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ABSTRACT

Teacher effectiveness is vital for student development in madrasah ibtidaiyah (Islamic
primary schools) in South Tangerang. However, their Organizational Citizenship Behavior
(OCB), particularly in areas like altruism and civic virtue, has been found suboptimal,
raising concerns about teacher engagement and performance. This highlights the need to
explore factors influencing OCB in this context. This research aims to investigate the
impact of teamwork on the OCB of madrasah ibtidaiyah teachers, with a particular focus
on the mediating role of organizational culture. This research employed a quantitative
research design, utilizing path analysis to examine the causal relationships between
teamwork, organizational culture, and OCB. Data were collected from a sample of 1,310
madrasah teachers across 83 institutions in South Tangerang, with preliminary research
conducted on 30 samples from five madrasahs. The analysis included a homogeneity test
and the application of SITOREM analysis to identify key indicators influencing the
variables under study. The findings revealed a positive and significant influence of
teamwork on OCB, mediated by organizational culture. The calculated tvae for the
mediation influence test was 4.270, exceeding the tunie value of 1.98 at a significance level
of 0.05, indicating that organizational culture partially mediates the relationship between
teamwork and OCB. This suggests that while organizational culture enhances the positive
effects of teamwork, the influence of teamwork on OCB remains significant even in its
absence. The results underscore the importance of fostering teamwork and a strong
organizational culture to improve OCB among madrasah ibtidaiyah teachers.
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INTRODUCTION

Article 31 Paragraphs 1 to 5 of the 1945 Constitution of Indonesia, the
obligations and rights of Indonesian citizens in education, as well as the
responsibilities of the government and the national education budget, confirm that
the provision of education in Indonesia is a necessity. This is reinforced by Law
No. 20/2003 on the National Education System (SISDIKNAS) Articles 5 to 12,
which regulate the active participation of various elements, such as citizens,
parents, communities and governments, in supporting the implementation of
education.

These elements, in accordance with the provisions of the 1945 Constitution
and the SISDIKNAS Law, are expected to optimize every resource involved,
including teachers, principals, supervisors, educators and management. Teachers
have a central role in the teaching and learning process at every level of education,
from primary school to senior high school. Teachers are responsible for assisting
students every day to achieve the learning target, which is to educate students
through the transfer of knowledge and skills. A competent teacher focuses not only
on memorization, but also on deep understanding that is relevant to everyday life.

In this case, teachers are required to be creative, innovative and active, as
mandated by Law No. 14/2005 on Teachers and Lecturers Article 8, which
mentions pedagogical, personality, social and professional competencies as the
primary foundation. These competencies are not only applied in the classroom, but
also reflect the role of the teacher as an intellectual person who is able to provide
real contributions to society. Teachers who continue to update their knowledge and
insights through the latest books and extensive social interactions can produce
solutions to various educational and social challenges around them.

The school work environment as an organization also plays an important role
in shaping teacher quality. Schools rely on competent teachers to maintain the
quality of the teaching and learning process, where the success of teachers will have
a direct impact on the school's reputation. Teachers with high competence also have
an awareness of the importance of complete administration as a task guide.
Furthermore, teachers who possess Organizational Citizenship Behavior (OCB)-
work behaviors beyond their main duties that are done sincerely- can contribute
significantly to the school.

This research examines the OCB of Islamic primary school (madrasah
ibtidaiyah) teachers in South Tangerang, based on data from 30 preliminary
research samples from five madrasahs. The data shows that the OCB of these
teachers is still not optimal, with indicators such as altruism (77%), civic virtue
(63%), courtesy (57%), voice (73%), and sportsmanship (67%). These findings
indicate the necessity of efforts to increase OCB among madrasah ibtidaiyah
teachers in the region.
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In addition, based on a 2020 survey of Indonesia's education service
indicators conducted by The World Bank, it was found that the rate of teacher
absences in schools was quite high, with one in five teachers, or about 23.5% on
average. Based on this background, as well as the results of preliminary research
conducted, this research aims to identify strategies and measures that can improve
teachers' Organizational Citizenship Behavior (OCB). The focus of the research is
directed at strengthening the variables that influence OCB by identifying and
analyzing the magnitude of the influence of each variable on teacher OCB.

This research attempts to measure the extent to which personality has a direct
positive influence on teacher OCB, thus it can be known whether strengthening
personality aspects can increase or decrease OCB. In addition, this research also
examines the influence of work motivation on teacher OCB to understand how
strengthening motivation can contribute to increasing this behavior. Furthermore,
this research examines the impact of teamwork on OCB, with the assumption that
better teamwork can encourage increased OCB behavior among teachers.

Organizational culture is also an important variable examined in this research,
to determine its direct influence on teacher OCB, as well as how organizational
culture can be mediated by other variables such as personality, work motivation,
and teamwork. This research also examines the relationship between variables such
as the influence of personality on organizational culture, work motivation on
organizational culture, and teamwork on organizational culture, to determine
whether strengthening these aspects can influence the dynamics of organizational
culture in schools.

Furthermore, this research explores the indirect influence of personality on
teacher OCB through organizational culture, to comprehend the extent to which
personality reinforced through organizational culture can contribute to such
behavior. Similarly, this research examines the influence of work motivation on
teacher OCB through organizational culture, as well as the impact of teamwork on
OCB through organizational culture. The results of this research are expected to
contribute strategically in drafting effective policies to sustainably improve
teachers' OCB.

LITERATURE REVIEW

Organizational Citizenship Behavior (Y)

Organizational Citizenship Behavior (OCB) generally refers to employee
behavior in an organization that is carried out voluntarily and goes beyond formal
obligations. These behaviors are not always explicitly rewarded, but contribute
importantly to organizational effectiveness and quality. OCB involves interpersonal
dimensions such as helping colleagues, maintaining relevant information, and being
sportsmanlike, as well as organizational dimensions such as providing constructive
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advice, engaging in organizational activities, and representing the organization
positively.

Several definitions of OCB were proposed by experts. Colquitt et al. (2018)
mentioned that OCB includes employees' voluntary actions that improve the quality
of the workplace. Robbins & Judge (2014) highlighted personality traits such as
cooperativeness and thoughtfulness as the cornerstones of OCB. Cross & Carbery
(2016); Hart et al. (2016); Pourgaz et al. (2015) identified indicators such as
altruism, conscientiousness, sportsmanship, civic virtue, and courtesy as important
elements. These indicators include helping colleagues, making efficient use of time,
maintaining good relationships, and being actively involved in organizational
activities.

Schermerhorn et al. (2011) highlighted the contribution of OCB to the social
and psychological aspects of organizations, while Ferdous (2016) added that OCB
behavior helps create more effective organizational functions. Other opinions, such
as those put forward by Urinov (2020) and Elsayed Belal (2019), assert that this
behavior is carried out without coercion, is voluntary, and is often not formally
recognized but has a major impact on achieving organizational goals.

In the context of education, OCB can also occur in teachers, who exhibit
behaviors such as helping colleagues, involving themselves in organizational
activities, and tolerating less than ideal situations. Overall, OCB reflects an
individual's voluntary contribution to support organizational success through
proactivity, cooperation, and dedication.

Personality (X1)

Personality comes from the word “persona” (Latin) which refers to a person's
unique behavior, character or traits. Experts provide diverse views on personality,
but they generally share the view that personality is a relatively stable characteristic
that differs between individuals, influenced by genetic, social, and environmental
factors.

Colquitt et al. (2018) state that personality is a stable set of feelings and
behaviors, influenced by genetics and the environment. Personality dimensions
include Extraversion, Emotional Stability, Agreeableness, Conscientiousness, and
Openness to Experience. Personality is defined by Robbins & Judge (2014) as the
way individuals react and interact with others, encompassing dimensions such as
cooperativeness in Agreeableness and interest in novelty in Openness to
Experience. Ozbag (2016) describes personality as a stable pattern of consistent
thoughts and behaviors, emphasizing dimensions such as Neuroticism and
Extraversion in the context of leadership.

Larsen et al. (2020) extended that personality is a set of psychological
mechanisms that influence interaction and adaptation, with dimensions such as
Extraversion, Agreeableness, and Conscientiousness. Sutianah et al. (2018) see
personality as a stable characteristic that is influenced by the social and cultural
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environment, with dimensions of sociability and emotional stability. Rathee (2019)
highlighted personality as a unique pattern of behavior, focusing on the Psychotism
dimension which includes insensitivity. Setyaningsih & Rubiati (2020) considers
personality as a stable pattern of behavior and emotions, including openness and
enthusiasm. Agiawati et al. (2020) define personality as characteristics that shape
the way individuals feel and act, with indicators such as extraversion and emotional
stability. Urinov (2020) highlights personality as a consistently recurring trait, with
dimensions of Conscientiousness, Agreeableness, and Neuroticism. This view is
summed up by Lester (2019) who emphasizes personality as stable psychological
attributes that distinguish individuals, encompassing the dimensions of
Extraversion, Agreeableness, Conscientiousness, Neuroticism, and Openness to
Experience.

Work Motivation (X2)

Motivation is defined as the process that drives a person to take action, either
due to internal factors such as biological and psychological drives, or external
factors such as incentives and specific goals (Colquitt et al., 2018). Work
motivation includes key elements such as intensity, direction, and persistence,
where intensity is related to how much effort is made, direction is related to the
compatibility of goals with the organization, and persistence indicates the extent to
which individuals persist in achieving goals (Marczak & Yawson, 2021).

Motivation is a strong internal drive to do something to achieve a goal (Gupta,
2021) and is an internal state that drives, directs, and channels behavior towards a
specific goal (Oanh, 2016). Based on Maslow's theory, motivation includes
dimensions such as self-actualization, self-esteem, social needs, safety, and
physiological needs, each of which has certain indicators (Greenberg & Baron,
2015).

In the context of organizational behavior, motivation is a combination of
internal and external forces that influence an individual's effort, direction, and
persistence at work. Internal factors include goals and trust, while external factors
include incentives and work targets (Sharma & Kumar, 2018). Motivation also
involves an individual's awareness of the drive to achieve the same desire, need, or
goal (Spector, 2021).

Work motivation can be understood as a psychological force from within and
beyond that directs the energy, behavior, and perseverance of individuals to achieve
certain goals. This psychological drive plays an important role in accomplishing
maximum work (Suhartono, 2015). Motivation is influenced by intrinsic factors
such as responsibility and self-actualization, as well as extrinsic factors such as
rewards and working conditions (Gopalan et al., 2017).

In general, motivation is defined as the energy or drive that moves a person
to act, either because of personal desire or external influence. Indicators of
motivation include discipline, imagination, responsibility, and resistance to
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pressure. Work motivation is synthesized as a strong urge that drives individuals to
achieve personal or organizational goals, with intrinsic dimensions such as
responsibility, achievement actualization, and self-development, and extrinsic
dimensions such as rewards, working conditions, and interpersonal relationships
(Hutagalung et al., 2020; Kuswati, 2019; Pancasila et al., 2020; Ufaira & Hendriani,
2019; Vo et al., 2022).

Teamwork (X3)

According to various opinions expressed by experts, teamwork is defined as
cooperation in groups involving individuals with mutually influencing goals,
behaviors, and performance to achieve optimal results. Teamwork includes
elements such as shared goals, effective communication, collaboration, and clear
roles and responsibilities among its members.

Colquitt et al. (2018) state that teamwork involves members who share the
common goal, strong interpersonal relationships, and complement each other.
Robbins & Judge (2014) added that collective performance and synergy between
members are important aspects of teamwork. Strode (2016) highlights the
satisfaction of working in a group as well as joint decision-making, while Jaakkola
(2021) emphasizes the importance of evaluation and reward for teamwork results.

According to Nguyen & Do (2021), teamwork involves the effective use of
organizational resources with indicators such as group cohesiveness and
interpersonal communication. Askari et al. (2020) highlighted goal relevance,
flexibility in decision-making, and constructive conflict management. VVangrieken
et al. (2017) define teamwork as the mental and emotional involvement of team
members to support the achievement of common goals.

Greenberg & Baron (2015) define teamwork as an adaptive and dynamic
process that includes shared understanding, communication, coordination, and
leadership behaviors that support team success. Polega et al. (2019) added that
trusting relationships, leader roles, and consistent structures are important aspects.
Cheng et al. (2020) highlighted the importance of conflict resolution and providing
opportunities for members to demonstrate their expertise.

Organizational Culture (X4)

Culture is a concept derived from the disciplines of anthropology,
metaphysics and geography, reflecting the identity of nations regardless of race or
ethnicity. Culture encompasses patterns of human behavior involving thoughts,
language, actions and other cultural outcomes. In an organizational context, culture
influences how an organization operates and solves problems, and is a pattern of
basic assumptions formed through group experience, as described by Colquitt et al.
(2018). Schein adds that the formation of organizational culture involves the
integration of subcultures and is dynamic, influenced by the group's shared history.
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Organizational culture has several main dimensions: artifacts (observable
phenomena), values (solutions leaders adopt to solve problems), and basic
assumptions (solutions members confidently accept). Urinov (2020) defines
organizational culture as shared values and assumptions that direct organizational
members, with indicators such as innovation, stability, respect for others, results
orientation, attention to detail, team orientation, and aggressiveness.

Whitfield & Davidson (2018) see organizational culture as the beliefs, norms,
and values that govern patterns of organizational activity, including indicators such
as responsiveness, encouragement, leadership, friendliness, and capability. Muslih
& Haliawan (2021) highlighted behavioral norms, dominant values, regulations,
and organizational climate as important elements of organizational culture.
Meanwhile, Tsalits & Kismono (2019) added symbolic values and organizational
philosophy as part of organizational culture.

Suwaryo et al. (2016) identified organizational culture as a cognitive
framework that includes values, norms, and expectations, with indicators such as
sensitivity to customer and worker needs, willingness to accept risk, and openness
to communication. Iljins et al. (2015) highlighted the dimensions of innovativeness,
attention to detail, result orientation, people orientation, team orientation,
aggressiveness, and stability. Mazur (2015) and other colleagues define
organizational culture as a system of shared meanings that distinguish organizations
from one another.

Overall, organizational culture is a system of values, norms, and beliefs that
are held in common by organizational members, creating unique characteristics that
distinguish organizations and form the basis for behavior and problem solving. The
main dimensions of organizational culture include norms and behaviors, innovation
and risk-taking, result orientation, attention to detail, team orientation,
aggressiveness, and stability.

RESEARCH METHODOLOGY

This quantitative research was conducted in 83 Madrasah Ibtidaiyah located
in 7 sub-districts in South Tangerang, with the aim of collecting data on trends,
attitudes and opinions of a small group from a larger population. The research lasted
for six months, starting with the preparation of the proposal and the proposal
examination, until the preparation of the results seminar. The research design used
a quantitative approach with a survey that aimed to describe numerical data related
to the variables under study.

This research combines path analysis and SITOREM analysis methods. Path
analysis is used to test the causal relationship between various variables, while
SITOREM analysis enhances the analysis results by identifying important
indicators in the research. SITOREM analysis assists in the optimization of research
variables by giving weight to each indicator, thus providing more detailed results.
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This combined method is expected to generate more complete and targeted
indicators.

The population of this research consisted of 1,310 Madrasah Ibtidaiyah
teachers spread across 83 schools in 7 sub-districts. Sampling was conducted using
Multistage Random Sampling and Proportional Random Sampling techniques.
Four sub-districts were selected as samples, and from there 18 schools were
determined as individual samples. This technique ensured that each madrasah had
an equal chance of being selected as the sample. Data was collected through a
questionnaire covering five variables: OCB as the dependent variable, and
personality, work motivation, teamwork, and organizational culture as independent
and intervening variables. A Likert scale was used to measure the level of
respondents’ answers.

Overall, this research is designed to provide insight into the factors that
influence teacher performance through comprehensive analysis, both quantitatively
and qualitatively. Through combining various research methods, it is expected that
more in-depth and applicable results can be obtained for the development of
education management in Madrasah Ibtidaiyah in South Tangerang.

RESULT AND DISCUSSION

Normality Test

The normality test is used to test whether the dependent variable, independent
variable, or both in a regression model have a normal distribution. A good
regression model should have a normal or near normal distribution. In order to
detect whether the regression model is normally distributed or not, the
Kolmogorov-Smirnov test is used, provided that the data is considered normally
distributed if the significance value (Sig.) is greater than 0.05. The results of the
normality test can be seen in the following table.

Table 1. One-Sample Kolmogorov-Smirnov Test
Unstandardized

Residual
N 153

ab Mean .0000000

Normal Parameters Std. Deviation ~ 5.80132135

Absolute .189
Most Extreme Differences Positive 174
Negative -.189
Test Statistic .189
Asymp. Sig. (2-tailed) .200°¢

a. Test distribution is Normal.
b. Calculated from data.
c. Lilliefors Significance Correction.
Source: Processed Data by Researchers
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Based on the normality test table, it can be seen that the significance value
(sig) is above 0.05, which is 0.200. Thus, it can be concluded that the regression

model has a normal distribution.

Table 2. Recapitulation of Normality Test Data

No. Estimated Standard Error Sig. Level of Trust Conclusion
1 Y variable on X; 0.102 Normal
2 Y variable on X; 0.200 Normal
3 Y variable on Xs 0.080 Normal
4 Y variable on X4 0.078 Normal
5 X4 variable on X 0.000 Not Normal
6 Xa variable on X3 0.071 o0 Normal
7 Xq4 variable on X3 0.200 Normal
8 Y variable on X; through X4 0.054 Normal
9 Y variable on Xz through X4 0.000 Not Normal
10 Y variable on Xz through X4 0.000 Not Normal

Normal Condition: Sig value. > 0.05

Source: Processed Data by Researchers

Homogeneity Test

The homogeneity test aims to ensure that a set of data to be analyzed
originates from the same population. In this research, the homogeneity test was
carried out using SPSS with the Glesjer Test.

Table 3. Homogeneity Test Recapitulation

No. Estimated Standard Error Sig. Level of Trust | Conclusion
1 Y variable on X3 0.721 Homogeneous
2 Y variable on X; 0.988 Homogeneous
3 Y variable on X3 0.599 Homogeneous
4 Y variable on X4 0.152 Homogeneous
5 Xa variable on X1 0.020 - Hom%‘;tneous
6 X4 variable on X; 0.056 Homogeneous
7 X4 variable on Xs 0.292 Homogeneous
8 Y variable on Xi through X4 | 0.908 and 0.056 Homogeneous
9 Y variable on X;through X, | 0.059 and 0.051 Homogeneous
10 Y variable on Xz through X, | 0.120 and 0.117 Homogeneous

Homogeneous Condition: Sig. Value > 0.05

Source: Processed Data by Researchers
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Linearity Test

The linearity test is used to determine whether the linearity regression of the
data obtained can be used to make conclusions between several variables being
analyzed. The ANOVA (analysis of variance) table is assisted by the significance
value. Linear regression is declared meaningful if Sig. < 0.05 with a significance
level of 0.05. The recapitulation of the results of the significance test of the
regression equation and linearity, as follows:

Table 4. Recapitulation of Linearity Test

No. Estimated Standard Error Sig. Level of Trust Conclusion
1 Y variable on X; 0.000 Linear
2 Y variable on X; 0.000 Linear
3 Y variable on Xz 0.000 Linear
4 Y variable on X, 0.000 0.05 Linear
5 Xa variable on Xy 0.000 Linear
6 X4 variable on X3 0.000 Linear
7 X4 variable on X3 0.000 Linear
Linear Condition: Sig. value < 0.05

Source: Processed Data by Researchers

Model Analysis
After the data from all schools were processed and tested, the next step was
to conduct path analysis to test the causality model. Based on the theoretical model,
the path analysis diagram and the coefficient of each path were obtained.
1. Path Model Sub Structure 1
The hypothesis tested is the influence of Personality (X1), Work
Motivation (X2), and Teamwork (X3) on Organizational Culture (X4).
The results of data processing show that the total influence of the three
independent variables on Organizational Culture is 48.7%, with the
remaining 51.3% influenced by other factors. The path coefficients for
Personality, Work Motivation, and Teamwork on Organizational
Culture are 0.339, 0.400, and 0.328, respectively, all of which indicate
a positive relationship. This indicates that an increase in these three
factors will increase Organizational Culture.
2. Path Model Sub Structure 2
The hypothesis tested is the influence of Personality (X1), Work
Motivation (Xz), Teamwork (X3), and Organizational Culture (X4) on
Organizational Citizenship Behavior (). The results of data processing
indicate that the total influence of the four variables on OCB is 75.4%,
with the remaining 24.6% influenced by other factors. The path
coefficients for Personality, Work Motivation, Teamwork, and
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Organizational Culture on OCB are 0.274, 0.298, 0.325, and 0.416,
respectively, all of which show a positive relationship. This suggests
that an increase in these four factors will increase OCB.

SITOREM Analysis Final Results

The final results of the SITOREM analysis are concisely presented in the form
of an optimization picture with priority order on each indicator. Two indicators with
an average research score above four can be maintained or developed. The priority
order and calculations for each variable obtained from the field research were used
to develop priority steps to improve the state of the variables. This picture is
presented in Table 5 below.

Table 5. Analysis of Indicator Classification Assignment

Organizational Citizenship Behavior (OCB)

Variable Indicator Evaluated Indicators Avera%i;r:;jlcator
1. Altruism 15t Altruism (19.35%) 4.21
2. Sportmanship 2" Sportmanship (18.27%) 4.11
3. Courtesy 3 Courtesy (17.20%) 4.24
4. Civic virtue 4" Civic virtue (16.12%) 4.09
5. Concientiousenes 5t Concientiousenes (15.05%)
6. Boosterism 6t Boosterism (13.97%)

Personality (B 0.274) Rank 3

Variable Indicator Evaluated Indicators Avera%i;:glcator
1. Emotional Stability 1%t Emotional Stability (22.22%) 4.00
2. An Openness to Experience 2" An Openness to Experience (20.83%) 4.11
3. Agreeableness 34 Agreeablenes (20.83%)
4. Conscientiousness 4™ Conscientiousness (19.44%) 4.13
5. Extraversion 5t Extraversion (16.66%) 4.13

1. Rewards 1t Rewards (18.19%)
2. Responsibility 2" Responsibility (17.72%)
3. Actualization of achievements 31 Actualization of achievements (16.45%)
4. Working conditions 4™ Working conditions (16.45%)
5. Inter-personal relationships 5™ Inter-personal relationships (15.18%)
6. Self-development 6" Self-development (15.18%)
Teamwork (p 0.235) Rank 4

Variable Indicator Evaluated Indicators Avera%ec(;?glcator
1. Communication 1%t Communication (21.62%) 4.09
2. Trust 2" Trust (20.27%) 4.09
3. Accountability 3 Accountability (20.27%) 4.09
4. Cohesiveness 4" Cohesiveness (18.91%) 4.16
5. Collaboration 5t Collaboration (18.91%) 4.07

Organizational Culture (p 0.416) Rank 1

Variable Indicator Evaluated Indicators Avera%e:: cl)?:llcator

1. Norms and behaviors | 15 Norms and behaviors (15.05%) 4.21
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2. Attention to detail 2" Attention to detail (15.05%) 4.19
3. Result-oriented 3" Result-oriented (15.05%) 4.09
4. Stability 4™ Stability (13.79%) 4.25
5. Innovation and risk-taking 5™ Innovation and risk-taking courage 4.09
courage (13.97%) '

6. Team orientation & Team orientation (13.97%) 4.04
7. Aggressiveness " Aggressiveness (12.90%) 4.18

Source: Processed Data by Researchers

Table 6. SITOREM Analysis Results

15 Rewards
2" Actualization of achievements
3™ Working conditions

4™ Tnter-personal relationships

5% Self-development

Responsibility

Cohesiveness
Trust
Communication
Collaboration
Accountability
Norms and behaviors
Innovation and risk-taking courage
Result-oriented
Attention to detail
Team orientation
Aggressiveness
Stability
Source: Processed Data by Researchers

Positive Direct Influence between Personality (Xi1) on Organizational
Citizenship Behavior (Y)

Based on the results of hypothesis testing, it can be concluded that personality
has a positive and significant influence on Organizational Citizenship Behavior
(OCB) of teachers in the South Tangerang area. This finding shows that a good
personality, in accordance with the indicators used in the study, has a positive
impact on increasing OCB in schools.

The analysis shows that the relationship between personality and OCB is
positive with a coefficient of 0.274, which means that a one unit increase in
personality will increase OCB by 0.274 units. In order to test the significance of
this influence, a partial hypothesis test was conducted using the test. The calculated
tvae for personality on OCB is 6.062, which is greater than the tiwbie 0f 1.98 at the
5% significance level. Thus, the calculation results prove that personality has a
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significant influence on OCB. The hypothesis stating that increasing personality
can increase OCB is accepted.

Positive Direct Influence between Work Motivation (X2) on OCB (Y)

Based on the results of hypothesis testing, it can be concluded that work
motivation has a positive and significant influence on OCB of teachers in the South
Tangerang area. This finding shows that work motivation that is in accordance with
the indicators used in the study, if practiced by teachers in schools, has an impact
on increasing OCB in these schools.

The analysis indicates that the relationship between work motivation and
OCB is positive with a coefficient of 0.298, which means that a one unit increase
in work motivation will increase OCB by 0.298 units. Partial hypothesis testing is
carried out with the twst, and the calculation results show the calculated tvae Of
6.084, which is greater than the twnie 0f 1.98 at the 5% significance level. Thus, the
hypothesis stating that work motivation has a significant influence on OCB is
accepted. Strengthening work motivation may increase teachers' OCB in madrasah.

Positive Direct Influence between Teamwork (Xs) on OCB (Y)

Based on the results of hypothesis testing, it can be concluded that teamwork
has a positive and significant influence on OCB of madrasah teachers in the South
Tangerang area. This finding shows that the spirit of teamwork, which is in
accordance with the indicators used in the study, when applied by teachers in
schools, has an impact on increasing OCB in these schools.

The analysis shows that the relationship between teamwork and OCB is
positive with a coefficient of 0.235, which means that a one unit increase in
teamwork will increase OCB by 0.235 units. Partial hypothesis testing using the trest
shows the tvaiwe 0f 4.988, which is greater than the tinie 0f 1.98 at the 5% significance
level. Thus, the hypothesis stating that teamwork has a significant influence on
OCB is accepted. Strengthening teamwork can increase teachers' OCB in madrasah.

Positive Direct Influence between Organizational Culture (X4) on OCB (YY)

Based on the results of hypothesis testing, it can be concluded that
organizational culture has a positive and significant influence on OCB
(Organizational Citizenship Behavior) of madrasah teachers in the South Tangerang
area. This finding indicates that a strong organizational culture, in accordance with
the indicators used in the study, when implemented by teachers in schools, has an
impact on increasing OCB in these schools.

The analysis shows that the relationship between organizational culture and
OCB is positive with a coefficient of 0.416, which means that a one unit increase
in organizational culture will increase OCB by 0.416 units. Partial hypothesis
testing using the test Shows a calculated tvaie 0f 7.305, which is greater than the tapie
of 1.98 at the 5% significance level. Thus, the hypothesis stating that organizational
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culture has a significant influence on OCB is accepted. Strengthening
organizational culture can increase teachers' OCB in madrasah.

Positive Direct Influence between Personality (X1) on Organizational Culture
(Xa)

Based on the results of hypothesis testing, it can be concluded that personality
has a positive and significant influence on the organizational culture of madrasah
teachers in the South Tangerang area. This finding shows that having a good
personality, according to the indicators used in the study, can improve
organizational culture in schools.

The analysis shows a positive relationship between personality and
organizational culture with a coefficient of 0.339, which means that a one unit
increase in personality will increase organizational culture by 0.339 units. Partial
hypothesis testing using the test resulted in a calculated tvae Of 5.775, which is
greater than the twnie Of 1.98 at the 5% significance level. Thus, the hypothesis
stating that personality has a significant effect on organizational culture is accepted.
Strengthening personality can improve organizational culture in schools.

Positive Direct Influence between Work Motivation (X2) on Organizational
Culture (X4)

Based on the results of hypothesis testing, it can be concluded that work
motivation has a positive and significant influence on the organizational culture of
madrasah teachers in the South Tangerang area. This finding indicates that having
strong work motivation, in accordance with the indicators used in the study, can
improve organizational culture in schools.

The analysis shows a positive relationship between work motivation and
organizational culture with a coefficient of 0.400, which means that a one unit
increase in work motivation will increase organizational culture by 0.400 units.
Partial hypothesis testing using the test resulted in a calculated tvae 0f 6.414, which
is greater than the twnie OF 1.98 at the 5% significance level. Thus, the hypothesis
stating that work motivation has a significant influence on organizational culture is
accepted. Strengthening work motivation can improve organizational culture in
schools.

Positive Direct Influence between Teamwork (X3) on Organizational Culture
(Xa)

Based on the results of hypothesis testing, it can be concluded that teamwork
has a positive and significant influence on the organizational culture of madrasah
teachers in the South Tangerang area. This finding shows that having a solid
teamwork, in accordance with the indicators used in the study, can improve
organizational culture in schools.

The analysis shows a positive relationship between teamwork and
organizational culture with a coefficient of 0.328, which means that a one unit
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increase in teamwork will increase organizational culture by 0.328 units. Partial
hypothesis testing using the test resulted in a calculated tvaie 0f 5.263, which is
greater than the twne of 1.98 at the 5% significance level. Thus, the hypothesis
stating that teamwork has a significant effect on organizational culture is accepted.
Strengthening teamwork can improve organizational culture in schools.

Positive Indirect Influence between Personality (Xi) on OCB (Y) through
Organizational Culture (X4)

Based on the results of hypothesis testing, it can be concluded that personality
has a positive and significant impact on OCB through the mediation of
organizational culture of madrasah teachers in the South Tangerang area. This
finding shows that a good personality, in accordance with the indicators in the
study, can increase teacher OCB in schools.

The calculation results show that the tvae for the mediation test is 4.530,
which is greater than the twanie 0f 1.98 at the 0.05 significance level. This indicates
that organizational culture mediates the relationship between personality and OCB.
Thus, hypothesis 8 is accepted, and the type of mediation that occurs is partial
mediation, which means that personality still has a significant effect on OCB both
with and without organizational culture.

Positive Indirect Influence between Work Motivation (X2) on OCB (Y)
through Organizational Culture (Xa)

Based on the results of hypothesis testing, it can be concluded that work
motivation has a positive and significant influence on OCB through the mediation
of organizational culture of madrasah teachers in the South Tangerang area. This
finding indicates that strong work motivation, in accordance with the indicators in
the study, can increase teacher OCB in schools.

The calculation results show that the tvae for the mediation test is 4.820,
which is greater than the twanie 0f 1.98 at the 0.05 significance level. This indicates
that organizational culture mediates the relationship between work motivation and
OCB. Thus, hypothesis 9 is accepted, and the type of mediation that occurs is partial
mediation, which means that work motivation still has a significant impact on OCB
both with and without organizational culture.

Positive Indirect Influence between Teamwork (X3) on OCB (Y) through
Organizational Culture (X4)

Based on the results of hypothesis testing, it can be concluded that teamwork
has a positive and significant influence on OCB through the mediation of
organizational culture of madrasah teachers in the South Tangerang area. This
finding shows that solid teamwork, in accordance with the indicators in the study,
can increase teacher OCB in schools.

The calculation results show that the tvae for the mediation test is 4.270,
which is greater than the twanie Of 1.98 at a significance level of 0.05. This indicates
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that organizational culture mediates the relationship between teamwork and OCB.
Thus, hypothesis 10 is accepted, and the type of mediation that occurs is partial
mediation, which means that teamwork still has a significant influence on OCB
both with and without organizational culture.

CONCLUSION

This research discovers strategies and ways to improve teachers'
Organizational Citizenship Behavior (OCB) through identifying the strength of
influence between research variables, as well as finding several indicators in
variables that need to be improved and maintained. Based on the results of the
analysis, it was found that there is a significant positive direct influence of
Personality (X1), Work Motivation (X2), Teamwork (X3), and Organizational
Culture (X4) on OCB, with consecutive coefficients ByX1 = 0.274, ByX2 = 0.298,
ByX3 = 0.235, and PByXs = 0.416. In addition, Personality (X1), Work Motivation
(X2), and Teamwork (Xz) also have a positive direct influence on Organizational
Culture (X4), with coefficients ByX1 = 0.141, ByX2 = 0.166, and ByXs = 0.328. Other
findings indicate a significant indirect influence of Personality (X1), Work
Motivation (X2), and Teamwork (X3) on OCB through Organizational Culture (Xa4),
each with coefficients ByX1 = 4.530, ByX2 = 4.820, and ByXs = 4.270. These results
indicate that strengthening Personality, Work Motivation, Teamwork, and
Organizational Culture can be an effective strategy to increase teacher OCB.

REFERENCES

Agiawati, T., Abdullah, T., Tukiran, M., Abidin, Z., Riyad, M., & Munakib. (2020).
Improving Teacher Performance Through Strengthening Transformational
Leadership , Personality , and Work Motivation ( Path Analysis Research and
Sitorem Analysis on Public Elementary School Teachers in East Jakarta ).
PalArch’s Journal of Archaeology of Egypt/ Egyptology, 17(6), 12884—
12897.

Askari, G., Asghri, N., Gordji, M. E., Asgari, H., Filipe, J. A., & Azar, A. (2020).
The Impact of Teamwork on an Organization’s Performance: A Cooperative
Game’s Approach. Mathematics, 8(10), 1804.
https://doi.org/10.3390/math8101804

Cheng, 1., Powers, K., Mange, D., Palmer, B., Chen, F., Perkins, B., & Patterson,
S. (2020). Interprofessional education through healthcare hotspotting:
Understanding social determinants of health and mastering complex care
through teamwork. Journal of Interprofessional Education & Practice, 20,
100340. https://doi.org/10.1016/j.xjep.2020.100340

Colquitt, J., LePine, J., & Wesson, M. (2018). Organizational Behavior: Improving
Performance and Commitment in the Workplace. McGraw-Hill.

SUJANA: Journal of Education and Learning Review Vol. 3, Issue. 3 (2024)
40



JfPublisher
Strengthening Personality, Work Motivation, Teamwork, and Organizational...

Cross, C., & Carbery, R. (2016). Organisational Behaviour. Macmillan Education
UK. https://doi.org/10.1057/978-1-137-42945-2

Elsayed Belal, A. (2019, March 7). A Review of Positive Organizational
Behavior:The Moderating Role of Three Contextual Factors. Proceedings of
The International Conference on Research in Human Resource Management.
https://doi.org/10.33422/icrhrm.2019.03.105

Ferdous, J. (2016). Organization Theories: From Classical Perspective.
International Journal of Business, Economics and Law, 9(2), 1-6.
https://ijbel.com/wp-content/uploads/2016/05/K9_11.pdf

Gopalan, V., Bakar, J. A. A, Zulkifli, A. N., Alwi, A., & Mat, R. C. (2017). A
review of the motivation theories in learning. AIP Conference Proceedings,
020043. https://doi.org/10.1063/1.5005376

Greenberg, J., & Baron, R. A. (2015). Behavior in Organizations. Pearson Prentice
Hall. https://books.google.co.id/books?id=L6FXAAAAYAAJ]

Gupta, A. K. (2021). Motivation Theories and their Application. International
Journal of Science and Research (IJSR), 10(3), 1597-1600.
https://doi.org/10.21275/SR21323110051

Hart, T. A, Gilstrap, J. B., & Bolino, M. C. (2016). Organizational citizenship
behavior and the enhancement of absorptive capacity. Journal of Business
Research, 69(10), 3981-3988. https://doi.org/10.1016/j.jbusres.2016.06.001

Hutagalung, R. K., Purba, E. N., Silalahi, J. T., & Putri, A. (2020). The Effect of
Competence, Work Ethic, Work Discipline, and Work Motivation on
Performance of Government Employee in Mentawai Islands District Health
Office. International Journal of Innovative Science and Research
Technology, 5(8), 387—-396. https://doi.org/10.38124/1JISRT20AUG327

ljins, J., Skvarciany, V., & Gaile-Sarkane, E. (2015). Impact of Organizational
Culture on Organizational Climate During the Process of Change. Procedia -
Social and Behavioral Sciences, 213, 944-950.
https://doi.org/10.1016/j.sbspro.2015.11.509

Jaakkola, E. A. (2021). Characteristics of an effective teamwork: Analyzing the role
of psychological safety on team effectiveness and performance [University of
Vaasa].
https://osuva.uwasa.fi/bitstream/handle/10024/12975/UVA_2021 Jaakkola_
Eveliina.pdf?sequence=2&isAllowed=y

Kuswati, Y. (2019). Motivation Role in Improving Work Effectiveness. Budapest
International Research and Critics Institute (BIRCl-Journal) : Humanities
and Social Sciences, 2(4), 281-288. https://doi.org/10.33258/birci.v2i4.636

Larsen, R., Buss, D., Wismeijer, A., Song, J., Berg, S., & Jeronimus, B. (2020).
Personality psychology: Domains of knowledge about human nature.

SUJANA: Journal of Education and Learning Review Vol. 3, Issue. 3 (2024)
41



JfPublisher
Strengthening Personality, Work Motivation, Teamwork, and Organizational...

Lester, D. (2019). Theories of Personality. Routledge.
https://doi.org/10.4324/9780429026027

Marczak, E. L., & Yawson, R. M. (2021). Understanding the Theories and
Interventions of Motivation in Organization Development. SSRN Electronic
Journal. https://doi.org/10.2139/ssrn.3849393

Mazur, B. (2015). Basic assumptions of organizational culture in religiously diverse
environments. International Journal of Contemporary Management, 14,
111-128.

Muslih, M., & Haliawan, P. (2021). ORGANIZATIONAL CULTURE AND
CORPORATE GOVERNANCE AS A PERFORMANCE DRIVER OF
INDONESIA STATE-OWNED ENTERPRISES (SOE). 1.

Nguyen, G. N., & Do, H. (2021). Attitudes toward teamwork: a study of Vietnamese
university students. https://mpra.ub.uni-muenchen.de/114631/

Oanh, H. T. K. (2016). Employee’s Motivation: How to improve employees’
motivation in order to increase work performance [Helsinki Metropolia
University of Applied Sciences].
https://www.theseus.fi/bitstream/handle/10024/109735/Oanh
Ho.pdf?sequence=1

Ozbag, G. K. (2016). The Role of Personality in Leadership: Five Factor
Personality Traits and Ethical Leadership. Procedia - Social and Behavioral
Sciences, 235, 235-242. https://doi.org/10.1016/j.sbspro.2016.11.019

Pancasila, 1., Haryono, S., & Sulistyo, B. A. (2020). Effects of Work Motivation
and Leadership toward Work Satisfaction and Employee Performance:
Evidence from Indonesia. The Journal of Asian Finance, Economics and
Business, 7(6), 387-397. https://doi.org/10.13106/jafeb.2020.vol7.n06.387

Polega, M., Amorim Neto, R. do C., Brilowski, R., & Baker, K. (2019). Principals
and teamwork among teachers: an exploratory study. Revista
@mbienteeducacao, 12(2), 12.
https://doi.org/10.26843/ae19828632v12n22019p12a32

Pourgaz, A. W., Naruei, A. G., & Jenaabadi, H. (2015). Examining the Relationship
of Organizational Citizenship Behavior with Organizational Commitment
and Equity Perception of Secondary School Administrators. Psychology,
06(06), 800-807. https://doi.org/10.4236/psych.2015.66079

Rathee, S. (2019). Personality = Theories: A  Brief  Overview.
https://www.researchgate.net/publication/338543409 Personality Theories
_A_Brief_Overview

Robbins, S. P., & Judge, T. (2014). Organizational Behavior. Pearson Prentice
Hall. https://books.google.co.id/books?id=9-jcsiSBRSoC

SUJANA: Journal of Education and Learning Review Vol. 3, Issue. 3 (2024)
42



JfPublisher
Strengthening Personality, Work Motivation, Teamwork, and Organizational...

Schermerhorn, J. R., Osborn, R. N., Uhl-Bien, M., & Hunt, J. G. (2011).
Organizational Behavior. Wiley.
https://books.google.co.id/books?id=8eRtuZelgulC

Setyaningsih, S., & Rubiati, K. (2020). Peningkatan Kualitas Layanan Guru
Melalui Pengembangan Kepribadian Guru dan Keadilan Organisasi.
Pedagonal : Jurnal Iimiah Pendidikan, 4(2), 71-75.
https://doi.org/10.33751/pedagonal.v4i2.2526

Sharma, P., & Kumar, M. (2018). A Study of Theories of Motivation in the
Industries Workers. IJRAR- International Journal of Research and Analytical
Reviews, 5(3), 854-856. https://ijrar.com/upload_issue/ijrar_issue_1364.pdf

Spector, P. E. (2021). Industrial and organizational psychology: Research and
practice. Wiley.

Strode, D. (2016). Applying Adapted Big Five Teamwork Theory to Agile Software
Development. https://doi.org/10.48550/arXiv.1606.03549

Suhartono, S. (2015). The Effect of Work Motivation Factors on Job Satisfaction
in XY Company. IBuss Management, 3(1), 14-20.
https://publication.petra.ac.id/index.php/ibm/article/view/2939

Sutianah, E., Sunaryo, W., & Yusuf, A. E. (2018). Hubungan Antara Gaya
Kepemimpinan Karismatik Kepala Sekolah Dan Kepribadian Dengan
Keinovatifan Guru. JURNAL MANAJEMEN PENDIDIKAN, 6(2), 654-662.
https://doi.org/10.33751/jmp.v6i2.792

Suwaryo, J., Daryanto, H. K. K., & Maulana, A. (2016). Organizational Culture
Change and its Effect on Change Readiness through Organizational
Commitment. Bisnis & Birokrasi Journal, 22(1).
https://doi.org/10.20476/jbb.v22i1.5431

Tsalits, A. H., & Kismono, G. (2019). Organizational culture types and individual
readiness for change: evidence from Indonesia. Diponegoro International
Journal of Business, 2(2), 86. https://doi.org/10.14710/dijb.2.2.2019.86-95

Ufaira, R. A., & Hendriani, W. (2019). Motivasi kerja pada guru honorer di
Indonessia: A literature review. Psikoislamedia Jurnal Psikologi, 4(2), 1689—
1699. https://doi.org/10.22373/psikoislamedia.v4i2.5340

Urinov, B. N. (2020). Theoretical aspects of organizational behavior and corporate
culture. Economics and Innovative Technologies, 2020(2), 1-7.

Vangrieken, K., Boon, A., Dochy, F., & Kyndt, E. (2017). Group, team, or
something in between? Conceptualising and measuring team entitativity.
Frontline Learning Research, 5(4), 1-41.
https://doi.org/10.14786/flr.v5i4.297

Vo, T.T.D., Tuliao, K. V., & Chen, C.-W. (2022). Work Motivation: The Roles of

SUJANA: Journal of Education and Learning Review Vol. 3, Issue. 3 (2024)
43



JfPublisher
Strengthening Personality, Work Motivation, Teamwork, and Organizational...

Individual Needs and Social Conditions. Behavioral Sciences, 12(2), 49.
https://doi.org/10.3390/bs12020049

Whitfield, G., & Davidson, A. (2018). Cognitive Behavioural Therapy Explained.
CRC Press. https://doi.org/10.1201/9781315377773

SUJANA: Journal of Education and Learning Review Vol. 3, Issue. 3 (2024)
44



