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Preface

Dear Distinguished Delegates and Guests,

The Conference Committee warmly welcomes our distinguished delegates and guests to the 2015
International Conference on Management, Finance and Entrepreneurship (ICMFE-2015) held on April 11-
12 in Medan, Indonesia.

ICMFE-2015 is organized by International Foundation for Research and Development (IFRD). The
conference is aimed at discussing with all of you the wide range of problems encountered in present and
future issues in economies and Societies. ICESS-2015 is organized in collaboration with Universitas Islam
Sumatera Utara, Medan, Indonesia, Yildirim Beyazit University, Turkey, Shinawatra International
University, Thailand, PERTRE ANDERI of IASI, Romania and National Academy of Management,
Ukraine where researchers from around the world presented their work. The conference committee is
itself quite diverse and truly international, with membership around the world.

Proceeding records the fully refereed papers presented at the conference. Main conference themes and
tracks are Management, Finance and Entrepreneurship. Conference aims to bring together researchers,
scientists, engineers and practitioners to exchange and share their experiences, new ideas and research
results about all aspects of the main conference themes and tracks and discuss the practical challenges
encountered and the solutions adopted. The main goal of the event is to provide a scientific forum for
exchange of new ideas in a number of fields that interact in depth through discussions with their peers
from around the world.

Conference has solicited and gathered technical research submission related to all aspects of major
conference themes and tracks. All the submitted papers have been peer reviewed by the reviewers drawn
from the scientific committee, external reviewers and editorial board depending on the subject matter of
the paper. Reviewing and initial selection were undertaken electronically. After the rigorous peer-review
process, the submitted papers were selected based on originality, significance, and clarity for the purpose
of the conference. Conference program is extremely rich, featuring high-impact presentations. The high
quality of the program guaranteed by the presence of an unparalleled number of internationally
recognized top experts. Conference will therefore be a unique event, where attendees will be able to
appreciate the latest results in their field of expertise, and to acquire additional knowledge in other fields.
The program has been strutted to favor interactions among attendees coming from many diverse
horizons, scientifically, geographically, from academia and from industry.

We would like to thank the program chairs, organization staff, and members of the program committee
for their work. We are grateful to all those who have contributed to the success of ICMFE-2015 especially
our partners. We hope that all participants and other interested readers benefit scientifically from the
proceedings and find it stimulating in the process. Finally, we would like to wish you success in your
technical presentations and social networking.

We hope you have a unique, rewarding and enjoyable time at ICMFE-2015 in Medan.
With our warmest regards,
Conference Committee

April 11-12, 2015
Medan, Indonesia.
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The Improvement of Organizational Citizenship Behavior (OCB) Affected By
Transactional Leadership Style

Abdul Hakim, Asnur
Sultan Agung Islamic University (UNISSULA), Semarang, Indonesia
ahakim_gholib@yahoo.com

Abstract: The purpose of this research is to examine the improvement of organizational citizenship
behavior (OCB) which is influenced by the transactional leadership style through teacher trust and
motivation to work in the state high school in Wawotobi. Data are collected by distributing
questionnaires to the respondents of all state high school teachers in Wawotobi. Samples of this research
are 82 high schools teachers in Wawotobi. This research uses descriptive analysis to determine the
characteristics of respondents and distinguish respondents for each indicator variable. The instrument
used to test the correlation among variables is SEM methods and analyzed by PLS (Partial Least Square).
The results show that: (1) trust has a significant positive effect on organizational citizenship behavior
(OCB) (2) work motivation has a significant positive effect on organizational citizenship behavior (OCB)
(3) transactional leadership style has a significant positive effect on trust (4) transactional leadership
styles has a significant positive effect on work motivation(5) transactional leadership styles does not have
significant positive effect on organizational citizenship behavior (OCB).

Keywords: Organizational Citizenship Behavior (OCB), Transactional Leadership Style, Trust, Work
Motivation

1. Introduction

Human activities, collectively, are always in need of leadership to create a planned and systematic
business. Similarly, it happens within organization consisting of a group of people who work together to
achieve certain goal, it is important for leaders as central driving of the organization seek to know the
desire of employees or members. A teacher who has Organizational Citizenship Behavior (OCB) is highly
influenced by the role of the school principal, so that, this research may contribute to the theory of
Organizational Citizenship Behavior (OCB). According to Robbins (2006), Organizational Citizenship
Behavior (OCB) is a behavioral choice that is not part of the formal labor obligations of employees, but to
support the functioning of the organization effectively. A school principal and teachers
with Organizational Citizenship Behavior (OCB) will exhibit a high assist voluntarily outside their duty or
obligation.

Trust in leadershas a positive correlation with various outcomes such as organizational
behavior, performance and satisfaction of members. It is known that trust is a decisive importance factor
of satisfaction with the leader because it comes from the affective state (e.g. admiration for leaders) and
cognitive state (e.g. leaders have high confidence because of the ability or attributes), not derived from
the behavior observed by leadership (Conger etal, 2000: 34 Untung & Bagus, 2007). Trust can be
interpreted as wishes to rely on the others and hope that the other parties reply if the parties cooperate
with. The ability to compete is important for leader in order to gain trust between leaders and employees
in an organization because employees is not possible to build trust against their leader unless they
believe that the leader is able to fulfill his leadership role.

Motivation is a set of attitudes and values that influence individuals to achieve specific things in
accordance with individual goals. There are 3 sources of motivation, those are; the possibility to evolve,
type of work, and whether they feel proud to be part of the company they work for (sense of
belonging). Besides, there are several aspects that influence employee motivation, such as; a sense of
security in work, fair and competitive salary, a pleasant working environment, high performance reward
and fair treatment from management (Riva, 2009). According to Fuad Mas'ud (2004), motivation is a
driving force in a person to act, to be able to carry out tasks and work well. Motivation is the driving
forces of one's heart to do or achieve purposes. Motivation can also be regarded as a plan or desire for
success and avoid failure of life. In other words, motivation is a process to achieve a goal. A transactional
leadership is a style of leadership that emphasis group to be adherence to the leader because of the
reward if successful or sanctions if fails. In other words, people come to work or carry out the rules
because they want to get a reward or because they are afraid of sanctions or punitive action by their
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leaders for failing to carry out the task. This form of reward or sanction is expressly provided in the
agreement or transaction between leaders and members.

Alan M. Barnett (2003) reveals that transactional leadership is hypothesized to occur when there is a
simple exchange of one thing with another. Moreover, Burns (1978) argues that transactional leadership
occurs when someone takes the initiative to make contact with other for the purpose of exchanging
value. In this connection, the leader and the employees exchange services to meet the needs and personal
goals (independent). Based on the explanation above, the purpose of this research is 1) to analyze the
effect of trust on Organizational Citizenship Behavior (OCB); 2) to analyze the effect of motivation to work
on Organizational Citizenship Behavior (OCB); 3) to analyze the effects of transactional leadership style
on the trust; 4) to analyze the effects of transactional leadership style on work motivation; 5) to analyze
the effects of transactional leadership style on Organizational Citizenship Behavior (OCB).

2. Literature Review

Organizational Citizenship Behavior (OCB): The term Organizational Citizenship Behavior (OCB) is
created by Organ at the beginning of the 1980s. However, Bernard (1936); in Budiharjo (2004), uses
similar concepts Organizational Citizenship Behavior (OCB) and call it as a willingness to cooperate. In
1964, Katz wuses similar concepts and refers to it as an innovative and spontaneous
behavior. Organizational Citizenship Behavior (OCB) may improve the effectiveness of team-work, such as
improving coordination and allowing team members to adapt more effectively to the changing
environment. This benefit is advantageous in multidisciplinary teams where there are a variety of
characters. On in - role style, it is usually associated with rewards and sanctions (punishment), while in
the extra-role, it is usually free of reward and behavior by individuals that is not organized in reward and
it will be accepted and there is no additional incentive provided when individuals behave extra-
role (Morrison, 1994 and Dyne et al, 1994).

Understanding Organizational Citizenship Behavior (OCB) is actually re-conceptual explanation of the
nature of citizenship as a political philosophy (Dyne et al, 1994). According to Katz (1964), in Konvsky
and Pugh, (1994), one of the behaviors that support the effectiveness of the organization is Organizational
Citizenship Behavior (OCB). When employee feels good on organizational treatment, they will respond and
improve job performance exceeds the minimum demand by helping others and the organization, on the
contrary if the organization sees employees in the short term, they will respond by simply doing the jobs
as they are and minimize citizenship behavior (Dyne and Ang , 1998). While according to Organ
(1988), Organizational Citizenship Behavior (OCB) is the behavior of employees who exceed their formal
duties and contribute to the effectiveness of the organization, which is implicated in four dimensions:
1) sportsmanship; 2) Civic Virtue; 3) Conscientiousness; 4) Altruism.

Trust: Mayer et al. (1995) defines trust as a willingness to grant others to do the desires based on the
hope that it will take certain actions to them, regardless of ability to control the other parties.
Doney et al. (1998) defines trust as something expected from honesty and cooperative behavior based on
mutual shared norms and the same values. Das and Teng (1998) define trust as a stage to which an
individual believes to put a positive attitude toward the good desire and the reliability of others to believe
in changing circumstances and risk. Bhattacharya et al. (1998) defines trust as the condition in an
environment of uncertainty and risk, trust reflects an aspect of the possibility that is a hope. According to
Shaw (1997), there are four elements thatare necessary to measure the level of trustin teams or
organizations. The objective to do measurement in exhibiting trust level is to determine the current level
of existing trust (currently exist) on a team or an organization which include: 1) The delegation of
authority; 2) Working collaboratively; 3) being open-minded to change; 4) freedom to express ideas.

The findings of Mayer and Gavin (2005) show that several levels (top management) are positively related
to the performance, the ability also has a positive relationship with Organizational
Citizenship Behavior (OCB). In a research of workers in China, in the state-owned company conducted by
Wong et al. (2006), show that trust in the organization is positively related to organizational
Citizenship Behavior (OCB). A recent research by Singh and Srivastava (2009) reveal that interpersonal
trust is positively related to organizational Citizenship Behavior (OCB). It is implied that the development
at the level of interpersonal trust may be used as one of the strategies to motivate employees and
improve the performance of individuals and organizations (Hassan, Masoodul; Semerciéz, Fatih,
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2010). Rubin, S.etal(2010) find that trust is positively related to organizational Citizenship
Behavior (OCB). Therefore, the hypothesis proposed is as follows:
H1: There is an effect of trust on organizational citizenship behavior (OCB).

Work Motivation: Gibson (1997) states that motivation is a concept that describes the forces that exist
within the employees who initiate and direct behavior. According to Robbins (2006), motivation is a
process that acts on the intensity, direction, and duration of ongoing individual efforts towards the
achievement of targets. The keys contained in the definition above are intensity, purpose and
perseverance. The intensity is related to how hard someone tries. This is the element that receives the
most attention of motivation. Intensity level should also be directed earnestly to desired direction in
order to produce expected results. While the persistence of someone employee is a measure of how long a
person can maintain his efforts in achieving the goal. One's motivation to work depends on the receipt
of reward and punishment that will be experienced later (Arep Isaac & Cape Hendri, 2003) as a
strengthening factor to be used by a leader to improve or maintain individual-specific response. So,
according to this theory, people's motivation to work depends on the award received and the result of
what is going to happen later. This theory states that the behavior of a future is shaped by the result of the
current behavior.

The concept of motivation is often emphasized in the literature stimuli that arise from someone either
from within himself (motivation intrinsic), or from outside himself (extrinsic motivation). Intrinsic
factors are internal factors associated with satisfaction, such as; success in achieving something in career,
the recognition obtained from institutions, the nature of the work performed, in career advancement, and
the professional and intellectual growth experienced by someone. According to Kinman et al. (2001), the
elements of intrinsic motivation are: (1) interest on the job; (2) The desire to evolve; (3) Happy at
work; (4) Enjoy the work. Conversely, sometimes employees are not satisfied with their work. The
emergence of dissatisfaction is generally attributed to extrinsic factors or external source such as
organizational policies, administrative services, and supervision of the supervisor, relationships with co-
workers, working conditions, salary earned, and peace in the workplace (Cooke, 1999). According
Kinman et al. (2001), the elements of extrinsic motivation including: (1) competition, (2) evaluation, (3)
status, (4) Money and other awards, (5) Avoiding punishment from managers. Motivation of someone is
originated from the need, desire and urge to act to achieve the needs and goals. This indicates how strong
encouragement, effort, intensity, and willingness to sacrifice for the attainment of the objectives are. In
this case the stronger the encouragement or motivation, the higher the
Organizational Citizenship Behavior (OCB) will be. The research by David J. (2000) explains that there is a
positive influence of work motivation toward Organizational Citizenship Behavior (OCB). Furthermore,
the research conducted by Kim Sangmook (2006) finds that the higher the perceived motivation of
employees is, the higher the level of Organizational Citizenship Behavior (OCB) will be. Therefore, the
hypothesis proposed is as follows:

H2: There is an effect of work motivation on organizational citizenship behavior (OCB).

Transactional Leadership Style: According to Yukl (2000) transactional leadership is an affecting
process that emphasizes on the relationship of transactions, bargaining and economic exchanges between
leaders and employees. A transactional leader puts more emphasis on rewards to motivate
employees. Gibson et al. (1996) defines transactional leadership as the ability to identify the leader and
the employees’ desire to help to achieve a higher level of achievement by providing a satisfying reward.
According to Burns (1978), on transactional leadership, the relationship between leaders and employees
are based on a series of bargaining between them. Clearly, the characteristics of transactional leadership
are contingent reward and management by - exception. Contingent reward could be in the form giving
reward of leadership because the task has been carried out; this reward is usually in the form of a bonus
or increase in income or facilities. It is intended to reward and praise for the employees to his efforts. In
addition, leaders usually have transactions with employees by focusing on aspects of the mistakes made
by them, delaying decisions or avoiding issues that may influence the occurrence of errors. Meanwhile,
management by - exception emphasizes on management function as a control. Leaders only see and
evaluate whether there is an error to be corrected, and also, provide intervention if the standard is not
met by subordinates (employees).Practically, in management by - exception, leaders delegate
responsibility to subordinates and follow up by giving whether subordinates can be commended for
encouragement and also the prize if the report made by them meets the standards. According
Bycio et al. (1995), transactional leadership is a leadership style in which a leader focuses on attention to
interpersonal transactions between leaders and employees involving the exchange relationship. The
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exchange is based on an agreement on the classification of targets, work standards, assignments, and
awards.

In transactional leadership leader and employees act as a principal bargaining chip in a process that
involves the exchange of rewards and punishment. The main idea of transactional approach is the
presence of an exchange; the leader wishes to what the followers possess and leaders, in return, will give
what the followers want. Thus, transactional leaders motivate subordinates to act in accordance with
expectations through the establishment of reward and punishment. Transactional leadership has three
dimensions which include: (a) Remuneration (contingent reward); (b) Active, leaders supervise and look
for irregularities on various rules and standards, and take corrective action; (C) Passive, leader intervenes
only when the standard is not achieved (Pounder, 2001). According to Podsakoff et al. (1984), the
components of transactional leadership are contingent reward, as an example, a leader praises employees
when they do a better job at above average, and, contingent punishment, for example, leader shows
displeasure when employees work under the established standards. Gillespie, Nicole A; Mann, Leon
(2004) find that transactional leadership is positively related to trust. Rubin, S. et al. (2010) finds that
contingent reward is significant and positive on trust but contingent punishmentis not. Therefore, the
hypothesis proposed is as follows:

H3: There is an effect of transactional leadership style on trust.

According to Bass (1985, 1990), a transactional leader motivates employees by way of
exchange remuneration for work or task which has been implemented, for example, with awards, raise
wages to the employees who do high performance. But otherwise, he will give a penalty (punishment) to
employees who have underperformance or are inbelow the target. According to Bass (1990)
and Hughes, et al (2002) contingent reward (Transactional leadership), will affect the motivation of
employees and influence the performance of and employees satisfaction. Exchange
about contingent reward is based on agreement on the tasks that must be implemented. Transactional
leader always encourage his employees to achieve a level of performance that has been agreed. Therefore
the hypothesis proposed is as the following:

H4: There is an effect of transactional leadership style on work motivation.

Finding by Vigoda (2006) shows that there is a significant and negative correlation of transactional
leadership and Organizational Citizenship Behavior (OCB), there is a significant and positive correlation of
transformational leadership with Organizational Citizenship Behavior (OCB). Moreover, a research by
Rubin, S.et al (2010) figures out that the transactional leadership has a significant and positive
correlation with Organizational Citizenship Behavior (OCB). Khan, Naveed R et al (2013) concludes that
the transactional leadership has a significant and positive correlation on Organizational Citizenship
Behavior (OCB). However, the findings by Alietal (2013) concludes that
the contingent reward and management by - exception active (transactional leadership dimensions) has a
significant and positive correlation with Organizational Citizenship Behavior (OCB), but management by -
exception passive (transactional leadership dimensions) has no significant correlation with the
dimensions of Organizational Citizenship Behavior (OCB). Therefore, the next hypothesis proposed is as
follows:

H5: There is an effect of transactional leadership style on organizational citizenship
behavior (OCB).

3. Methodology

This research is an explanatory quantitative approach, because this research describes the correlations of
the variables through hypothesis testing and, generally, the data is presented in the form of figures and
calculated by statistical tests. The population in this research is all high school teachers in the State High
School of Wawotobi, consisting of 82 respondents. In details, 54 respondents are from SMA Negeri 1
Wawotobi and 28 respondents are from SMAN 2 Wawotobi.

Research Variables and Measurement: Independent variable in this research is transactional
leadership style (X1) with indicators: 1) rewards (contingent reward); 2) punishment (contingent
punishment); 3) supervision; 4) take corrective action; 5) intervention. Measurements are accomplished
by the use of Likert scale of 1-5 where 1 shows strongly disagree attribute levels, while 5 shows strongly
agree intervals and is given a score or value. The intervening variable in this research is the trust (Y1)
with indicators of: 1) the delegation of authority; 2) working collaboratively; 3) open to change; 4) free to
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express ideas. Measurements are accomplished with the use of Likert scale of 1-5 where 1 shows strongly
disagree attribute levels, while 5 shows strongly agree intervals and is given a score or value. The next
intervening variable in this research is the work motivation (Y2) with indicators of: 1) interest in the
work; 2) the desire to evolve; 3) happy on the job; 4) enjoy the work. Measurements are accomplished
with the use of Likert scale of 1-5 where 1 shows strongly disagree attribute levels, while 5 shows
strongly agree intervals and is given a score or value. The dependent variable in this research is
organizational citizenship behavior (Y 3) with indicators
of: 1) sportsmanship; 2) civic virtue; 3) conscientiousnees; 4) altruism. Measurements are accomplished
with the use of Likert scale of 1-5 where 1 shows strongly disagree attribute levels, while 5 shows
strongly agree intervals and is given a score or value.

Data Analysis: The analysis technique in this research uses the concept of Structural Equation Model
(SEM) with a Partial Least Square (PLS) program. Analysis of Partial Least Square (PLS) is a powerful
analytical method because it does not have to assume the data with a particular measurement, it can be
applied to all data scale, and it does not require a lot of assumptions and sample size. This research uses
Smart PLS program assistance (Ghozali, 2011).

4. Findings
The results of the PLS analysis in this research include confirmatory factor analysis for construct with the
indicator of reflection to examine the validity of each indicator and the reliability of the construct in

which the validity of the criteria are measured by Convergent and Discriminant Validity. While, reliability
construct is measured by the Composite Reliability. In detalils, it is figured out below:
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Test on Validity

Table 1: Results For Outer Loadings

Indicator Loading Value T Statistics  Criteria
Transactional Leadership Style

X1.1 0.760 11.191 Valid
X.1.2 0.699 5.717 Valid
X.1.3 0.782 9.296 Valid
X.1.4 0.678 8.109 Valid
X.1.5 0.636 5.950 Valid
Trust

Y.1.1 0.543 3.186 Valid
Y.1.2 0.714 6.576 Valid
Y.1.3 0.690 6.190 Valid
Y.1.4 0.647 5.148 Valid
Work Motivation

Y.2.1 0.768 10.574 Valid
Y.2.2 0.605 5.101 Valid
Y.2.3 0.809 12.080 Valid
Y.2 .4 0.668 5.128 Valid
Organizational Citizenship  Behavior

(OCB)

Y.3.1 0.656 5.332 Valid
Y.3.2 0.713 7.958 Valid
Y.3.3 0.691 6.849 Valid
Y.3.4 0.786 18.382 Valid

Source: PLS Data Output, 2014
Test on Reliability

Table 2: Composite Reliability

Variables Composite Reliability Criteria
Transactional Leadership Style 0.837 0.70
Trust 0.745 0.70
Work Motivation 0.807 0.70
Organizational Citizenship Behavior (OCB) 0.805 0.70

Source: PLS data processed, 2014
Test on Structural Model (Inner Model)

Table 3: Result for the inner weight
Original sample Mean  of Standard T-

estimate subsamples deviation Statistic
Transactional -> Trust 0.539 0.546 0.093 5.785
Transactional —-> Work 35, 0.344 0.101 3.280
Motivation
Transactional -> OCB 0.087 0.074 0.129 0.673
Trust -> OCB 0.483 0.476 0.119 4.056
Work motivation -> OCB 0.185 0.208 0.090 2.051

Source: Data processed of PLS, 2014

Table 4: R. Square

R-Square
Transactional Leadership Style
Trust 0.291
Work Motivation 0.110
Organizational Citizenship Behavior (OCB) 0.391

Source: Data processed of PLS, 2014
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Discussion

Hypothesis I: Table 3 shows that the correlation of the variables of trust and organizational citizenship
behavior (OCB) is explained by the value of t statistics of 4.056. This value is greater than t-table of 1.99
(a=0.05 and df =78) or t-statistic (4.056)>T-table (1.99). The hypothesis test result shows that the
correlation of trust and organizational citizenship behavior (OCB) is significant. The first hypothesis
proposed in this research is "there is an effect of trust on the organizational citizenship behavior (OCB)".
Therefore, this hypothesis is supported. The value of the original sample estimate shows a positive value
of 0.483 which indicates a positive direction of the correlation of trust and organizational citizenship
behavior (OCB) with a coefficient level of 48.3%. Based on the loading factor as found in Table 1, it shows
that the highest loading factor values for the variables is in the second indicator of trust that is on
working together collaboratively by 0.714.In addition, the variable of organizational citizenship
behavior (OCB) has the highest loading factor values on the fourth indicator that is altruism by 0.786. The
highest loading factor value of each indicator show how strong the correlation of indicators to variable
is. The meaning of that value is if a teacher does a collaborative cooperation with other colleagues who
then will exhibit more help to fellow teachers voluntarily and outside duty and obligation, so that,
Teaching and learning process effectiveness in school can run well. The results of this research support
the previous research conducted by Wong et al. (2006) and Rubin, S. et al. (2010) who conduct a research
on the correlation of trust and organizational citizenship behavior (OCB) which states that the trust is
positively related to organizational citizenship behavior (OCB).

Hypothesis II: Table 3 shows that the correlation of the variables of work motivation and organizational
citizenship behavior (OCB) has the value of t statistics of 2.051. This value is greater than t table 1.99
(a=0.05 and df=78) or t-statistic (2.051)>T-table (1.99). Hypothesis test result shows that the correlation
of work motivation on the organizational citizenship behavior (OCB) is significant. The second hypothesis
proposed in this research is "there is an effect of motivation to work on organizational citizenship
behavior (OCB)". Therefore, this hypothesis is supported. The value of the original sample Estimate shows
a positive value of 0.185 which indicates the positive direction of the correlation of work motivation
and organizational citizenship behavior (OCB) with coefficient of 18.5%. Based on the loading factor as
found in Table 1, it shows that the highest loading factor values for the variables of work motivation is in
the third indicator that is pleased to work at 0.809. As for the variable of organizational citizenship
behavior (OCB), the highest loading factor value is on the fourth indicator thatis altruism by 0.786. The
highest loading factor value of each of indicator shows how strong the correlation of indicators and
variable is. The meaning of the value is if an employee is happy in a job, he will be happy to help other
fellow teachers voluntarily although not the duties and obligations. The results of this research supports
the previous research conducted by David ] (2000), it is found that there is a positive influence of work
motivation on Organizational Citizenship Behavior (OCB).Moreover, it also strengthens the research
conducted by Kim Sangmook (2006) which finds that the higher the perceived motivation of employees
is, the higher the level of Organizational Citizenship Behavior (OCB) will be.

Hypothesis III: Table 3 shows that the correlation of transactional leadership style and trust variable has
t-statistics value about 5.785.The value is greater than t table 1.99 (a=0.05 and df=78) or t-statistics
(5.785)> t-table (1.99). The result of hypothesis test shows that the correlation of transactional
leadership style toward trust has a significant effect. The third hypothesis proposed in this research is
“there is an effect of transactional leadership style toward trust”. Therefore, this hypothesis is supported.
Original sample estimate value shows positive value of 0.539 that indicates to have positive direction of
the correlation of transactional leadership style and trust with coefficient of 53.9%. Based on loading
factor value as elaborated on table 1, the value indicates that the highest loading factor value for variable
of transactional leadership style can be found on third indicator that is supervision at 0.782. While the
highest loading factor value of trust variable can be found on second indicator that is work collectively at
0.714. The highest loading factor value of each indicator indicates how strong the correlation of those two
indicators toward variable is. It means, if a leader controls employees’ duties, the leader will strengthen
employees to collaborate each other for achieving goals targeted. This research result supports the
previous one conducted by Gillespie, Nicole A; Mann, Leon (2004). They discover that transactional
leadership has positive correlation on trust. Besides, it strengthens Rubin, S. et al’s research (2010)
which finds that contingent reward is significant and positive toward trust. But, contingent punishment is
not significant on trust.
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Hypothesis IV: Table 3 indicates that the correlation of transactional leadership style and work
motivation has t statistics value of 3.280. This value is greater than t table1.99 (a=0.05 and df=78) or t-
statistic (3.280)> t-table (1.99). This hypothesis test results that transactional leadership style and work
motivation has significant effect. Therefore, Fourth hypothesis proposed in this research that “there is an
effect of transactional leadership style toward career motivation” is supported. Original sample estimate
value indicates positive value of 0.331 which directs to positive correlation of transactional leadership
style and work motivation with coefficient of 33.1%. Based on loading factor value as elaborated on table
1, the highest loading factor value for variable of transactional leadership style is on third indicator,
controlling at 0.782. Meanwhile, for work motivation variable, it has highest loading factor value on third
indicator, pleased to work at 0.809. The highest loading factor value of each indicator indicates how
strong the correlation of those indicators and variable is. It means, whether principle as leader controls
duties of teachers, the principle will improve motivation of teachers of state senior high school in
Wawotobi, so that they will feel fun for doing school duties assigned by their principle. The principle
always motivates teaching staffs to achieve the goals by describing their roles and duties. Giving rewards
to motivate teachers is really needed. As leader, a principle should be able to identify what teachers want
and how to help them to improve their achievement to be better by giving appropriate rewards. Besides
that, leader communicates to his employees by focusing on their mistakes, declining decision, or eluding
the possible causes of the mistakes. Moreover, leader delegates responsibility to employees in order to
take action whether they can get rewards or punishment after finishing their duties. Thereby, principle
should motivate teachers in order to work well. This research results strengthens the previous one
conducted by Bass (1990) and Hughes, et al.(2002) which describes that contingent reward (transactional
leadership)will affect employee’s motivation. Then, it will affect their work Pleasants.

Hypothesis V: Table 3 indicates that the correlation of transactional leadership style and organizational
citizenship behavior (OCB) has t-statistic value of 0.673. This value is less than t table 1.99 (a=0.05 and
df=78) or t-statistic (0.673) < t-table (1.99). The hypothesis test results that transactional leadership style
and organizational citizenship behavior (OCB) do not have any significant effect. Therefore, the fifth
hypothesis proposed in this research that “there is an effect of transactional leadership style toward
organizational citizenship behavior (OCB)” is not supported. Original sample estimate value shows
positive value of 0.087 that indicates a positive correlation of transactional leadership style and
organizational citizenship behavior (OCB) with coefficient of 8.7%. This research result contradicts with
the previous one conducted by Khan, Naveed R. et al. (2013) which concludes that transactional
leadership has positive correlation on Organizational Citizenship Behavior (OCB). Besides that, it
contradicts with previous research conducted by Vigoda (2006) which concludes that there is a negative
correlation of transactional leadership and Organizational Citizenship Behavior (OCB). Based on loading
factor value elaborated on table 1, it indicates that the lowest value of loading factor for variable of
transactional leadership style can be found on fourth indicator, doing intervention at 0.636. While for
variable of organizational citizenship behavior (OCB), it has the lowest loading factor value on first
indicator, Sportsmanship of 0.656. The lowest loading factor value of each indicator indicates that
principle still does not believe employees’ (teachers of state senior high school in Wawotobi) work result.
It indicates that the principle still needs intervention to prepare teaching administration besides learning
activity conducted by teachers. When principle casts a lot with teachers to finish teaching complements,
teachers will feel their sincerity is reduced. Rewards (contingent reward), Punishment (contingent
punishment), monitoring, and correction of principle for teachers who cannot do their duties well do not
affect their organizational citizenship behavior (OCB) improvement. Thereby, teachers of state senior
high school in Wawotobi must do their duties and help their colleagues’ works although they are not their
main responsibility. They do the duties merely for their students in order that learning process can run
effectively.

5. Conclusion

To answer problems in this research as elaborated above, the results of this research can be concluded as
follow:

1. There is an effect of trust on organizational citizenship behavior (OCB). It means that the better or
the higher the trust is, the better or the higher the organizational citizenship behavior (OCB) of
teachers of state senior high school in Wawotobi will be.

2. There is an effect of work motivation on organizational citizenship behavior (OCB).It means that
the better or the higher the work motivation is, the better or the higher the organizational
citizenship behavior (OCB) of teachers of state senior high school in Wawotobi will be.
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3. There is an effect of transactional leadership style on trust. It means that the better or the higher
the transactional leadership style is, the better or the higher the trust of teachers of state senior
high school in Wawotobi will be.

4. There is an effect of transactional leadership style on work motivation. It means that the better or
the higher the transactional leadership style is, the better or the higher the work motivation of
teachers of state senior high school in Wawotobi will be.

5. There is no effect of transactional leadership style and organizational citizenship behavior (OCB). It
means that the better or the higher the transactional leadership style is, it does not improve
organizational citizenship behavior (OCB) of teachers of state senior high school in Wawotobi.

Managerial implication: Managerial implications given in this research are:

1. Transactional leadership side needs to be improved through giving intervention to teachers who
cannot finish their duties well in order that learning process can run effectively.

2. Trust needs to be improved in order that teachers are facilitated to collaborate with colleagues, so
that, their duties can be well-finished.

3. Work motivation of teachers needs to be improved to develop their qualities to achieve better
education qualities by feeling fun with their duties.

4. Organizational citizenship behavior (OCB) needs to improve sportsmanship through altruism, so
that, attitude of teachers gets changed to be better.

Limitations of Research
1. What respondents have answered on open questions is not suitable with real condition.
2. Transactional leadership style is not significant to organizational citizenship behavior (OCB).
Therefore, the next research related to this research results is needed.

Future Research Agenda

1. Based on R-square value of each construct, the next research should add other variables such as
professionalism and Islamic career attitude.

2. There are limited answers given by respondents through questionnaire in this research. For the
next research is suggested to use qualitative approach through direct interview to respondents in
order to get more information in the field of research. This research also can be conducted in other
region.
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