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Abstract

This paper is a literature study to analyze Effect of Transformational Leadership, PEP and
POS on OCB. This type of research is explanatory research, looking at the relationship
among free variables human capital, motivation, and job satisfaction on employee
performance. The purpose of this study is to collect and analyze the published articles
regarding Effect of Transformational Leadership, PEP and POS on OCB. The research
design is a literature review. The articles have been published in the last five years
representing of six different academically. The results of the review literature find out that
Transformational Leadership, PEP and POS on OCB. The results of this review are only a
conceptual starting point for starting an integrated discipline.
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Introduction

To foster organizational behavior of citizenship behavior, many stimulants are needed, including
being influenced by leaders who can provide conducive situations and enthusiasm in completing
work assignments, pride in being able to work in organizations that are considered prestige and
support from the organization for developing and fulfilling workers' needs, resulting in increased
commitment to the organization. Organizational Citizenship Behavior behavior is a form of employee
contribution that exceeds official work descriptions and is done voluntarily, even though formally it
is not recognized by reward by the organization, but the contribution given by the employee can
improve organizational functions more effectively and efficiently. Transformational leadership style
is one that can influence organizational citizenship behavior of employees. Leaders can develop
organizational citizenship behavior in employees. The mechanism of organizational citizenship
behavior taught by leaders is then adapted by their followers through the process of socialization.
Through organizational citizenship behavior, employees need the right leadership, so that it can
improve the behavior of a strong organizational citizenship

Furthermore, perceived external prestige or perceived external prestige can also influence
organizational citizenship behavior of employees. The benefits of the perception of external prestige
are positive for individual employees so that they are more enthusiastic in carrying out their work
because they feel like they have a good reputation for having a good reputation. . That pride is a sense
of belonging to the company. Perceived organizational support or perceptions of organizational
support influences the organizational organizational citizenship behavior of employees. Providing
organizational support to employees tends to generate feelings of responsibility towards the
organization, strengthen the bond between employers and employees, and then increase the feeling of
the obligation of employees to contribute more to the organization. Referring to reciprocity norms,
there is a view that employees feel that the implementation of support is perceived as being carried
out by their company, making employees feel valued and in return will do the best for their company
where they work, such as increasing OCB in behavior-drivers and extra-roles. Organizational goals
and perceived performance, can parties can foster a sense of emotional attachment, identification and
the involvement of an employee in an organization (affective commitment), discouraging the
intention to leave the company feeling continuance commitment and psychologically bound to an
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organization-based employee of an on feelings such as loyalty, affection, warmth, ownership , pride,
happiness (normative commitment). That is, organizational commitment and growth for
organizational citizenship behavior and work performance of employees.

Based on the theories described earlier, the conceptual framework in this study can be explained
in the picture as follows:

Transformational
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Organizational
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Figure 1 Conceptual Framework

Methods

The method used in this study literature adopts Systematic Literature Review (SRL) proposed by
Xiao & Watson (2019). SLR is defined as a way of identifying, evaluating and interpreting all available
research that is relevant to research questions or domain topics or phenomena that are of interest to
researcher. Xiao & Watson (2019) divided the guidelines for implementing SLR into 3 phases, namely:
(1) planning; (2) execution; and (3) analysis of results.

In this literature review, the data sources that will be used are papers available on the website
page: (1) Emerald Insight; (2) Wiley InterScience; and (3) Science Direct. The strategy in conducting a
search is built through the determination of keywords and synonyms from the focus of the study.
Keywords and synonyms are connected to the logical OR and OR connectors.

The paper selection procedure was carried out with the speed reading technique of all primary
study candidates. Fast reading is reading the abstraction section of the available paper. Furthermore,
based on the inclusion and exclusion criteria made, it can be determined whether the paper can be
used as a primary study. Based on the planned review, the next step is to execute the plan. Execute
search strings on web pages that are used as sources.

Based on the search results on the website page which made the data source produced as many as
1,864 articles which were primary study candidates, then made one, then screened whether the title
in the article was the same or not. After screening, 98 articles were the same as the title. Of the 98
articles then screened based on eligibility according to the inclusion and exclusion criteria obtained 27
articles for further review.
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The Effect of Transformational Leadership on Organizational Commitment.

Transformational leadership can be said as an effective leadership style in determining employee
organizational commitment. If a leader has the ability to empower, move and motivate employees,
this can affect organizational commitment. If a leader is able to understand the needs of subordinates,
is able to motivate his subordinates, be able to provide solutions and solve problems and also be able
to act as a mentor in educating subordinates to achieve achievements, it results in growing employee
organizational commitment, but if leaders are less responsive in matters previously mentioned, this
will have an impact on reducing employee organizational commitment. According to the Health
Minister in his research entitled "Transformational leadership and organizational commitment:
Mediating the role of leader-member exchange", adopting the perspective of social exchange theory to
examine the relationship between transformational leadership and organizational commitment,
concluded that affective commitment is one indicator of organizational commitment. has a broader
impact on employee retention, job satisfaction and greater pro-social behavior. A supportive
transformational leadership style fosters an emotional bond between leaders and followers, thereby
reducing the desire to leave the organization. While the personal appreciation of transformational
leadership will foster loyalty for followers and increase ongoing commitment (Keskes et al., 2018).
Organizational commitment can be measured through affective commitment, ongoing commitment,
and normative commitment. Organizational commitment will increase if a leader can foster a sense of
trust and values towards the organization.

The Effects of Perceived External Prestige on Organizational Commitment

Perceived externla prestige or PEP is the perception of the organization's external identity
regarding the image of the organization, namely symbols and interpretations that are evaluated
externally about the company by parties from outside the organization. The image of the organization
becomes important for many companies because sometimes their performance and the smooth
running of company activities can also depend on reputation. The company's reputation is also
important for the company's stakeholders. The image of the organization also has an influence,
although indirect, on employees, because they accept and interpret various messages from external
parties and form opinions about how outsiders perceive the company. The PEP phenomenon is also
specifically to assess employee beliefs about how outsiders assess the status and image of their
organization. The benefit of having PEP for employees is to foster a positive evaluation of themselves
for individual employees so that they will be hesitant to leave the current organization for other
organizations if they are considered less prestigious. This value in turn has an impact on employees
as members of the organization resulting in more commitment to the organization. According to Dae-
Seok Kang (Jim & Hayeon, 2011) in his research entitled "The effects of perceived external prestige,
ethical climate organization, and leader-member exchange (LMX) quality on employees'
commitments and their subsequent attitudes"” concluded that Perceived externa prestige is positively
related to the organizational commitment of the research sample, which is 477 employees who work
at fifteen of the leading companies in South Korea, so that with positive perceptions of the external
picture of their organization they fail to stop and ultimately foster a strong organizational
commitment to themselves employee.

The Effects of Perceived Organizational Support on Organizational Commitment.

Perceived Organizational Support is defined as the general beliefs of employees about how
organizations value employee contributions and care about employee welfare. Organizational
commitment is a form of bonding and loyalty attitudes that employees have to actively involve
themselves in the organization for organizational progress (Kartika et al., 2014). However, not all
organizations provide full support to employees, therefore the solution arises, one of which is by
increasing the work capacity of employees to minimize the emergence of perceived low
organizational support from employees, which impacts on the desire of employees to leave the
organization (Yahya et al., 2012 ). Providing organizational support to employees tends to generate
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feelings of responsibility towards the organization, strengthen ties between superiors and employees,
and then increase the sense of obligation of employees to contribute more to the organization
(Newman et al., 2015). Perceived high organizational support can make employees feel they have an
obligation to contribute more and care about the welfare of the organization and help the
organization in achieving its goals so that it can ultimately increase commitment to the organization.
The results of the study from Perreira (Perreira & Berta, 2015) under the title Increasing OCB: the
influence of commitment and organizational support and justice found that in the interests of
increasing the behavior of OCB extra-role workplaces related to work attitudes and work motivation,
one of which arose from the feeling of support from the organization to employees that shows the
influence of organizational justice so that it increases affective commitment to the formation of
behavioral intentions on employees. Organizational support that gives a positive influence on
increasing commitment to the organization also gives employees a positive influence on extra role
behavior in the work environment. The perception variables of organizational support have a positive
and significant influence on organizational commitment.

The Effects of Perceived Organizational Support on Organizational Commitment.

Perceived Organizational Support is defined as the general beliefs of employees about how
organizations value employee contributions and care about employee welfare. Organizational
commitment is a form of bonding and loyalty attitudes that employees have to actively involve
themselves in the organization for organizational progress (Kartika et al., 2014). However, not all
organizations provide full support to employees, therefore the solution arises, one of which is by
increasing the work capacity of employees to minimize the emergence of perceived low
organizational support from employees, which impacts on the desire of employees to leave the
organization (Yahya et al., 2012 ). Providing organizational support to employees tends to generate
feelings of responsibility towards the organization, strengthen ties between superiors and employees,
and then increase the sense of obligation of employees to contribute more to the organization
(Newman et al., 2015). Perceived high organizational support can make employees feel they have an
obligation to contribute more and care about the welfare of the organization and help the
organization in achieving its goals so that it can ultimately increase commitment to the organization.
,The results of the study from Perreira (Perreira & Berta, 2015) under the title Increasing OCB: the
influence of commitment and organizational support and justice found that in the interests of
increasing the behavior of OCB extra-role workplaces related to work attitudes and work motivation,
one of which arose from the feeling of support from the organization to employees that shows the
influence of organizational justice so that it increases affective commitment to the formation of
behavioral intentions on employees. Organizational support that gives a positive influence on
increasing commitment to the organization also gives employees a positive influence on extra role
behavior in the work environment. The perception variables of organizational support have a positive
and significant influence on organizational commitment

Effects of Transformational Leadership on Organizational Citizenship Behavior.

Each leader basically has a different style of leadership called leadership style. The leadership
style carried out by a leader in influencing the behavior of others can be influenced by the nature of
the leader himself. The leadership style is one that can influence the behavior of organizational
citizenship behavior of employees so that it has a positive impact on the organization. Examples of
improving service quality and improving group performance. Behavior of organizational citizenship
behavior employees will influence employee commitment in improving efficiency, effectiveness, and
creativity in the organization through its contribution to resource transformation, innovation and
adaptability.

Leaders can establish mechanisms to maintain, develop and change OCB behavior of employees.
The OCB mechanism taught by leaders is then adapted by their followers through the process of
socialization. The process of socialization in an effort to send this vision and mission requires
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appropriate leadership, so that it can improve the behavior of a strong organizational citizenship.
Transformational leaders have a big influence and can inspire followers (followers) to exclude
personal interests for the good of the organization. Transformational leaders pay great attention to
their followers 'self-development needs, changing followers' awareness of the issues that exist within
the organization and giving views on existing problems in new ways. In a study entitled
Transformational leadership and performance outcomes: Analyzes of multiple mediation pathways,
the results of a significant influence between transformational leadership on increasing organizational
commitment have resulted. Transformational leadership influences job satisfaction and commitment
affective organizations mediate the relationship between transformational leadership and task
performance (task performance) of employees, so that employees become more willing to engage
with OCB behavior (Ng, 2017).

The Effect of Perceived Organizational Support on Organizational Citizenship Behavior.

Perceived Organizational Support emphasizes the existence of social exchange relationships
between employees and organizations. This illustrates the general perception of employees regarding
the extent to which organizations can appreciate the contributions they have made and how
organizations care about their lives. In other words it can be concluded if there is a large
organizational commitment to employees can foster voluntary behavior for employees in carrying out
work. One understanding of social exchange theory is that if individuals are treated well by others,
they will feel obliged to reciprocate with good treatment (Fung et al., 2012). In a study entitled "The
impact of perceived organizational support and psychological empowerment on job performance:
The mediating effects of organizational citizenship behavior" resulted in the conclusion that POS
positively influenced OCB, ie perceived organizational support at a high level would create an
obligation for individuals to provide reciprocity. This reciprocity can be in the form of increasing OCB
behavior of hotel employees as a research sample (Chiang & Hsieh, 2012). 5. Effect of
Transformational Leadership, on Organizational Citizenship Behavior that is mediated by
Organizational Commitment. Transformational leadership can determine work commitment through
employee direction, provide motivation and inspiration to foster teamwork, self-actualization and
achievement of goals. Organizational commitment provides an important role in mediating from
transformational leadership to OCB. Organizational commitment addresses the motives associated
with OCB behavior and can be the driving factors that influence the increase in OCB behavior.
Research from Thomas Ng (Ng, 2017) in his research entitled Transformational leadership and
performance outcomes: Analyzes of multiple ediation pathways, a study of 416 samples using
structural equation modeling (SEM) found that transformational leadership had a positive influence
on OCB behavior with commitment affective as mediator. Affective commitment is an indicator of
organizational commitment.

Result and Discussion

After a study of the quality of the study, data extraction is then carried out. Data extraction is
done by analyzing data based on years of publication, journal, and country

Table 1 Articles distribution by Year
No Publication Years Number of Articles

2013
2014
2015
2016
2017
2018
2019
Total 27
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As shown in the Table, the number of review studies has grown rapidly since 2013 and is likely to
continue increasing in the next five-year interval. The publication trend of review studies evidences
the increasing importance of review type studies in employee performance research and reflects the
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maturity of the discipline
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Table 2 Article distribution between 2013-2019

Global Journal of Human Resource Management,
Academy of Strategic Management Journal,

Hospitality Review,

Management of Science.

International Journal of Research in Business Management,
Eurasian Journal of Business and Economics,

European Journal of Management and Business Economics,

International Journal of Learning and Development,

International Journal of Business and Management.

International Journal of Human Resource Management.
International Journal of Advances in Management and Economics,

Journal of Intellectual Capital.

International Journal of Business and Social Science.
International Journal of Advanced Research,
Centria University Of Applied Sciences.

Journal of Vocational Behavior

International Journal of Business and Social Science,
Journal of Economics, Business & Accountancy Ventura
International Scientific Research Journal.

Kelaniya Journal of Human Resource Management

European Journal of Human Resource Management Studies

Journal of Business and Management.
European Jurnal of Business and Management
Issues in Business Management and Economics,
Evidence-Based HRM

Journal of Planning Education and Research.

Total

Table 3. Articles distribution by Country

No Country Number of
Articles
1 Hungaria 3
2 Indonesia 2
3 Mexico 1
4 Thailand 2
5 Vietnam 3
6 Japan 2
7 Bangladesh 2
8 Malaysia 2
Total 27
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Table 3 shows the number of publications by country in ten-year intervals from 2013 to 2019.
Overall, 3 review studies were published from Kenya Country, and 4 review studies were published
from IndonesiaCountry, review studies were published from India Country, and review studies were
published from Vietnam Country.

Conclusion

Based on the results of the review literature, it can be conclude that Effect of Transformational
Leadership, PEP and POS on OCB. The results of this review are only a conceptual starting point for
starting an integrated discipline. It is realized that this literature study has several shortcomings,
including the minimum number of publication provider websites that are used as data sources. In
addition to the three websites that are used as data sources in this literature review, there are actually
many more websites that provide scientific publications. However, the website cannot be included
because of the limited access that the author has. Thus further studies need to be improved on the
wider literature sources to gain an understanding of the implementation of concepts in more diverse
case studies
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