testing)

Mediation Path Coefficient (B) t-statistic p-value Mediation Assessment
X—>Zl->Y 0.232 4.102 0.000 Strong Mediation
X—-722-Y 0.099 2.291 0.022 Moderate Mediation

The findings demonstrate dual mediation mechanisms. Organizational Culture provides strong
mediation, implying that leadership influence materializes into OCB primarily when internal values, shared
norms, and workplace climate are strengthened. Organizational Commitment presents moderate mediation,
signifying that emotional attachment and loyalty play a meaningful yet secondary role. Collectively, the
mediation results clarify why the direct relationship between leadership and OCB becomes insignificant.
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Overall Interpretation of Results

The empirical model demonstrates that the impact of Transformational Leadership in the public
hospital context is indirect, value-driven, and psychologically transmitted, rather than direct or unilateral. The
results emphasize that leadership must first transform internal beliefs and attachment systems before generating
extra-role behavior among nursing personnel. Such findings align with contemporary behavioral leadership
theories, which highlight that cultural and affective constructs serve as behavioral catalysts in healthcare
institutions.

V. DISCUSSION

This study set out to examine how transformational leadership (X) influences organizational citizenship
behavior (OCB, Y) among nurses in a regional public hospital, with organizational culture (Z1) and
organizational commitment (Z2) tested as mediating variables. Using SEM-PLS with a sample of 155 nurses at
RSUD Inche Abdoel Moeis, the model yields several important empirical patterns that provide both
confirmatory and corrective insights to the existing literature. At the broadest level, the findings show that
transformational leadership strongly shapes organizational culture (B = 0.649; p = 0.000) and significantly
contributes to organizational commitment ( = 0.209; p = 0.018). Organizational culture and organizational
commitment, in turn, both significantly predict OCB (B = 0.357; p = 0.000 and B = 0.475; p = 0.000
respectively). However, transformational leadership does not have a significant direct effect on OCB (B = 0.027;
p = 0.714). Instead, its influence is channeled indirectly through culture (Bind = 0.232; p = 0.000) and
commitment (Bind = 0.099; p = 0.022). This dual mediation structure is the central empirical contribution of the
study.

Overview of the Structural Pattern

The overall pattern can be summarized in three main points:

1. Leadership — Internal States (Culture, Commitment). Leadership behaviors that are inspirational,
visionary, supportive, and ethically grounded reshape the shared cultural context and strengthen the
psychological bond that nurses have with the hospital.

2. Internal States — Behavioral Outcomes (OCB). Once cultural norms and commitment are in place,
they manifest as OCB, such as helping colleagues, protecting the hospital’s reputation, voluntarily
participating in extra activities, and suggesting improvements.

3. Leadership — OCB is Fully Mediated. The nonsignificant direct path from transformational leadership
to OCB indicates that leaders do not directly “switch on” extra-role behaviors. Instead, they create
conditions (culture, commitment) that make OCB normative, meaningful, and self-sustaining.

4.

Transformational Leadership as a Cultural Architect

The strong path coefficient from Transformational Leadership to Organizational Culture (f = 0.649)
suggests that, in the context of this hospital, leaders function as cultural architects. Transformational leaders:

1. articulate a clear and compelling vision for patient care and team collaboration;

2. role-model professional ethics, compassion, and service orientation;

3. reinforce CERIA-type values (e.g., quick service, empathy, responsiveness, innovation, active service)
as shared standards rather than optional ideals;

4. create narratives that link daily tasks to the larger mission of the institution.

In practical terms, nurses are highly sensitive to how their unit heads, supervisors, and senior staff react
to crises, complaints, workload pressures, and ethical dilemmas. When leaders respond by emphasizing
learning, mutual support, and patient-centeredness, those responses crystallize into cultural expectations. Over
time, this internalization is reflected in shared language (“how things are done here”), social norms (“we don’t
leave patients unattended”), and informal sanctions (“we help colleagues when shifts are overwhelmed”). This
supports the idea that transformational leadership is less about controlling behavior and more about setting the
interpretive frame through which staff interpret their roles, responsibilities, and relationships. It explains why
transformational leadership’s influence on OCB is indirect: culture is the lens through which leadership is
experienced.

Organizational Commitment as a Psychological Bridge
The path from transformational leadership to organizational commitment ( = 0.209; p = 0.018) is
significant, though substantially weaker than the effect on culture. This indicates that leadership does contribute
to nurses’ sense of belonging, emotional attachment, and loyalty, but it is not the sole or even primary driver of
commitment. In the context of a public hospital, commitment is also shaped by:
1. professional identity as nurses,
2. job security and career progression within the civil or contractual system,
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3. experiences of fairness and respect,
4. perceived alignment between personal values and hospital mission.

Transformational leadership strengthens commitment when nurses perceive:
1. that their work is appreciated and recognized;
2. that leaders are invested in their development;
3. that decisions are ethically grounded and patient-oriented:;
4. that the hospital is moving in a positive direction.

The finding that organizational commitment significantly predicts OCB (B = 0.475; p = 0.000) aligns
with Social Exchange Theory: when employees feel valued and attached, they reciprocate through discretionary
contributions beyond formal job descriptions. It also resonates with Affective Commitment Theory: employees
who want to stay (rather than have to stay) are more likely to engage in cooperative and citizenship behaviors.
However, the smaller size of the indirect effect via commitment (Bind = 0.099) compared to culture indicates
that commitment is important, but not the dominant conduit through which leadership influences OCB.

Why the Direct Effect of Transformational Leadership on OCB Is Not Significant

One of the most important and theoretically interesting findings is that the direct path from
Transformational Leadership to OCB is not significant (B = 0.027; t = 0.366; p = 0.714). At first glance, this
may appear counterintuitive, especially since many prior studies report a positive direct effect of
transformational leadership on OCB. However, in a complex, high-stakes, and regulated context such as a
hospital:

1. Nurses do not simply “work harder” or “go the extra mile” just because they admire a leader.

2. OCB is not a lightweight behavior; it involves time, cognitive energy, emotional labor, and sometimes
personal sacrifice, such as staying beyond shift hours, assisting overwhelmed colleagues, or advocating
for patients.

3. Professional obligations are guided not only by leader expectations, but also by codes of ethics, clinical
guidelines, legal responsibilities, and interdisciplinary team norms.

Therefore, OCB is unlikely to be driven by leadership in a direct “leader says, staff complies”
mechanism. Instead, leaders must build a cultural infrastructure and a psychological contract, within which OCB
becomes the logical and meaningful expression of being a good nurse and a good organizational member. This
finding is not a “failure” of leadership, but a refinement: it clarifies that transformational leadership is powerful
insofar as it shapes deeper structures, not as an on/off behavioral switch.

Organizational Culture as the Stronger Mediator

The mediating effect of Organizational Culture (Bind = 0.232; p = 0.000) is stronger than that of
Organizational Commitment (Bind = 0.099; p = 0.022). This indicates that shared norms, values, and
expectations play a more central role in translating leadership influence into OCB than individual-level
attachment alone.

Key reasons include:

1. Culture is Collective and Self-Reinforcing. Once cultural norms are established e.g., “we always help
when a ward is short-staffed” individual nurses feel socially compelled to display OCB. The behavior
becomes less about personal preference and more about collective identity.

2. Culture Reduces Ambiguity in High-Stress Contexts. Hospitals are frequently characterized by high
workloads, unpredictable emergencies, and emotional strain. A well-defined culture provides
behavioral scripts, reducing hesitation and uncertainty about what is expected in difficult situations.

3. Culture Bridges Leadership Turnover or Inconsistency. Leaders may change, be promoted, or differ in
style from unit to unit. Culture, however, tends to persist longer, providing continuity and stability.
This ensures that OCB is not entirely contingent on the presence of a specific leader.

Thus, leadership that invests in building a coherent, inclusive, and ethically robust culture has a more
enduring impact on OCB than leadership that focuses solely on motivating individuals.

Organizational Commitment as a Complementary Mediator
While weaker than culture, the mediating role of organizational commitment remains statistically
significant and conceptually important. Commitment operates as a personal motivational engine, reinforcing
OCB in several ways:
1. Nurses who feel emotionally attached to the hospital are more likely to prioritize organizational goals
over narrow personal convenience.
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2. Commitment enhances the willingness to accept temporary burdens (e.g., covering shifts, volunteering
for committees) in the belief that such acts contribute to the long-term success of the hospital
community.

3. Committed staff are less transactional; they evaluate the relationship with the hospital not only in terms
of pay and workload, but also meaning, purpose, and identity.

The positive and strong path Z2 — Y (B = 0.475) suggests that once commitment is in place, it is a
powerful driver of OCB. However, since leadership’s effect on commitment is more modest (B = 0.209), the
overall indirect effect via commitment is smaller than via culture. In short, culture builds the shared “rules of the
game”; commitment fuels the personal desire to play that game well.

Contextualizing the Findings within the Indonesian Public Health System

The setting of this study a public regional hospital in Indonesia is not neutral. It is shaped by:
Bureaucratic structures,

Regulations regarding staffing and service standards,

Budgetary constraints,

National health insurance dynamics, and

Local socio-cultural expectations regarding public service.

In such a context, OCB in nursing is not just an extra plus; it is often a compensatory mechanism for
resource shortages, patient overload, and systemic inefficiencies. However, because nurses operate under heavy
ethical and legal scrutiny, they cannot simply extend themselves beyond formal duties without a clear sense of
cultural support and organizational backing. This explains why culture and commitment are crucial: they
provide the psychological safety, moral justification, and sense of shared burden that make OCB both
sustainable and legitimate.

agrwnE

VI. CONCLUSION
Transformational leadership in RSUD Inche Abdoel Moeis does matter, but its impact on nurses’ OCB
is indirect and mediated. Leadership is effective when it succeeds in building a strong, value-driven
organizational culture and fostering solid organizational commitment. OCB emerges not as a simple behavioral
reaction to leadership, but as a complex outcome of cultural alignment and psychological ownership.

Specific Conclusions per Hypothesis
To make the conclusions precise, they can be summarized in relation to each research hypothesis:

1. H1: Transformational leadership — Organizational culture, Supported. Transformational leadership
significantly strengthens organizational culture (f = 0.649; p = 0.000). Leaders shape shared norms,
values, and behavioral expectations among nurses, laying the groundwork for cooperative and patient-
centered conduct.

2. H2: Transformational leadership — Organizational commitment, Supported. Transformational
leadership has a positive and significant effect on organizational commitment (f = 0.209; p = 0.018).
Nurses who perceive their leaders as supportive, visionary, and fair are more likely to feel emotionally
attached and loyal to the hospital.

3. H3: Transformational leadership — OCB, Not supported. The direct effect is statistically non-
significant (B = 0.027; p = 0.714). This indicates that leadership alone, without supporting internal
mechanisms, is insufficient to generate extra-role behavior among nurses.

4. H4: Organizational culture — Organizational commitment, Supported. Organizational culture
significantly influences organizational commitment (§ = 0.374; p = 0.000). A culture that emphasizes
teamwork, respect, safety, and service excellence encourages nurses to internalize the hospital’s goals
as their own.

5. HS: Organizational culture — OCB, Supported. Organizational culture has a significant positive effect
on OCB (B = 0.357; p = 0.000). When cultural norms value mutual support, responsibility, and
initiative-taking, OCB becomes normalized and expected.

6. H6: Organizational commitment — OCB, Supported. Organizational commitment strongly and
significantly predicts OCB (B = 0.475; p = 0.000). Nurses who feel committed are inclined to
voluntarily help colleagues, uphold hospital reputation, and contribute beyond formal requirements.

7. H7: Mediation via culture and commitment, Supported. Organizational culture (Bind = 0.232; p =
0.000) and organizational commitment (Bind = 0.099; p = 0.022) both mediate the influence of
transformational leadership on OCB. Culture is the stronger mediator, indicating that leadership’s
influence becomes durable and impactful when embedded into shared norms.

Summary of Contributions
This study contributes to:
1. Theory: by clarifying that leadership effects on OCB in healthcare are indirect, mediated by culture and
commitment, and context-dependent.
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2. Methodology: by employing SEM-PLS in a dual-mediation model in a public hospital context.
3. Practice: by demonstrating that leadership development programs must be complemented by deliberate
culture-building and commitment-enhancing interventions.

Theoretical Implications

1. Refinement of Leadership—OCB Relationship. The study refines the commonly assumed simple path
“Transformational Leadership — OCB” and confirms the importance of intervening variables. This
aligns with and extends models proposing mediators like trust, justice, and empowerment by
specifically emphasizing culture and commitment in a healthcare context.

2. Integration of Social Exchange and Institutional Perspectives. The results indicate that both individual-
level exchange mechanisms (commitment) and organizational-level institutional mechanisms (culture)
are necessary to fully understand OCB. This suggests that future theories should adopt multilevel
frameworks to avoid over-simplifying leadership outcomes.

3. Contextualization of OCB in Healthcare. OCB in hospitals is ethically and professionally loaded, not
merely discretionary “good citizenship.” This study indicates that OCB theories must account for
clinical and ethical dimensions, especially in high-risk environments.

Methodological Implications

1. Utility of SEM-PLS in Healthcare HRM Research. By successfully modeling complex relationships
with mediators and multiple latent variables using a moderate sample size (N = 155), the study
demonstrates the suitability of SEM-PLS in nursing and healthcare management research, where
sample sizes are often constrained.

2. Importance of Dual Mediator Models. The adoption of a dual mediating structure (culture and
commitment) highlights the necessity for researchers to avoid single-mediator simplifications.
Behavioral outcomes like OCB are seldom explained by single pathways.

3. Need for Multi-Source and Longitudinal Designs. Although this study uses cross-sectional survey data,
the findings suggest that future work should incorporate longitudinal or multi-wave designs, as changes
in leadership, culture, and commitment are likely dynamic over time.

Managerial Implications
1. Leadership Development Programs
a. Invest in structured leadership training emphasizing transformational behaviors: articulating
vision, role modeling ethics, individualized support, and intellectual stimulation.
b. Encourage leaders to translate abstract values into daily practices, such as debriefing after
critical incidents, recognizing teamwork, and openly discussing ethical challenges.
2. Deliberate Culture-Building Interventions
a. Formalize and socialize the hospital’s core values (e.g., CERIA: fast, empathetic, responsive,
innovative, actively serving) through orientation programs, rituals, storytelling, internal
campaigns, and symbols.
b. Create forums where nurses can discuss how to apply hospital values to real clinical
dilemmas, thereby deepening cultural internalization.
3. Strengthening Organizational Commitment
a. Implement fair, transparent, and inclusive HR practices related to promotion, shift scheduling,
and performance appraisal.
b. Offer career development opportunities, continuous education, and recognition mechanisms
that communicate to nurses that the organization invests in their future.
4. Embedding OCB in Performance and Feedback Systems
a.  While OCB should remain discretionary, leaders can signal its importance by acknowledging,
celebrating, and informally rewarding behaviors such as helping colleagues, mentoring
juniors, and safeguarding hospital reputation.

Policy Implications

1. Incorporating Leadership and Culture into Hospital Accreditation. Accreditation programs can
integrate leadership and cultural indicators, such as evidence of transformational leadership efforts,
safety culture, and teamwork quality.

2. Designing National Frameworks for Nurse Engagement. Policymakers could encourage hospitals to
adopt staff engagement frameworks, with guidelines for leadership development, culture assessments,
and OCB-enhancing practices.

3. Supporting Research and Benchmarking. More systemic support is required to promote evidence-based
management in public hospitals, including comparative studies on culture, leadership, and OCB across
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regions and hospital types.

Implications for Nursing Practice and Professional Identity
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1.

2.

From a professional viewpoint, the study reinforces that:
OCB is not merely a favor to the leader, but an expression of professional identity as a nurse,
committed to patient welfare and collegial solidarity.
Participation in OCB can be framed as part of clinical excellence, e.g., mentoring junior nurses,
contributing to quality improvement committees, and participating in hospital-wide initiatives.
Nurse leaders at the ward level can play a critical role as role models, demonstrating that
professionalism includes not only technical competence but also organizational citizenship.
REFERENCES
Adamy, M. (2016). Human resource management. UNIMAL Press.
Agustina, T., Umiyati, H., Komalasari, Y., Masli, A., Putra, R. S., Kusuma, C. S. D., & Aristiana, I. N.
(2020). Organizational behavior (A. Sudirman, Ed.). CV. Media Sains Indonesia.
Ahsan, M. J. (2024). Unlocking sustainable success: Exploring the impact of transformational leadership,
organizational culture, and CSR performance on financial performance in the Italian manufacturing
sector. Social Responsibility Journal, 20(4), 783-803.
Al Issa, H., & Omar, M. M. S. (2024). Digital innovation drivers in retail banking: The role of leadership,
culture, and technostress inhibitors. International Journal of Organizational Analysis, 32(11), 19-43.
Alauddin, T. I, & Yunus, E. (2022). The influence of organizational culture and organizational
commitment on organizational citizenship behaviour through job satisfaction in Dental and Oral Hospital
Nala Husada Surabaya. Sinergi: Jurnal IImiah Ilmu Manajemen, 12(1), 27-34.
Ali, M., Niu, X., & Rubel, M. R. B. (2024). The influence of transformational and transactional
leadership on employee retention: Mediating role of employee engagement. Management Matters, 21(2),
164-190.
Alshahrani, 1. (2024). Integration of innovative work behavior through transformational leadership in the
Saudi healthcare sector: A systematic review. Arab Gulf Journal of Scientific Research, 42(3), 481-497.
Amankwaa, A., Gyensare, M. A., & Susomrith, P. (2019). Transformational leadership with innovative
behaviour: Examining multiple mediating paths with PLS-SEM. Leadership & Organization
Development Journal, 40(4), 402—-420.
Ameer, N. (2017). Impact of organizational culture on employee performance and organizational
citizenship behaviour (OCB). International Journal of Business and Administrative Studies, 3(5), 183-
196.
Ametepe, P. K., Otuaga, E. U., & Nnaji, C. F. (2024). The moderating role of workplace ostracism
between employee training, employee participation and organizational commitment among bank
employees. Arab Gulf Journal of Scientific Research, 42(2), 239-258.
Amruddin. (2022). Quantitative research methodology. CV. Pradina Pustaka Grup.
Arifiani, R. S., Sudiro, A., & Indrawati, N. K. (2020). The role of organizational culture and job
satisfaction in mediating the effect of transformational leadership on organizational citizenship
behaviour. Jurnal Aplikasi Manajemen, 18(3), 555-562.
Ausat, A. M. A, Suherlan, T. P., & Hirawan, Z. (2022). Effect of transformational leadership on
organizational commitment and work performance. Journal of Leadership in Organizations, 4(4), 61-82.
https://doi.org/10.22146/jl0.71846
Azmy, A. (2021). Implications of job satisfaction, organizational commitment, and organizational culture
on organizational citizenship behaviour in electrical professional organizations in Indonesia.
International Journal of Applied Business Research, 3(2), 151-168.
Basalamah, C. S. B., & Ardana, I. K. (2020). Organizational commitment in mediating the influence of
transformational leadership on organizational citizenship behaviour. American Journal of Humanities
and Social Sciences Research (AJHSSR), 4(12), 434-440.
Bauwens, R., Audenaert, M., & Decramer, A. (2024). Performance management systems, innovative
work behavior and the role of transformational leadership: An experimental approach. Journal of
Organizational Effectiveness: People and Performance, 11(1), 178-195.
Cao, T. T., & Le, P. B. (2024). Impacts of transformational leadership on organizational change
capability: A two-path mediating role of trust in leadership. European Journal of Management and
Business Economics, 33(2), 157-173.
Cera, E., Cera, G., & Elezi, E. (2024). Commitment-based HRM and inbound open innovation in SMEs:
The role of organizational trust and developmental culture. Journal of Organizational Effectiveness,
11(3), 659-679.
Changaranchola, M. N., & Samantara, R. (2024). Organizational justice and organizational citizenship
behaviour: Exploring the mediating role of psychological well-being at work. Rajagiri Management
Journal, 18(3), 233-250.

AJHSSR Journal Page |18


https://doi.org/10.22146/jlo.71846

American Journal of Humanities and Social Sciences Research (AJHSSR) 2025

[20]

[21]

[22]
[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]
[33]
[34]
[35]

[36]

[37]

[38]

[39]

[40]

[41]

Daud, A. C., Sidin, I., & Amgam, H. (2019). The impact of nurse cultural values on organizational
citizenship behaviour in Hasanuddin University Hospital Makassar: The role of gender. Dama Academic
Scholarly Journal of Researchers, 4(6), 1-4.

Dewi, D. Y., Supriadi, Y. N., & Iswanto, A. H. (2022). The effect of transformational leadership, quality
of work-life on organizational citizenship behaviour with organizational commitment mediation. Journal
of Social Science, 3(2), 1-10.

Dody, O. (2012). Transformational leadership in nursing practice. [Journal name missing], 21(20), 1-15.
Dogbe, C. S. K., Ablornyi, K. K., Pomegbe, W. W. K., & Duah, E. (2024). Inducing employee
performance among state-owned enterprises through employee ethical behavior and ethical leadership.
Social Responsibility Journal, 20(7), 1378-1397.

Esmi, K., Piran, M., & Hayat, A. A. (2017). An examination of the mediating effect of organizational
culture on the relationship between transformational leadership and organizational citizenship behaviour.
Journal of Health Management and Information, 4(4), 114-119.

Fahy, A., & McCartney, S. (2024). Investigating the indirect impact of transformational leadership on
performance and work alienation; Evidence from school principals navigating COVID-19. Leadership &
Organization Development Journal, 45(5), 877-898.

Fahy, A., McCartney, S., Fu, N., & Roche, J. (2024). Investigating the indirect impact of
transformational leadership on performance and work alienation: Evidence from school principals
navigating COVID-19. Leadership & Organization Development Journal, 45(5), 877-898.

Firmansyah, A., Junaedi, I. W. R., Kistyanto, A., & Azzuhri, M. (2022). The effect of perceived
organizational support on organizational citizenship behaviour and organizational commitment in public
health center during COVID-19 pandemic. Frontiers in Psychology, 13, Article 892585.

Freire, C., & Azevedo, A. (2024). “Look before you leap”: Comparing the turnover intention of nurses as
public servants and private employees. Journal of Organizational Effectiveness: People and
Performance, 11(3), 639-658.

Hariani, B., & Masdupi, E. (2019). The effect of transformational leadership, PEP, POS and
organizational commitment on OCB: A literature review. Advances in Economics, Business and
Management Research, 97, 1-6.

Hartini, Ramaditya, M., Irwansyah, R., Putri, D. E., Ramadhani, I., Wijiharta, Bairizki, A., Firmadani, F.,
Febrianty, Suandi, Julius, A., Pangarso, A., Satriawan, D. G., Indiyati, D., Sudarmanto, E., Panjaitan, R.,
Lestari, A. S., & Farida, N. (2021). Organizational behavior (E. Kembauw, Ed.; 1st ed.). Widina Bhakti
Persada Bandung.

Hermawanto, A. R., Ahman, E., & Supriadi, Y. N. (2022). Mediation effects of organizational
commitment between organizational citizenship behaviour, transformational leadership, and quality of
work life. Quality — Access to Success, 23(189), 107-113.

Hidayah, N., & Fadila, E. N. (2019). Transformational leadership directly and indirectly effect on nurse
performance: Organizational culture as intervening variables. Asian Social Work Journal, 4(1), 1-10.
Hossain, M. M. (2020). Organizational citizenship behaviour and organizational commitment among
clinical nurses in Bangladesh. Open Journal of Nursing, 10(7), 693—704.

Idris, A. S., Soetjipto, B. E., & Supriyanto, A. S. (2021). Predicting factors of organizational citizenship
behaviour in Indonesian nurses. Heliyon, 7(12), e08590.

Idrus, A. (2022). Commitment (An empirical study of seriousness, agreement, organizational climate and
lecturers’ job satisfaction) (1st ed.). Perkumpulan Rumah Cemerlang Indonesia.

Igbal, K., Fatima, T., & Naveed, M. (2020). The impact of transformational leadership on nurses’
organizational commitment: A multiple mediation model. European Journal of Investigation in Health,
Psychology and Education, 10(1), 262-275.

Jaswal, N., Sharma, D., Bhardwaj, B., & Kraus, S. (2024). Promoting well-being through happiness at
work: A systematic literature review and future research agenda. Management Decision, 62(13), 332—
369.

Jiatong, W., Wang, Z., Alam, M., Murad, M., Gul, F., & Gill, S. A. (2022). The impact of
transformational leadership on affective organizational commitment and job performance: The mediating
role of employee engagement. Frontiers in Psychology, 13, Article 831060.

Kareem, J., Patrick, H. A., & Prabakaran, N. (2024). Exploring the factors of learning organization in
school education: The role of leadership styles, personal commitment, and organizational culture. Central
European Management Journal, 32(x), 1-20.

Kartono, K., Astuti, R. P., & Febriyani, L. (2020). Motivation and job satisfaction impact on
organizational citizenship behaviour. Advances in Economics, Business and Management Research, 123,
91-95.

Kasmiruddin, K., Dailiati, S., Hernimawati, H., Prihati, P., & Sputra, T. (2022). The effect of
transformational leadership on organizational citizenship behaviour and nurse loyalty as intervening

AJHSSR Journal Page |19



American Journal of Humanities and Social Sciences Research (AJHSSR) 2025

[42]

[43]

[44]

[45]
[46]

[47]

[48]

[49]

[50]

[51]

[52]

[53]

[54]

[55]
[56]

[57]
[58]

[59]
[60]
[61]
[62]

[63]

[64]

variable (Empirical study of medical employees at RSIA EB). International Journal of Science,
Technology & Management, 3(4), 997-1011.

Kasmiruddin, Heriyanto, M., & Hernimawarti. (2024). Effect of organizational culture on organizational
commitment and nurse involvement as intervening variable: Study at maternity hospital business in
Pekanbaru City, Indonesia. International Journal of Science, Technology & Management, 5(x), 1-15.
Kim, H. S., & Wang, J. (2024). Silence in the workplace: What do we know from research? European
Journal of Training and Development, 48(10), 56-83.

Koomson, S. (2024). Job commitment, total quality management, information communication
technology adoption, toxic leadership and job demands: A conceptual framework for student retention.
PSU Research Review, 8(2), 403-410.

Kurniawan, A. W. (2016). Quantitative research methods. PANDIVA.

Lappalainen, P., Saunila, M., Ukko, J., Rantanen, H. J., & Rantala, T. (2024). Diagnosing leadership:
Construction and validation of the leadership impact inventory. International Journal of Productivity and
Performance Management, 73(11), 294-324.

Laras, T., Jatmiko, B., & Tri Nugroho, F. J. H. (2021). The influence of organizational citizenship
behaviour and organizational culture on the performance of education employees as mediated by job
satisfaction (Survey at the private university of Sleman Regency in Yogyakarta). Kinerja, 25(2), 307—
332.

Lestari, E. R., & Ghaby, N. K. F. (2018). The influence of organizational citizenship behaviour on
employee’s job satisfaction and performance. Industria: Jurnal Teknologi dan Manajemen Agroindustri,
7(2), 116-123.

Lestari, I., & Riyanto, S. (2021). The effect of organizational culture, transformational leadership, and
job satisfaction of the National Library Republic of Indonesia on organizational citizenship behaviour
(OCB). Archives of Business Research, 9(7), 100-115.

Liwaul, L., Kamaluddin, M., Suaib, E., & Dali, N. (2021). The influence of motivation on organizational
citizenship behaviour of Halu Oleo University employees. Academic Research International, 12(1), 58—
69.

Ludwikowska, K., Zakkariya, K. A., & Aboobaker, N. (2024). Academic leadership and job
performance: The effects of organizational citizenship behaviour and informal institutional leadership.
Asian Education and Development Studies, 14(1), 18-44.

Mahfudz, Sukresna, M., Laksana, R. D., & Shaferi, 1. (2019). Developing organizational citizenship
behaviour on public organizational performance. Journal of International Conference Proceeding, 2(3),
129-138.

Mcilveene, T. R., Davis, M., & White, S. (2024). How could you think that? Supervisor misattribution
leads to reduced subsequent employee organizational citizenship behaviour. European Journal of
Management Studies, 29(3), 321-337.

Mohassel, A. H., Hesarzadeh, R., & Velashani, M. A. B. (2024). Leadership style, knowledge sharing,
and audit quality. European Journal of Management and Business Economics, 33(3), 306-323.

Muhdar. (2015). Corporate organizational citizenship behaviour. Sultan Amai Press.

Mujanah, S., Aju Brahmasari, I., & Aju Brahma Ratih, 1. (2019). The impact of collective ambition,
organizational culture, and organizational commitment on organizational citizenship behaviour and the
women’s cooperatives’ performance in East Java, Indonesia. International Journal of Civil Engineering
and Technology, 10(8), 30-44.

Mulyaningsih. (2018). Organizational culture (N. Kania, Ed.). CV Kimfa Mandiri.

Mutonyi, B. R., Slatten, T., & Lien, G. (2021). Fostering innovative behavior in health organizations: A
PLS-SEM analysis of Norwegian hospital employees. BMC Health Services Research, 21, 470.

Nanang, A. S., Setiawan, M., Hadiwidjojo, D., & Idris, I. (2021). Transformational leadership and
organizational citizenship behaviour: Exploring the mediation of organizational learning culture and
organizational justice. Jurnal Pendidikan Bisnis dan Manajemen, 7(2), 66—79.

Naway, F. A. (2017). Organizational citizenship behaviour. Ideas Publishing.

Naway, F. A. (2018). Organizational citizenship behaviour in organizational performance. Zahir
Publishing.

Nazarian, A., Zaeri, E., Foroudi, P., Afrouzi, A., & Atkinson, P. (2024). To lead or not to lead? A
cultural examination of leadership in independent hotels. International Hospitality Review, 36(4), 1-21.
Nguyen, P. H., Nguyen, L. T., & Nguyen, L. T. C. (2024). Target similarity and gender difference:
Effects of servant leadership on supervisory commitment and supervisory citizenship behavior. 1IM
Ranchi Journal of Management Studies, 3(2), 92-107.

Nurjanah, S., Pebianti, V., & Handaru, A. W. (2020). The influence of transformational leadership, job
satisfaction, and organizational commitments on organizational citizenship behaviour (OCB) in the

AJHSSR Journal Page |20



American Journal of Humanities and Social Sciences Research (AJHSSR) 2025

[65]

[66]

[67]

[68]

[69]

[70]

[71]
[72]

[73]

[74]

[75]

[76]

[77]

[78]

[79]

[80]

[81]

[82]

[83]

[84]

Inspectorate General of the Ministry of Education and Culture. Cogent Business & Management, 7(1), 1-
14,

Nurrahman, E., & Wibawa, I. M. A. (2022). Organizational commitment mediates the effect of
transformational leadership and organizational culture on organizational citizenship behaviour.
International Journal of Business Management and Economic Review, 5(6), 167-174.

Opolot, J. S., Lagat, C., Kipsang, S. K., & Muganzi, Y. K. (2024). Organizational culture and
organizational commitment: The moderating effect of self-efficacy. Journal of Humanities and Applied
Social Sciences, 6(3), 280-296.

Otman Tirtayasa, C., & Arrozi, M. (2022). Effect of transformational leadership and work stress on
organizational citizenship behaviour with organizational commitment as an intervening variable.
International Journal of Nursing and Health Services (IJNHS), 5(6), 559-571.

Otoo, F. N. K., & Rather, N. A. (2024). Human resource development practices and employee
engagement: The mediating role of organizational commitment. Rajagiri Management Journal, 18(3),
202-232.

Pangastuti, R. L., & Kristanti, D. (2021). Influence of organizational citizenship behaviour and work
motivation on job performance of PT JNE Kota Kediri. Jurnal Ekonomi & Bisnis Jagaditha, 8(1), 48-60.
Pfister, J. A., Otley, D., Ahrens, T., Dambrin, C., Darwin, S., Granlund, M., Jack, S. L., Lassila, E. M.,
Millo, Y., Peda, P., Sherman, Z., & Wilson, D. S. (2024). Performance management in the prosocial
market economy: A new paradigm for economic performance and sustainability. Qualitative Research in
Accounting & Management, 21(5), 397-443.

Pigola, A., et al. (2024). Transformational leadership addressing team performance: Situational
challenges in corporate settings. Journal of Work-Applied Management, 15(x), 1-20.

Rahmad Solling Hamid. (2019). Variance-based structural equation modeling (SEM): Basic concepts
and applications with SmartPLS 3.2.8 in business research. PT Inkubator Penulis Indonesia.
Ravina-Ripoll, R., Diaz-Garcia, G. A., Ahumada-Tello, E., & Galvan-Vela, E. (2024). Emotional wage,
happiness at work, and organizational justice as triggers for happiness management. Journal of
Management Development, 43(2), 236-252.

Rimatanti, N. F., & Darman, A. (2023). The influence of quality of work life (QWL), organizational
commitment (OC), and transformational leadership on organizational citizenship behaviour (OCB)
(Study on nurses at RSUD dr. R. Goeteng Taroenadibrata Purbalingga). JESH: Journal of Social,
Economics, and Humanities, 1(1), 13-26.

Rindu, R., Lukman, S., Hardisman, H., Hafizurrachman, M., & Bachtiar, A. (2020). The relationship
between transformational leadership, organizational commitment, work stress, and turnover intentions of
nurse at private hospital in Indonesia. Medical Science and Healthcare Practice, 15(8), 551-557.*
(adjust journal if needed)

Romli, Jus’at, 1., & Indrawati, R. (2022). The effect of transformational leadership style and
compensation on employee performance with employee motivation as intervening variable. European
Journal of Business and Management Research, 7(5), 208-214.

Rostiawati, E. (2020). Increasing organizational citizenship behaviour among civil servants. In A. Jejen,
A. Ghazali, & Y. D. B. Doho (Eds.), [Book series information unclear]. Widina Bhakti Persada
Bandung.

Rosyada, N. F., & Rahadjo, M. (2016). The effect of organizational culture and organizational
commitment on OCB. Diponegoro Journal of Management, 5(3), 1-12.

RSUD l. A. Moeis. (2023). IKM TW I 2023 [PDF].
https://iamoeis.samarindakota.go.id/assets/ppid/assets/img/informasi-

publik/BERKALA/IKM_TW _11_2023.pdf

Rudawska, A. (2024). Commitment-based human resource practices, job satisfaction and proactive
knowledge-seeking behavior: The moderating role of organizational identification. Central European
Management Journal, 32(2), 1-19.

Ruhana, 1. (2021). What are the factors that influence OCB in hospital nurses in Malang. Advances in
Economics, Business and Management Research, 191, 217-221.

Sahir, S. H., Handiman, U. T., Ainun, W. O. N., Purba, B., & Silalahi, M. (2022). Leadership and
organizational culture. In A. Karim & J. Simarmata (Eds.), Jurnal Politik dan Sosial Kemasyarakatan:
Vol. 10 (1st ed.). Yayasan Kita Menulis.

Salfarini, E. (2023). Mediating effects of organizational commitment on organizational citizenship
behaviour in contract nurses. Management and Sustainable Development Journal, 5(1), 63-75.

Santos, G. G., Pinho, J. C., Ferreira, A. P., & Vieira, M. (2024). Psychological contract breach and
organizational citizenship behaviours: The moderating role of contract type. Management Research
Review, 47(1), 18-44.

AJHSSR Journal Page |21


https://iamoeis.samarindakota.go.id/assets/ppid/assets/img/informasi-publik/BERKALA/IKM_TW_II_2023.pdf
https://iamoeis.samarindakota.go.id/assets/ppid/assets/img/informasi-publik/BERKALA/IKM_TW_II_2023.pdf

American Journal of Humanities and Social Sciences Research (AJHSSR) 2025

[85]

[86]

[87]

[88]

[89]
[90]
[91]
[92]
[93]
[94]
[95]

[96]

[97]
[98]

[99]

[100]
[101]

[102]

[103]

[104]

[105]

[106]

[107]

[108]

[109]

Sari, S. R., Dewi, D. N. A. M., & Digdowiseiso, K. (2022). The role of transformational leaders in
cultivating ethical work to improve organizational citizenship behaviour. Jurnal Manajemen Maranatha,
22(1), 41-52.

Schneider, J., et al. (2024). Navigating values: Leadership behaviors for enhancing police organizational
identity. Policing: An International Journal, 47(5), 1-20.

Sedlatik, Z., Bauwens, R., & van Engen, M. (2024). Needs before deeds: Psychological need satisfaction
as a mechanism linking inclusive leadership to organizational citizenship behaviour. Leadership &
Organization Development Journal, 45(1), 51-63.

Senadjki, A., et al. (2024). Unlocking the potential: The impact of digital leadership on firms’
performance through digital transformation. Journal of Business and Socio-economic Development, 4(2),
161-177.

Shaaban, S. (2018). The impact of motivation on organizational citizenship behaviour (OCB): The
mediation effect of employees” engagement. Journal of Human Resource Management, 6(2), 58-66.
Shaleh, M. (2018). Leadership and organization (D. llham, Ed.; 1st ed.). Lembaga Penerbit Kampus
IAIN Palopo.

Solissa, J. T., Latuihamallo, J., & Lewabherilla, N. C. (2022). The influence of organizational culture and
work involvement on employee performance with organizational commitment as an intervening variable.
Manis: Jurnal Manajemen dan Bisnis, 6(1), 11-22.

Srimulyani, V. A., & Hermanto, Y. B. (2022). Organizational culture as a mediator of credible leadership
influence on work engagement: Empirical studies in private hospitals in East Java, Indonesia. Humanities
and Social Sciences Communications, 9, 274.

Suriagiri. (2020). Transformational leadership (D. Hermina, Ed.). CV. Radja Publika.

Suryadi. (2019). Transformational leadership, community participation and school management quality.
TareBooks.

Syah, L. Y. (2017). Organizational behavior: Concepts and implementation. Media.

Tan, A. B. C,, et al. (2024). Lean innovation training and transformational leadership for employee
creative role identity and innovative work behavior in a public service organization. International
Journal of Lean Six Sigma, 15(8), 1-31.

Tebay, V. (2021). Organizational behavior. Deepublish.

Tirtayasa, C. O., Arrozi, M., & Nofierni. (2022). Effect of transformational leadership and work stress on
organizational citizenship behaviour with organizational commitment as an intervening variable.
International Journal of Nursing and Health Services (IJNHS), 5(6), 559-566.

Tuala, R. P. (2020). Organizational culture and leadership in Islamic educational institutions. Pusaka
Media.

Udin, M. B. (2021). Textbook of educational statistics. Forum Statistika dan Komputasi.

Uliyah, I., & Riyanto, S. (2021). The effect of organizational culture and employee competence on
organizational citizenship behaviour (OCB) with work motivation as a mediation variable (Case study in
Pekalongan District Land Office). European Journal of Business and Management Research, 6(5), 70—
77.

Vargas-Halabi, T., & Yagle-Perales, R. M. (2024). Organizational culture and innovation: Exploring the
“black box.” European Journal of Management and Business Economics, 33(2), 174-194.

Wahyudyasa, P. T. J., & Kusumapradja, R. (2023). Transformational leadership styles and mentoring
functions towards a culture of patient safety moderated by competence of the nurse at Metro Hospitals
Cikarang. International Journal of Nursing and Health Services (IINHS), 6(4), 225-231.

Wangchuk, S., Murari, K., & Das, P. K. (2024). Managerial coaching as antecedent to employee
engagement and organization citizenship behaviors: Evidence from India. Vilakshan — XIMB Journal of
Management, 21(2), 210-228.

Wibawa, I. W. S., & Putra, M. S. (2018). The effect of organizational culture on organizational
commitment mediated by job satisfaction. E-Jurnal Manajemen Unud, 7(6), 3027-3058.

Widarko, A., & Anwarodin, M. K. (2022). Work motivation and organizational culture on work
performance: Organizational citizenship behaviour (OCB) as mediating variable. Golden Ratio of Human
Resource Management, 2(2), 123-138.

Yan Syah, S. E., & Syah, M. S. (2017). Organizational behavior: Concepts and implementation. IN
MEDIA.

Yosefina, Yasri, & Abror. (2021). The effect of transformational leadership, job satisfaction, and
organizational culture on organizational citizenship behaviour (OCB): Organizational commitment as an
intervening variable. [Journal name missing].

Ystaas, L. M. K., Nikitara, M., Ghobrial, S., Latzourakis, E., Polychronis, G., & Constantinou, C. S.
(2023). The impact of transformational leadership in the nursing work environment and patients’
outcomes: A systematic review. Nursing Reports, 13(3), 1271-1290.

AJHSSR Journal Page |22



American Journal of Humanities and Social Sciences Research (AJHSSR) 2025

[110] Yusuf, R. M., & Syarif, D. (2017). Organizational commitment: Definition, antecedents and
consequences. Nas Media Pustaka.

[111] Zaccone, M. C., & Pedrini, M. (2024). Cultivating inclusive leadership: A catalyst for enhanced
organizational citizenship. Corporate Governance: The International Journal of Business in Society,
24(1), 18-44.

[112] Zebua, D. K. (2023). The effect of organizational culture on organizational commitment and job
performance with job satisfaction as an intervening variable. Jurnal Cakrawala llmiah, 2(11), 1-12.

[113] Zeng, L., Feng, F., Jin, M., Xie, W., Li, X,, Li, L., Peng, Y., & Wang, J. (2023). Psychological capital
and organizational citizenship behaviour among nurses during the COVID-19 epidemic: Mediation of
organizational commitment. BMC Nursing, 22, 172.

[114] Zgrzywa-Ziemak, A. H., Walecka-Jankowska, K. A., & Zimmer, J. (2025). The effect of organizational
learning on business sustainability — The role of distributed leadership. The Learning Organization,
32(1), 7-34.

AJHSSR Journal Page |23



