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Abstract: The existence of factors that improve employee job satisfaction will support the
achievement of good governance. Therefore, study is needed on the analysis of
organizational citizenship behavior (OCB), transformational leadership style, work ethic,
job satisfaction, and good governance with the aim of knowing the effect of OCB,
transformational leadership style, and work ethic partially on job satisfaction and good
governance; the influence of job satisfaction on good governance. This study uses 200
respondents of sub-district office staff in DKI Jakarta who were selected using multistage
sampling techniques. Data processing used SEM, Lisrel Program. The results showed that
transformational leadership style had an effect on job satisfaction, but OCB and work ethic
had no effect on job satisfaction; OCB, work ethic, and job satisfaction affect good
governance, but transformational leadership style does not affect good governance.

Keywords: OCB, Transformational Leadership Style, Work Ethics, Job Satisfaction,
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BACKGROUND

One of the reform issues that has become the ideal of government stakeholders is good
governance. A good government includes responsible development management in
accordance with the principles of democracy and an efficient market, avoidance of
misallocation of investment funds and prevention of corruption both politically and
administratively in carrying out budget discipline and creating policies that support the
growth of business activities. This reality for the government and the private sector in
Indonesia can be the latest breakthrough in creating public credibility and reliable
managerial forms. Therefore, good governance can be the basis for the creation and
implementation of democratic state policies in the current era of globalization. The
occurrence of a democratic phenomenon can be seen from the strengthening of public
control over the administration of government. While the phenomenon of globalization
can be seen from the existence of interdependence between nations, especially in the
management of economic resources and business activities. Every implementer of good
governance must be able to contribute in its role and duty to the achievement of the goal
of state life. The government is responsible for the creation of a conducive political and
legal environment and for the exercise of power (Jopinus, 2012). However, even though
good governance in Indonesia has been initiated and implemented since the previous
reform era, the implementation of good governance in Indonesia is still not effective even
far from the ideals of reform. There are still many frauds and leaks in budget and
accounting management which are the two main products of Good Governance.
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Understanding and implementing the principles of good governance have an
influence on the performance of the public sector, meaning that the performance of the
public sector can be optimal if it is supported by an understanding and implementation of
the principles of good governance. Understanding and implementing good governance
requires commitment and involvement of all parties, namely the government and society
(Dwi Risnawati, 2014). The implementation of a good governance concept is needed
because of dissatisfaction with the government’s performance, which has been the
authorities of public affairs (Neneng, 2016). Job satisfaction must be owned by someone
in work. Job satisfaction is someone’s attitude where his/her expectation matches with
what he/she receives (Leli Nirmalasari, 2014).

Factors for achieving good governance and job satisfaction include organizational
citizenship behavior (OCB), and transformational leadership style, as well as work ethic
for employees. This fact is based on the results of previous studies on good governance,
job satisfaction, organizational citizenship behavior (OCB), transformational leadership
style, and work ethic, among others the results of studies by Renggani & Wika (2014),
Ferdinan (2015), Ramona, et al (2017), Chalida, et al (2015) and Layaman and Maya
(2018) explaining that job satisfaction affects employee performance; Chamdan’s (2013)
study revealed that OCB affects organizational performance; study results of Royhul et al
(2019) explain that transformational leadership style affects job satisfaction and
organizational performance; the study results by Biatna Dulbert Tampubolon (2007)
explain that the work ethic affects employee performance; the study results by Edi and
Wiwik (2010) explains that OCB affects employee job satisfaction; the study results by
Fairico, et al (2018) explain that OCB affects employee performance; study results by
Mariman (2014) explain that OCB has an effect on improving individual performance in
the public sector; study results by Titisari, et al (2016) explain that the work ethic affects
the company's performance; Lusiana’s (2017) study results explain that improving
employee performance can contribute to the achievement of good governance; the study
results by Didit, et al, (2016) explain that transformational leadership style affects job
satisfaction; study results by Imam et al (2015) explains that the work ethic can increase
job satisfaction. But based on previous studies there are also different relationships, among
others the study results by Amilin (2016) explain that the work ethic does not affect
employee performance; study results by Lusiana (2017) explain that job satisfaction does
not affect work performance; study results by Beny (2013) explain that that
transformational leadership style has no effect on job satisfaction.

Based on this, it is very important to conduct studies on OCB analysis,
transformational leadership style, work ethic, and job satisfaction, as well as good
governance with the aim of determining the level of OCB implementation,
transformational leadership style, work ethic, and job satisfaction, as well as good
governance in sub-district offices in DKI Jakarta; the effect of OCB, transformational
leadership style, and work ethic partially on job satisfaction; the effect of OCB,
transformational leadership style, and work ethic and job satisfaction partially on
goodgovernance.

LITERATURE REVIEW

The variables of these studies consisted of dependent variables namely good governance,
and job satisfaction. While the independent variables are OCB, transformational
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leadership style, and work ethic. Good governance is the activity of a government agency
that regulates to fulfill the interests of the people and in accordance with the prevailing
norms so that state ideals related to the regulation of socio-cultural, political and economic
resources can be realized (Neneng, 2016). Good governance is defined as upholding the
values of life in society, nation and state that are related to leadership (Jopinus, 2012).
Furthermore, good governance can be realized through bureaucratic reform, eradication of
corruption, collusion and nepotism (KKN), as well as a step forward for bureaucratic
reform. Bureaucratic reform, especially civil service reform, is centered on 3 (three)
aspects, namely the structuring of the payroll system and social security of civil servants,
the distribution of quality civil servants that are more evenly distributed between urban
and rural areas, and overcoming inequality in policy formulation competencies. While
efforts to eradicate KKN in Indonesia are more directed at structuring the legal system,
economic system, government system, and administrative system, which does not allow
for KKN practices.

In addition, a step forward for bureaucratic reform in the form of comprehensive
reforms in order to fundamentally improve the performance of the bureaucracy.
Meanwhile Pre-service Education and Training Class 11 of the Ministry of Religion
throughout South, Central and East Kalimantan (2011) explained that good governance is
a good government, meaning that government develops and implements democratic
principles, legal supremacy, professionalism, accountability, transparency, excellent
service, effectiveness, and efficiency can be accepted by all people. There are 7
professional attitudes of a civil servant (PNS) in good governance, namely competent and
proud of his profession; trying to take responsibility; anticipatory, proactive, and initiative,
not waiting for orders; trying to do excellent service and facilitate superiors and friends;
want to learn a lot from those that they serve and take part in thinking and feeling their
needs; strives for the smooth running of cooperation; trustworthy, honest, loyal, sincere,
and open to criticism.

Job satisfaction is reflected by work morale, discipline, and work performance.
High and low job satisfaction can have an unequal impact. A high level of job satisfaction
will affect the achievement of effective organizational goals. Conversely, a low level of
job satisfaction will be a threat that can lead to destruction or setbacks for the
organization, both quickly and slowly. There are several theories of job satisfaction,
among others: according to Rivai and Sagala (2010), discrepancy theory, which is a theory
that measures a person's job satisfaction through the difference between something that is
supposed (hope) and the reality that is perceived. If the difference value is not the same,
then the condition is said to be a discrepancy. But a positive difference or something that
is received more than it should be, it is a positive discrepancy; according to Rivai and
Sagala (2010), equity theory, which is a theory that describes that a person will feel
satisfied or not depends on the justice he receives. The main component of the equity
theory is input, results, justice and injustice. A person will compare the ratio of the input
of his own results to the ratio of input of results from others. If the comparison is
balanced, then the person feels treated fairly so as to cause satisfaction. If the comparison
is not balanced, it will cause dissatisfaction; according to Ivanchevich (1993), the two
factor theory developed by Herzberg explains that these two factors are satisfied and
dissatisfied. Based on extrinsic conditions, factors that cause dissatisfaction include:
wages, job security, working conditions, status, company procedures, quality of
supervision, and the quality of interpersonal relationships, namely co-workers, both with
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superiors, colleagues, and subordinates. Based on intrinsic conditions, factors that cause
dissatisfaction include: achievement, recognition, responsibility, advancement, the work
itself, dan the possibility of growth.

Meanwhile, OCB is the behavior of employees who have the ability to empathize
with others and their environment, and are able to adjust the values they adopt with the
values that apply to their environment (Edi and Wiwik, 2010). OCB is a voluntary
behavior that can be seen, observed, and applied to organizational management, especially
those related to human resources (HR). But volunteerism is only in the form of behavior
and does not necessarily describe the real willingness. OCB can increase the productivity
of coworkers and leaders, saves resources owned by management and the organization as
a whole as well as limited energy resources for group functions. In addition, OCB can be
an effective means to coordinate and enhance the activities of working
groups/organizations by attracting and retaining the best employees, as well as improving
the organization’s ability to adapt to environmental changes. OCB consists of five
dimensions including Altruism (helping coworkers to ease their burden), Courtesy
(helping coworkers to prevent problems related to their work through providing
consultation and information and meeting their needs), Sportsmanship (tolerance in
uncomfortable situations in the work place by not complaining), Civic Virtue (engaging in
activities and caring for organizational survival) and Conscientiousness (doing things that
support organizational progress).

Success or failure of an agency to achieve its goals is determined by leadership.
Success in leading an organization is the success of a person influencing others to
implement or carry out his vision. Leadership style shows directly or indirectly about the
ability of subordinates (Rivai and Ella, 2010). Meanwhile, the government leadership must
be trustworthy, honorable and responsible (Koswara, 2010). A government leader should
be a pioneer in all community life and governance, always trying to improve everything
from ignorance to knowledge and become a light for the people. Government leadership
should be the driving force for implementing good governance or implementing a clean
state government (good and right governance). There are two types of leadership, namely
transactional leadership and transformational leadership. The vision of transformational
leaders leads their followers to work hard to achieve agreed goals (Leli, 2014). A
transformational leader can change the condition of his organization by the way the leader
behaves based on each stage of the transformation process. It can be said that
transformational leadership can change the organization it leads to a better direction.

There are 5 dimensions including charisma or idealism, inspiration or motivation,
intellectual stimulation, and individual consideration. Charisma is the leader’s ability to
gain pride, trust, and respect from his subordinates, as well as the ability to communicate
effectively about the mission and vision of the organization that he leads. Inspirational is
the leader’s ability to communicate an interesting vision, using symbols to express
important goals in a simple way. Intellectual stimulation is a leader behavior that
encourages his subordinates to always innovate and be creative in solving problems being
faced, a leader who offers new ideas so that his subordinates are motivated to rethink old
ways of completing work and influencing their subordinates to view problems from a new
perspective. Individualized consideration is the behavior of leaders who care about the
development of their subordinates’ abilities or careers, treat subordinates as individuals,
and try to understand subordinates’ desires and function as advisors.
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The work ethic is not only owned by individuals, but can also be owned by a group
of people or community. According to Anoraga (1992), the work ethic is the view and
attitude of a nation or people towards work. If community members have the attitude and
view that work is a noble contribution in human life, then the work ethic of the community
will tend to be high. Conversely, if members of the community view work as an activity
that can be ignored for their lives, then the work ethic of the community itself will be low.
High work ethic is reflected in high morale in doing things optimally, well, and with
quality. In contrast for a low work ethic, according to Kusnan (2004), that community
members can be said to have a high work ethic if they show the following signs: have a
very positive assessment of the results of human work; placing views on work, as a very
noble thing for human existence; work is perceived as a meaningful activity for human
life; work is lived as a process that requires perseverance and at the same time an
important means of realizing ideals; work is carried out as a form of worship. Whereas
members of the community can be said to have a low work ethic as indicated by the
following signs: work is perceived as a matter of self-burden; lacking and not even
appreciating human work; work is seen as an obstacle in gaining pleasure; work is a form
of compulsion; work is lived only as a form of life routine.

According to Lusiana (2017), work ethic is a set of basic attitudes or views held by
a group of people to assess their work as a positive for improving the quality of life that
affects their work behavior. The work ethic is shaped by various habits, culture, and value
systems (religion and belief) which he believes. According to Sinamo (2005), there are 4
(four) pillars of the main theory about work. These four pillars are elements that sustain all
types and systems of sustainable success at all levels. The four elements are referred to as
Catur Darma Mahardika which means the four main dharma of success, namely: scoring
achievement with superior motivation; building a future with visionary leadership;
creating new value with creative innovation; improve quality with human excellence.
Then the four dharma are formulated in eight aspects of the work ethic, namely: work is
grace, work is a mandate; work is a call; work is self-actualization; work is worship; work
is art; work is honor; work is service.

Based on the discussion above, 7 hypotheses will be tested and the study model is
illustrated in Figure 1:
Hypothesis 1: OCB affects job satisfaction
Hypothesis 2: Leadership style affects job satisfaction
Hypothesis 3: Work ethic affects job satisfaction
Hypothesis 4: OCB affects Good Governance
Hypothesis 5: Leadership style affects Good Governance
Hypothesis 6: Work ethic affects Good Governance
Hypothesis 7: Job satisfaction affects Good Governance
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Figure 1. Study Model

METHOD

The data used is primary and secondary data. Primary data in this study was
obtained from respondents’ responses to a number of questions in the questionnaire. The
questionnaire consists of a closed-end statement with an alternative answer according to a
Likert scale. There are 5 alternative answers, namely 5 (strongly agree), 4 (agree), 3
(neutral or doubtful), 2 (disagree), 1 (strongly disagree). Meanwhile, secondary data in this
study is literature study, through the search of literature related to this study such as
journals, books, and documents related to theories and data related to studies.

The population in this study were employees in the sub-districts of DKI Jakarta.
The sample selection technique is multistage, the first stage selected 2 random sub-
districts in each area of DKI Jakarta. In the second stage, 20 employees were chosen as
random respondents in the selected sub-district. So there were 10 sub-districts selected as
sample units and the number of respondents were 200 employees.

Data analysis began with a test of validity and reliability. If an indicator or
questionnaire item has R count> rtable, then the indicator or questionnaire item is valid, and if
Rcount< rtable, then the variable is invalid. If the indicators for each variable correlate and
relate to each other with a minimum n alpha Cronbach value of 0.6, then the variable is
said to be reliable and deserves further processing (Sugiyono, 2012).

Furthermore, the data was processed using SPSS and Structural Equation
Modeling (SEM), namely the Lisrel program. From the SPSS results a descriptive analysis
was carried out (Wiratna, 2015) in the form of an average value that was carried out to
give an assessment on the observed variables. Assessment with the formula that (highest
value (5) - lowest value (1)) / number of classes (5) = 0.8. So that the score 1.00 - 1.80 is
very low, the score of 1.81 - 2.60 is low, the score of 2.61 - 3.40 is sufficient, the score of
3.41 - 4.20 is high, and the score of 4, 21 - 5.00 is very high. According to Setyo (2015),
SEM is a structural equation model having the following criteria: there are 2 types of
variables namely latent variables and observed variables (observed or measured or
manifest variables); there are 2 types of models, namely structural models and
measurement models; there are 2 types of errors, namely structural errors and
measurement errors (Setyo, 2015). One covariance-based SEM program is Lisrel.
Covariances show a linear relationship that occurs between two variables, namely X and

OCB

GKT

EK

KK GOG
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Y. If a variable has a positive linear relationship, then the covariance is positive. If the
relationship between X and Y is opposite, the covariance is negative. If there is no
relationship between two variables X and Y, the covariance is zero. From Lisrel, it can be
obtained reliability, validity and t-test results. Variables are said to be reliable when
construct reliability (CR) ≥ 0.70 and variance extracted (VE) value ≥ 0.50. The indicator
of the variable is said to be valid, if the value of Standardized Loading Factor (SLF) ≥
0.50. Whereas if t counts> 1.96 with a p value of *** (0.000) <0.05, then the hypothesis is
rejected. This means that there is influence between 2 variables. The opposite is true
(Sofyan, 2014).

THE RESULTS OF DATA PROCESSING

The respondents of this study were 200 employees who served in North Jakarta
(Kecamatan Cilincing and Pademangan), South Jakarta (Kecamatan Pasar Minggu and
Pancoran), West Jakarta (Kecamatan Slipi and Palmerah), Central Jakarta (Keamatan
Menteng and Tanah Abang), and East Jakarta (Kecamatan Cakung and Duren Sawit).
Characteristics of respondents, among others, most respondents (55%) were 45 years and
under, male (57%), mostly have undergraduate degrees (61%).

The data processing results show that the organizational citizenship behavior
variable consists of 10 indicators including 4 valid indicators (the indicator has a loading
factor ≥ 0.60), which is always ready to help co-workers who need help, always ready to
help new colleagues to adapt, often come early to the office, always complete the work on
time. Transformational leadership style variables consist of 9 indicators including 5 valid
indicators, namely the leader is able to drive individuals and groups towards the
achievement of the mission, the leader provides motivation to employees morale, the
leader always communicates with employees about expectations, the leader always
motivates employees to think innovatively, and the leader pays attention to the availability
of adequate facilities and infrastructure to support the work of their employees.

The work ethic variables consist of 7 indicators, including 4 valid indicators,
namely having a high discipline in working, respecting time in work, working more
productively, and always producing good work.

Job satisfaction variables consist of 10 indicators, including 8 valid indicators,
namely the opportunity to do diverse jobs, capable of implementing consistent sub-district
policies in daily practice, superiors can become role models in carrying out work, there are
promotional opportunities if I have good performance, employees have the opportunity to
do work that optimizes all their abilities, compensation received in accordance with the
workload, compensation can provide certainty of the future, and compensation in
accordance with my expectations.

Good governance variables consist of 10 indicators, including 8 valid indicators,
namely employees always know clearly their duties, functions and authority, always take
the initiative to compile a Performance Accountability Report at the end of each fiscal
year, the existence of an open organizational communication system in service to the
community, always disseminating programs and policies to the community, strict action
against both employees and leaders who violate, fairness in determining sanctions for both
leaders and employees who violate regulations, actively respond to community needs, and
never differentiate gender in employment positions.
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The level of implementation at the sub-district office in DKI Jakarta about the
OCB variable, transformational leadership style, work ethic, job satisfaction, and good
governance is good, which means OCB = 3.35, GKT = 3.78, ETK = 2.92, KKJ = 4.19, and
GOG = 4.19. The average value in this study variable is between 3.41 to 4.20.

The results of data processing with Structural Equation Model (SEM), Lisrel
program, obtained a study model consisting of 2 equations, namely equation with the job
satisfaction variable, which consists of the OCB variable, transformational leadership
style, and ETK. Another equation with the GOG variable consists of job satisfaction
variable, OCB, transformational leadership style, and work ethic.

Table 1. Study Model

No. Structural Equation Description
1. KKJ = 0.043*OCB + 0.57*GKT - 0.19*ETK R² = 0.25
2. GOG = 0.41*KKJ + 0.38*OCB - 0.11*GKT + 0.28*ETK R² = 0.55

Source: The results of data processing

From Table 1 shows that equation 1 indicates the OCB variable, transformational
leadership style, and work ethic can contribute to the job satisfaction variable by 25% (R2

= 0.25). Other variables that are not discussed in this study contribute to the job
satisfaction variable of 75%. Equation 2, shows that the variables of job satisfaction, OCB,
transformational leadership style, and work ethic are able to contribute to good
governance variable by 55% (R2 = 0.55). Other variables not discussed in this study
contribute to good governance variable by 45%.

Table 2. Goodness of Fit Statistics (GoF)

No. Element Standard Description
1 Minimum Fit Function Chi-Square =

950.11 (P = 0.0)
948.70 (P = 0.0) Not good

2 Estimated Non-centrality Parameter
(NCP) = 581.70

(494.49; 676.56) Acceptable

3 Population Discrepancy Function Value
(F0) = 2.34

(1.99 ; 2.72) Acceptable

4 Root Mean Square Error of Approximation
(RMSEA) = 0.80

(0.074; 0.086) Acceptable

5 Expected Cross-Validation Index    (ECVI) =
4.36

(4.01; 4.74) Acceptable

6 AIC Model = 1084.70 Independence AIC
= 11833.27
Saturated AIC=
870.00

Acceptable

7 AIC Model = 1392.16 Independence
CAIC  = 11964.40
Saturated CAIC
= 2836.84

Not good

8 Parsimony Normed Fit Index (PNFI)
= 0.83

Normed Fit Index
(NFI) = 0.92

Good

9 Comparative Fit Index (CFI) = 0.95 Non-Normed Fit
Index (NNFI) =

Not good
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0.94
10 Incremental Fit Index (IFI) = 0.95 Not good
11 Relative Fit Index (RFI) = 0.91 Good
12 Root Mean Square Residual (RMR)  = 0.054 0.079 Good
13 Adjusted Goodness of Fit Index (AGFI) =

0.75
Goodness of Fit
Index (GFI) = 0.79

Good

14 Parsimony Goodness of Fit Index  (PGFI) =
0.67

Good

Source: The results of data processing

Based on the GoF test, the results are obtained that PNFI = 0.83, RFI = 0.91, RMR =
0.054, AGFI = 0.75, PGFI = 0.67, so that it can be said that the suitability of the study
model can be seen in Table 2 above.

Discussion. The effect between variables is described in Figure 2 below. Organizational
citizenship behavior (OCB) variable does not affect the job satisfaction variable. Because t
count = 0.37 < t table (α = 0.05) = 1.96, which means reject H1. The diversity of indicator
values in the variables of OCB and job satisfaction has not been able to provide clarity of
the relationship between these variables. This is not consistent with the results of previous
studies namely OCB has an effect on job satisfaction (Bongsu et al, 2017).

The transformational leadership style variable affects job satisfaction. This fact is
obtained from t count = 4.48 > t table (α = 0.05) = 1.96, which means accept H2. The
diversity of indicator values in the variables of transformational leadership style and job
satisfaction can provide the relationship clarity between these variables. This fact is in
accordance with the results of previous studies that leadership style variable has a positive
effect on job satisfaction variable (Marta and Ketut, 2015; Leli, 2014; Farisa, et al, 2014).

The work ethic variable does not affect the job satisfaction variable because t count
= -1.98 < t table (α = 0.05) = 1.96, which means reject H3. The diversity of indicator
values on the work ethic and job satisfaction variables has not been able to provide the
relationship clarity between these variables. This fact is not consistent with the results of
previous studies which explain that the work ethic affects job satisfaction (Amilin, 2016).

OCB variable affects good governance variable because t count = 3.89 > t table (α =
0.05) = 1.96, which means Accept H4. The diversity of indicator values on OCB and job
satisfaction variables has not been able to provide the relationship clarity between these
variables. This is consistent with previous studies, namely OCB affects the employee
performance (Bongsu et al, 2017).

Transformational leadership style variable does not affect good governance
because t count = -0.97 < t table (α = 0.05) = 1.96, which means reject H5. The diversity
of indicator values in the variables of transformational leadership style and good
governance has not been able to provide the relationship clarity between these variables.
This is consistent with previous studies that transformational leadership style affects
employee performance (Royhul, et al, 2016).

Work ethic variable affects good governance because t count = 3.39 > t table (α =
0.05) = 1.96, which means accept H6. The diversity of indicator values in the work ethic
and good governance variables is able to provide the relationship clarity between these
variables. This fact is consistent with the results of previous studies explaining that the
work ethic affects employee performance (Hayati dan Indra, 2012).
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Job satisfaction variable affects good governance because t count = 5.29 > t table
(α = 0.05) = 1.96, which means accept H7. The diversity of indicator values on job
satisfaction and good governance variables is able to provide the relationship clarity
between these variables. This fact is consistent with the results of previous studies that job
satisfaction has an effect on employee performance (Ibnu Gautama & Muhammad Arfan,
2010; Bongsu et al, 2017)

. .

Figure 2. T Test

In Table 3 below, it can be seen that there are 3 paths in this study model, namely
OCB, KKJ, GOG; GKT, KKJ, GOG; ETK, KKJ, GOG. The dominant paths are the OCB,
KKJ, GOG which means that achieving good governance can be optimal, through job
satisfaction supported by the implementation of OCB.
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Table 3. Direct, Indirect and Total Effect

No. Lines Direct Indirect Total

1. OCB           GOG

OCB           KKJ          GOG

0.41

0.41

-

-

-

0.41

2. GKT           GOG

GKT           KKJ          GOG

-

-

-

0.22 (0.57*0.38)

-

0.22

3. ETK           GOG

ETK            KKJ          GOG

0.28

0.28

-

-

-

0.28

Source: The results of data processing

The implication of this study is that achieving good governance can be optimal if it
prioritizes increasing job satisfaction through the implementation of OCB. We recommend
that sub-district leaders need to further improve good governance where employees
always know clearly the duties and functions of their authority, always take the initiative
to compile a Performance Accountability Report at the end of each fiscal year, the
existence of open organizational communication system in the service to the community,
always disseminate programs and policies to the community, there are decisive actions
both against employees and leaders who violate, fairness in the imposition of sanctions
both for leaders and employees who violate the rules, actively respond to the needs of the
community, and never distinguish gender in the placement of work positions.
Achievement of good governance will be optimal if it prioritizes the increase in employee
job satisfaction in the form of opportunities to do diverse jobs, be able to implement
consistent sub-district policies in daily practice, superiors can be role models in carrying
out work, there are promotion opportunities if they have good performance, employees
have the opportunity to do work that optimizes all of its capabilities, compensation
received is in accordance with the workload, compensation can provide certainty of the
future, and compensation is in accordance with the expectations. Increased job satisfaction
can be supported by the implementation of organizational citizenship behavior in the form
of employees always ready to help co-workers who need help, always ready to help new
colleagues to adapt, often come early to the office, always complete the work on time.

CLOSING

The transformational leadership style variable has an effect on the job satisfaction
variable, but the OCB and work ethic variables have no effect on the job satisfaction
variable. OCB, work ethic, and job satisfaction variables have an effect on good
governance, but transformational leadership style variable has no effect on good
governance.

The achievement level of OCB activities, transformational leadership style, work
ethic, job satisfaction, and good governance in the DKI Jakarta sub-district offices is good
because the average value of the variables is between 3.41-4.20. This condition can be
maintained even enhanced through the dominant channels, namely the OCB, KKJ, GOG



Hatta, Rachbini, Riskarini, Mandagie: Transformational Leadership Style, Work Ethic…

Jurnal Manajemen/Volume XXII, No. 03, Oktober 2018: 395-408 406

lines. This means that increasing achievement of good governance is carried out by
increasing job satisfaction by prioritizing the implementation of organizational citizenship
behavior

It is expected that in further studies there will be another variable that replaces the
work ethic variable as a factor supporting job satisfaction. This is needed to increase the
contribution of (R2) variables in explaining the job satisfaction variable. Considering the
OCB, transformational leadership style, and work ethic variables are only able to
contribute to the job satisfaction variable by 25% (R2 = 0.25), other variables that are not
discussed in this study contribute to the job satisfaction variable of 75%.
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