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Abstract: Organizational Citizenship Behavior (OCB) is an essential factor in optimizing the
achievement of organizational goals. The present study investigates the effect of
Transformational Leadership, Work-Life Balance, and Organizational Commitment on OCB
with Job Satisfaction as an intervening variable of civil servants at the Direktorat Sistem
Perbendaharaan (Directorate of Treasury System), Ministry of Finance of the Republic of
Indonesia. The research used a quantitative approach through questionnaires to 91
respondents on a Likert scale with analysis using the SEM-PLS (Structural Equation
Modeling-Partial Least Square). The results showed: Transformational Leadership has a
positive and significant effect on OCB; Work-Life Balance has a positive and insignificant
effect on OCB; Organizational Commitment has a positive and insignificant effect on OCB;
Job Satisfaction has a positive and significant effect on OCB; Transformational Leadership
has a positive and significant effect on Job Satisfaction; Work-Life Balance has a positive
and significant effect on Job Satisfaction; Organizational Commitment has a positive and
significant effect on Job Satisfaction; Job Satisfaction mediates the effect of Transformational
Leadership on OCB; Job Satisfaction does not mediate the effect of Work-Life Balance on
OCB; Job Satisfaction mediates the effect of Organizational Commitment on OCB.

Keywords: Organizational Citizenship Behavior, OCB, Transformational Leadership, Work-
Life Balance, Organizational Commitment, Job Satisfaction.

INTRODUCTION

Employees must work based on their primary duties and functions in an organization.
But at some point, there are employees who, in carrying out their job duties, voluntarily show
behavior beyond their job duties, which positively impacts organizational productivity. In its
development, the organization needs employees who can do their primary tasks and have
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behavior willing to do additional or extra tasks voluntarily. This behavior is called extra-role
behavior or Organizational Citizenship Behavior (OCB) (Organ, 1988; Podsakoff et al.,
2000).

According to scholars, the importance of OCB is related to productivity and increased
organizational efficiency (Ocampo et al., 2018). OCB includes extra, discretionary, and
beneficial role behaviors of organizational members that significantly contribute to the
desired work outcomes, as well as the effective functioning of the organization (Thompson et
al., 2020; Yaakobi & Weisberg, 2020). In addition, OCB is reflected in the tendency of
employees to be cooperative, caring, helpful, and conscientious (Luthans, 2011).

The importance of OCB for achieving the performance of public organizations,
especially government, is due to its relevance to the relationship between government and
society and its relation to the purpose of bureaucratic reform to achieve a sizeable
organizational response to society (Ingrams, 2020). Utomo et al. (2019), in their research on
the role of OCB on employee performance in government agencies, concluded that the higher
the OCB, the higher the performance of civil servants. Not only are they required to work
according to standard operating procedures, but it is essential for civil servants to demonstrate
OCB in their work activities (Hapsari et al., 2021). Therefore, encouraging employees to
behave OCB is an ongoing challenge today in the workplace (Chernyak-Hai et al., 2023).

As a government organization, the Direktorat Sistem Perbendaharaan, one of the
organizational units under the Ministry of Finance of the Republic of Indonesia, is expected
to have good OCB employees to produce optimal performance. The pre-survey results at this
institution show that, on average, 68% of employees have behaved OCB well, while 32%
have not behaved OCB well. This result indicates that the organization's employees have not
optimally applied OCB behavior.

Researchers in recent years have identified various variables that can influence
employee OCB. These variables include organizational culture (Safari et al., 2022),
transformational leadership (Cakir & Adigiizel, 2020; Nurjanah et al., 2020), job satisfaction
(Erdianza et al., 2020; Fitrio et al., 2019; Nilawati et al., 2019; Nurjanah et al., 2020),
organizational commitment (Fitrio et al., 2019; Nurjanah et al., 2020; Sunaris et al., 2022),
work engagement (Gupta et al., 2017), perceived organizational support (Alshaabani et al.,
2021; Shaheen et al., 2016), psychological capital (Gupta et al., 2017; Shaheen et al., 2016),
and work-life balance (Erdianza et al., 2020). According to these variables, a presurvey was
conducted to obtain four variables that most influence the OCB behavior of the Direktorat
Sistem Perbendaharaan employees. The pre-survey results showed that the variables of
transformational leadership, work-life balance, organizational commitment, and job
satisfaction were the most chosen by respondents.

This study will further analyze the effect of transformational leadership, work-life
balance, and organizational commitment to OCB with job satisfaction as an intervening
variable in the Direktorat Sistem Perbendaharaan. This study is expected to enrich knowledge
and provide corrective action input on HR management strategies, especially related to
efforts to increase the OCB of government employees in the Direktorat Sistem
Perbendaharaan through transformational leadership, work-life balance, organizational
commitment, and job satisfaction.

LITERATURE REVIEWS
Organizational Citizenship Behavior

Organ (1988) defines OCB as discretionary behavior by individuals not directly or
explicitly recognized in the formal reward system but in aggregate that will encourage the
more effective functioning of the organization. Furthermore, Organ states that employee
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OCB behavior is aimed at increasing performance effectiveness without neglecting the
individual productivity goals of employees.

Organ (1988) and Podsakof et al. (1990) classify OCB in five dimensions, namely (1)
Altruism, which refers to the voluntaraly behavior of a person in making decisions to assist
others in solving different work problems, (2) Conscientiousness, which refers to behavior
that freely takes decisions to do work at a level better than the minimum level required, such
as paying attention to his work, use of time rest, and so on; (3) Sportmanship, which refers to
the willingness of employees to excuse various situations of dissatisfaction without
expressing them, complaining, gossip, blaming, and other trivial matters; (4) Courtesy, which
refers to the behavior of employees who in their decision-making try to prevent problems in
employment relations with others and respect the personal rights of others; (5) Civic Vertue,
which refers to the level of participation in various activities related to his work.

Transformational Leadership

For civil servants, leadership is one of the determining factors for achieving
performance to realize excellent service to the community (Saluy et al., 2020). Robbins &
Judge (2013) define transformational leadership as a leader who can inspire followers to
transcend their interests for the organization's good and exert tremendous influence on his
followers. Not only able to stimulate and inspire followers to achieve extraordinary
performance results, but the process of transformational leadership is also considered capable
of developing the leadership of followers themselves (Bass & Riggio, 2006). Thus,
transformational leadership provides breakthroughs, changes, and updates for progress for
employees and the organization.

There are generally four dimensions of transformational leadership, namely: (1)
Charismatic Leadership, where role model leaders are respected and admired so that
followers identify with the leader and want to emulate him; (2) Inspirational Motivation,
where leaders always motivate, arouse enthusiasm, and challenge their followers; (3)
Intellectual Stimulation, where the leader actively gathers new ideas and ways of doing
things, to stimulate creativity, but not openly in making corrections or criticisms; (4)
Individual Consideration, where the leader pays attention to the needs and potential to
develop others to create an organizational situation or climate that respects the differences of
opinion of each individual (Cetin & Kinik, 2015).

Concerning OCB, Robbins & Judge (2013) argue that transformational leaders inspire
followers to expend extra effort to achieve group goals. This opinion is reinforced by
research showing that increased transformational leadership can influence increasing
employee OCB (Abdulrab et al., 2020; Cakir & Adigiizel, 2020; Nurjanah et al., 2020). The
same results were also shown in a study on civil servants conducted by Dwiyanto et al.
(2022)

Hypothesis 1: Transformational Leadership has a positive and significant effect on
OCB

Work-Life Balance

In simple terms, work-life balance can be interpreted as a balance between work and
personal or family life. Clark (2000) defines work-life balance as satisfaction and good
functioning at work and home with minimal conflict roles. Work-life balance refers to how
employees distribute time between work and other activities (family, personal and social)
(Smith et al., 2016). It is closely related to how individual perceptions where work and non-
work activities can be aligned and encourage development under the individual's current life
priorities (Kalliath & Brough, 2008).
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Greenhaus et al. (2003) reveal aspects of work-life balance, namely: (1) Time Balance,
which is the balance of time allocated for work roles and outside work; (2) Involvement
Balance, which is the same level of psychological involvement in the job role and outside the
job; (3) Satisfaction Balance, which is the same level of satisfaction in the job role and
outside the job.

Work-life balance has four dimensions, namely (1) Work Interference with Personal
Life (WIPL), namely the extent to which work can interfere with life outside work; (2)
Personal Life Interference with Work (PLIW), namely the extent to which life outside work
can interfere with work life; (3) Personal Life Enhancement of Work (PLEW), the extent to
which life outside of work can support or improve performance at work; and (4) Work
Enhancement of Personal Life (WEPL), which is the extent to which work can improve life
outside of work (Cetin & Kinik, 2015; Rahmayati, 2021).

Work-life balance is essential to employee behavior toward their organization,
including OCB. It is supported by previous research showing that increasing work-life
balance will increase employee OCB (Erdianza et al., 2020; Iroth et al., 2022).

Hypothesis 2: Work-life balance has a positive and significant effect on OCB

Organizational Commitment

Organizational commitment is one of the determining factors for organizational success
(Riyanto et al. (2023). According to Meyer & Allen (1997), organizational commitment is a
psychological construct that reflects the characteristics of the relationship between
organizational members and their organizations, with implications for individual decisions
regarding their continuation in the organization. Employees committed to the organization
tend to identify its goals, objectives, and expectations of remaining a member. High
commitment will encourage one's ability in high-performance demands (Pudjianto et al.,
2021).

There are three aspects to organizational commitment. Meyer & Allen (1984) propose
two aspects, namely: (1) Affective commitment, which refers to emotional attachment or
identification with involvement in the organization; and (2) Continuance commitment, which
refers to the costs that will be borne if leaving the organization. Furthermore, Allen & Meyer
(1990) propose the third aspect, namely (3) Normative Commitment, which refers to the
perceived obligation of a person to remain in the organization.

Organizational commitment can be reflected in the tendency of employees to behave
OCB. It is reinforced by previous research showing that increasing organizational
commitment will increase employee OCB behavior (Fitrio et al., 2019; Nurjanah et al., 2020;
Sunaris et al., 2022).

Hypothesis 3: Organizational commitment has a positive and significant effect on OCB

Job Satisfaction

Job satisfaction is employee attitudes and feelings about their work (Armstrong &
Taylor, 2014), that is, the degree to which employees feel positively or negatively about their
work in response to their duties and to the psychological and social condition of their work
environment (Igbal et al., 2021; Schermerhorn et al., 2002). Luthans (2011) argues that job
satisfaction results from employees' perceptions of how well their jobs deliver things that are
considered equally important.

Luthans (2011) revealed that there are five dimensions of job satisfaction, namely (1)
The work itself, which refers to the extent to which work can provide tasks, learning
opportunities, and opportunities to accept responsibility; (2) Pay, which relates to the amount
of financial remuneration received and the level of equality with other employees in the
organization; (3) Promotion opportunities, which refer to career advancement opportunities;
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(4) Supervision, which relates to the supervisor's ability to provide technical assistance and
behavioral support; (5) Coworkers, who assess the extent of technical and social support
skills of colleagues.

Job satisfaction is closely related to OCB (Meilina, 2017; Robbins & Judge, 2013). It is
supported by previous research showing that increasing employee job satisfaction will
increase OCB behavior (Dwiyanto et al., 2022; Fitrio et al., 2019). A positive OCB will be
generated if the organization or administrator can ensure employees are satisfied with their
work (Na-Nan et al., 2020).

Hypothesis 4: Job satisfaction has a positive and significant effect on OCB

Based on various previous studies, increased job satisfaction can be influenced by
increased transformational leadership (Winarto & Purba, 2018), increased work-life balance
(Erdianza et al., 2020; Nilawati et al., 2019), and increased organizational commitment
(Hermawati et al., 2023).

Hypothesis 5: Transformational leadership has a positive and significant effect on job
satisfaction

Hypothesis 6: Work-life balance has a positive and significant effect on job satisfaction

Hypothesis 7: Organizational commitment has a positive and significant effect on job
satisfaction

In addition, several studies have shown that job satisfaction mediates the effect of
transformational leadership on OCB (Aldrin & Yunanto, 2019; Dwiyanto et al., 2022;
Maharani et al., 2017), job satisfaction mediates the effect of work-life balance on OCB
(Erdianza et al., 2020; Fajri, 2022; Yu et al., 2018), job satisfaction mediates the effect of
organizational commitment on OCB (Hermawati et al., 2023).

Hypothesis 8: Job satisfaction mediates the influence of transformational leadership on
OCB.

Hypothesis 9: Job satisfaction mediates the effect of work-life balance on OCB.

Hypothesis 10: Job satisfaction mediates the effect of organizational commitment to
OCB

Conceptual Framework
Based on the research background and theoretical studies above, the conceptual
framework of this research can be described as follows:

Leadership

) EEm—
«( Work-Life Balance ]L} [ Job Satisfaction } | & OCB

Organizational
Commitment

[ Transformational

Figure 1. Conceptual Framework
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METHODS

This study is explanatory research with a quantitative approach designed to investigate
the effect of transformational leadership (X1), work-life balance (X2), and organizational
commitment (X3) on OCB (Y2) with job satisfaction (Y1) as an intervening variable. The
study population was civil servants at the Direktorat Sistem Perbendaharaan, with a sample of
91 respondents.

Data collection is carried out through questionnaire instruments whose measurements
are under the dimensions of each variable. The data obtained is then processed and analyzed
using SEM-PLS (Structural Equation Modeling-Partial Least Square). Each hypothesis will
be tested and analyzed through the SmartPLS application.

RESULTS AND DISCUSSION
Profiles of the Respondents

The respondents in this study were 91 civil servants at the Direktorat Sistem
Perbendaharaan, Ministry of Finance of the Republic of Indonesia. The respondents
comprised 74% men and 26% women, 9% were Diploma 1/Senior High School graduates,
18% had Diploma IlI education, 49% had Bachelor / Diploma IV education, and 24% had
Master education. Based on age distribution, 31% were aged 20-29, 44% were aged 30-39,
and 25% were aged 40-49. By position, 78% are staff (executive officers), 18% are
supervisory officers (Echelon 1V), and 2% are administrator officers (Echelon II1).

Measurement Model (Outer Model)

Table 1. Outer Model Result Summary

Variable Loading Average Cronbach® Compos Cross Loading
Factor Variance s Alpha ite X1 X2 X3 Y1 Y2
Extracte Reliabili
d ty

Transforma  TL1 0,871 0,717 0,968 0,970 0,871 0,491 0,061 0,554 0,834
tional TL10 0,866 0,866 0,486 0,027 0,375 0521
Leadership  TL11 0,846 0,846 0,445 -0,023 0,302 0,443
(X1) TL12 0,882 0,882 0,435 0,018 0,320 0,463
TL13 0,766 0,766 0,382 0,000 0,233 0,347
TL2 0,867 0,867 0,486 0,119 0,586 0,856
TL3 0,874 0,874 0,496 0,132 0,593 0,872
TL4 0,765 0,765 0,509 -0,043 0314 0,462
TL5 0,889 0,889 0,458 -0,048 0360 0,516
TL6 0,864 0,864 0,407 -0,027 0290 0,434
TL7 0,848 0,848 0,428 0,021 0,295 0,437
TLS 0,816 0,816 0,308 0,068 0,228 0,378
TL9 0,844 0,844 0,441 0,034 0,324 0,453
Work-Life WLB10 0,676 0,618 0,930 0,941 0,340 0,676 0,319 0,369 0517
Balance WLB11 0,896 0,421 0,896 0,152 0,475 0,536
(X2) WLB12 0,842 0,431 0,842 0,161 0,332 0,442
WLB2 0,812 0,382 0,812 0,159 0,437 0,488
WLB3 0,784 0,351 0,784 0,185 0,354 0,383
WLB4 0,680 0,487 0,680 0,034 0,374 0,528
WLB5 0,823 0,505 0,823 -0,088 0404 0,483
WLB7 0,792 0,416 0,792 -0,077 0326 0,450
WLB8 0,778 0,428 0,778 -0,092 0260 0,353
WLB9 0,750 0,427 0,750 0,028 0,294 0,423
Organizatio ~ OC1 0,776 0,547 0,889 0,905 -0,020 0,027 0,776 0,243 0,055
nal 0C2 0,804 0,079 0,125 0,804 0,261 0,252
Commitmen  OC3 0,824 0,079 0,117 0,824 0,331 0,153
t(X3) 0oc4 0,698 0,026 0,047 0,698 0,171 0,048
0C5 0,665 0,051 0,034 0,665 0,108 0,151
0C6 0,839 0,026 0,164 0,839 0,306 0,249
0oC8 0,657 -0,003  -0,057 0,657 0,118 0,052

0C9 0,619 0,000 -0,103 0,619 0082 -
0,008
Job JS1 0,846 0,651 0,962 0,965 0,396 0,429 0,223 0,846 0,579
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Satisfaction  JS10 0,839 0437 0357 0316 0839 0,639
(Y1) JS11 0,821 0392 0319 0333 0821 0575
JS12 0,824 0,476 0462 0082 0824 0522
JS13 0,821 0,363 0305 0,126 0821 0425
JsS14 0,833 0488 0469 0,155 0833 0,605
Js15 0,827 0,441 0486 0204 0827 0592
JS2 0,817 0,346 0444 0269 0817 0543
JS3 0,804 0,361 0463 0279 0,804 0545
Js4 0,730 0236 0259 0290 0,730 0,404
JS5 0,772 0276 0232 0296 0,772 0,382
JS6 0,663 0235 0293 0269 0,663 0,431
JS7 0,852 0435 0443 0337 0852 0,667
Js8 0,780 0,394 0339 0320 0,780 0,599
JS9 0,855 0,401 0307 0304 0855 0,592
Organizatio OCB1 0,909 0,735 0,974 0,976 0611 0547 0,160 0,602 0,909
nal OCB10 0,902 0611 0516 0285 0589 0,902
Citizenship  OCB11 0,870 0,637 0,555 0,124 059 0,870
Behavior OCB12 0,851 0665 0561 -0,012 0,610 0,851
(Y2) OCB13 0,846 0541 0548 0,246 0569 0,846
OCB14 0,772 0517 0382 0223 0445 0,772
OCB15 0,880 0585 0548 0307 0,629 0,880
OCB2 0,930 0686 0545 0,097 0,637 0,930
OCB3 0,807 0618 0541 -0,083 0592 0,807
OCB4 0,875 0611 0501 0294 0593 0,875
OCB5 0,752 0444 0457 0139 0517 0,752
OCB6 0,919 0673 0554 0,133 0,639 0,919
OCB7 0,729 0429 0365 0315 0477 0,729
OCB8 0,888 0691 0490 0264 0,607 0,888
OCB9 0,900 0634 0511 0,190 0,620 0,900

1. Validity Test

a. Convergent Validity

Figure 2 shows the relationship between constructs and all question items with an
outer loading value of >0.60. Thus, all items have met the convergent validity
requirements for explanatory research (Hair et al., 2019).

The Average Variance Extracted (AVE) value is >0.50, meaning each variable's
variation in measurement items has met good convergent validity.
b. Discriminant Validity

Table 2. Heterotrait-Monotrait Ratio (HTMT)

Organizational Work-

Transformational Job Organizational Citizenship Life
Leadership Satisfaction Commitment .
Behavior Balance
Transformational
Leadership
Job Satisfaction 0,439
Organizational 0,077 0,301
Commitment
Organizational 0,648 0,690 0,215
Citizenship
Behavior
Work-Life 0,550 0,480 0,193 0,614
Balance

The results in Table 2 above show that HTMT values have met the validity criteria,
namely, all values < 0.9 (Hair et al., 2019). It means that the variance divided by each
variable is higher against its measurement item when compared to being divided by other
variable items. Therefore, the evaluation of discriminant validity with HTMT is fulfilled.

In the cross-loading value shown in Table 1, the overall correlation value of the
construct with the indicator is higher than that of other constructs. It means that each
measurement item correlates more strongly with the measured variable. Therefore, it can
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be concluded that the latent construct of each variable is valid because it has fulfilled the
discriminant validity by cross-loadings.

2. Reliability Test
Based on the results in Table 1, the construct in this study is declared reliable,
shown by Cronbach's alpha value > 0.6 and composite reliability value > 0.6. Overall, the
variables transformational leadership (X1), work-life balance, organizational commitment,
job satisfaction, and OCB have acceptable levels of reliability.

Structural Model (Inner Model)
1. Collinearity Statistics (VIF)

Table 3. Collinearity Statistics (VIF)
Job Satisfaction Organizational Citizenship Behavior

Transformational Leadership  1.400 1.563
Job Satisfaction 1.579
Organizational Commitment 1.012 1.128
Work-Life Balance 1.414 1.530

Table 3 above shows the Variance Inflated Factor (VIF) value in general < 3, which
means that the data is ideal and there are no multicollinearity issues (Hair et al., 2019)
between variables affecting job satisfaction (Y1) and OCB (Y2).

2. Coefficient of Determination Testing (R-Square/R?)

Table 4. R-Square
R-square

Job Satisfaction (R1?) 0.367

Organizational Citizenship Behavior (R2%2)  0.674
Table 4 above shows the R-Square value for job satisfaction of 0.367 in the weak
category (Hair et al., 2019) and OCB of 0,674 in the moderate category (Hair et al., 2019).
R-Square value of 0.367 reflects that the variability of the job satisfaction construct can be
explained in this study by 36.7%. As for OCB, this study amounted to 67.4%. The rest is

explained by other variables not contained in this study.

3. Goodness of Fit (Q-Square)

The goodness of Fit rating is based on the Q-Square value. The magnitude of the Q-
Square value is in the range of 0 < Q% < 1, where closer to 1 means the model is a better
fit with the data (Irwan et al., 2015). The Q-Square value is obtained from the following
calculation results:

Q-Square =1-[(1-R1?)x (1-R22)]
=1-[(2-0.367) x (1-0.674)]
=1-(0.633 x 0.326)
=1- 0.206358
= 0.79

The result of the calculation above yields a Q-Square value of 0.79. This value
shows the large variety of research data that can be explained by the research model,
which is 79%, while other factors outside this research model explain the remaining 21%.
The calculation results reflect that this research model is stated to have good goodness of
fit.
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4. Test the Hypothesis
Hypothesis testing can be seen from the value of Path Coefficients, namely the value
of T-Statistics or P-Values after bootstrapping the SmartPLS application. The hypothesis
is accepted if the P-Values <0.05 or T-Statistics >1.96 indicate that the path coefficient is
significant (Hair et al., 2017, 2019).
Table 5. Hypothesis Test Results

. Original T- P-
Hypothesis Influence SAMPLe  statistics  values Result
H1 Transformational Leadership -> OCB 0.418 4.402 0.000  Accepted
H2 Work-Life Balance -> OCB 0.189 1.737 0.082  Rejected
H3 Organizational Commitment -> OCB 0.045 0.625 0.532  Rejected
H4 Job Satisfaction -> OCB 0.378 3.537 0.000  Accepted
H5 Transformational Leadership -> Job 0.321 3.197 0.001  Accepted
Satisfaction
H6 Work-Life Balance -> Job Satisfaction  0.271 2.283 0.022  Accepted
H7 Organizational Commitment -> Job 0.271 2.719 0.007  Accepted
Satisfaction
H8 Transformational Leadership -> Job 0.121 2.056 0.040  Accepted
Satisfaction -> OCB
H9 Work-Life Balance -> Job Satisfaction 0.102 1.869 0.062  Rejected
->0CB
H10 Organizational commitment -> Job 0.103 2.308 0.021  Accepted
Satisfaction -> OCB
m&o 055:}' 247 ‘Jm Ly ‘{"3?5{%:@%;9//’/ 0CB1
tu\ = = = Z = s f
“‘; Job Satisfaction /A
" [/
i
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g ‘ , -M”,
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Figure 2. Path Coefficient

Discussion

H1 is received with test results that show the original sample value of 0.418, T-
Statistics of 4.402, and P-Values of 0.000. It is known that transformational leadership has a
positive and significant effect on OCB, indicating that any improvement in transformational
leadership will increase the OCB of Direktorat Sistem Perbendaharaan employees. These
results are in line with previous research by Nurjanah et al. (2020), Abdulrab et al. (2020),
Cakir (2020), and Dwiyanto et al. (2022)
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H2 is rejected with test results showing the original sample value of 0.189, T-Statistics
of 1.737, and P-Values of 0.082. It is known that work-life balance has no significant effect
on OCB, indicating that any increase in work-life balance does not optimally increase the
OCB of the Direktorat Sistem Perbendaharaan employees. These results contradict the
research of Erdianza et al. (2020) and Iroth et al. (2022), revealing the effect of work-life
balance on OCB.

H3 is rejected with test results showing the original sample value of 0.045, T-Statistics
of 0.625, and P-Values of 0.532. It is known that organizational commitment has no
significant effect on OCB, which indicates that any increase in organizational commitment
does not optimally increase the OCB of Direktorat Sistem Perbendaharaan employees. This
result contradicts the opinion of Luthans (2011), which states that organizational commitment
is closely related to OCB, as well as the results of research by Tjahjono et al. (2018) and
Fitrio (2019) who revealed the influence of organizational commitment to OCB.

H4 is received with test results that show the original sample value of 0.378, T-
Statistics of 3.537, and P-Values of 0.000. It is known that job satisfaction has a positive and
significant effect on OCB, which indicates that any increase in job satisfaction will increase
the OCB of employees of the Direktorat Sistem Perbendaharaan. These results align with the
theories that Robbins & Judge (2013) and Luthans (2011) expressed that job satisfaction
correlates with OCB. In addition, these results are supported by the research of Fitrio et al.
(2019) and Dwiyanto et al. (2022), which prove the effect of job satisfaction on OCB.

H5 is received with test results showing the original sample value of 0.321, T-Statistics
of 3.197, and P-Values of 0.001. It is known that transformational leadership has a positive
and significant effect on job satisfaction, which indicates that any improvement in
transformational leadership will increase employee job satisfaction in the Direktorat Sistem
Perbendaharaan. These results align with the research of Winarto and Purba (2018).

H6 is received with test results showing the original sample value of 0.271, T-Statistics
of 2.283, and P-Values of 0.022. It is known that work-life balance has a positive and
significant effect on job satisfaction, which indicates that every increase in work-life balance
will increase employee job satisfaction in the Direktorat Sistem Perbendaharaan. These
results align with the research of Nilawati et al. (2019) and Erdianza et al. (2020).

H7 is received with test results showing the original sample value of 0.271, T-Statistics
of 2. 719, and P-Values of 0. 007. It shows that organizational commitment has a positive and
significant effect on job satisfaction, which indicates that any increase in organizational
commitment will increase employee job satisfaction in the Direktorat Sistem Perbendaharaan.
These results align with the research of Hermawati et al. (2023).

H8 is received with test results that show the original sample value of 0.121, T-
Statistics of 2.056, and P-Values of 0.040. It suggests that job satisfaction mediates the
influence of transformational leadership on OCB, or transformational leadership has a
positive and significant effect indirectly on OCB. These results are in line with the research
of Maharani et al. (2017), Aldrin & Yunanto (2019), and Dwiyanto et al. (2022). Based on
the hypothesis test results, it is known that the value of transformational leadership's
influence on OCB is higher than its indirect influence through job satisfaction intermediaries.
It shows that in this construct, partial mediation occurs.

H9 is rejected with test results showing the original sample value of 0.1 02, T-Statistics
of 1.869, and P-Values of 0. 062. It suggests that job satisfaction does not mediate the effect
of work-life balance on OCB. These results contradict research conducted by Yu et al.
(2018), Erdianza et al. (2020), and Fajri (2022), who revealed that job satisfaction mediates
the effect of work-life balance on OCB.

HZ10 is received with test results showing the original sample value of 0.103, T-
Statistics of 2.308, and P-Values of 0.021. It suggests that job satisfaction mediates the
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influence of organizational commitment to OCB, or organizational commitment has a
positive and significant indirect effect on OCB. These results align with the research of
Hermawati et al. (2023). Based on the study's results, it is known that organizational
commitment in its direct influence shows insignificant results, but if through intermediaries,
job satisfaction will produce significant value. These results indicate that in this construct,
there is complete mediation.

CONCLUSION

This study concludes as follows: transformational leadership has a positive and
significant effect on OCB, work-life balance has a positive and insignificant effect on OCB,
organizational commitment has a positive and insignificant effect on OCB, job satisfaction
has a positive and significant effect on OCB, transformational leadership has a positive and
significant effect on job satisfaction, work-life balance has a positive effect and significant on
job satisfaction, organizational commitment has a positive and significant effect on job
satisfaction, job satisfaction mediates the effect of transformational leadership on OCB
(partial mediation), job satisfaction does not mediate the effect of work-life balance on OCB,
job satisfaction mediates the effect of organizational commitment to OCB (complete
mediation).

The study had some limitations. Firstly, participants only include government
employees at the Direktorat Sistem Perbendaharaan, one of the organizational units under the
Ministry of Finance of the Republic of Indonesia, and do not consider other organizational
units. Secondly, the study only analyzed transformational leadership, work-life balance,
organizational commitment, and job satisfaction as variables affecting OCB. In this regard,
future research can be carried out in other organizational units of government or a broader
scope. Future research also needs to consider using other variables affecting OCB, such as
organizational culture, work engagement, perceived organizational support, psychological
capital, and procedural fairness.

REFERENCE

Abdulrab, M., Zumrah, A. R., Alwaheeb, M. A., Al-Mamary, Y. H. S., & Al-Tahitah, A.
(2020). The Impact of Transformational Leadership and Psychological Empowerment
on Organizational Citizenship Behaviors: A PLS-SEM approach. Journal of Critical
Reviews, 7(9), 908-917. https://doi.org/10.31838/jcr.07.09.169

Ahmad Badawi Saluy., Sri Marti Pramudena., Novawiguna Kemalasari., Abdul Bari.,
Sudjono.(2022). MARKETING MIX ANALYSIS: DAILY FOOD PURCHASE
DECISIONS IN TRADITIONAL MARKETS; The Seybold report. Vol.17,issu.11,
page.1146-1161.

Aldrin, N., & Yunanto, K. T. (2019). Job Satisfaction as a Mediator for the Influence of
Transformational Leadership and Organizational Culture on Organizational Citizenship
Behavior. The Open Psychology Journal, 12(2), 126-134.
https://doi.org/10.2174/1874350101912010126

Alshaabani, A., Naz, F., Magda, R., & Rudnék, I. (2021). Impact of Perceived Organizational
Support on OCB in the Time of COVID-19 Pandemic in Hungary: Employee
Engagement and Affective Commitment as Mediators. Sustainability (Switzerland),
13(14). https://doi.org/10.3390/su13147800

Armstrong, M., & Taylor, S. (2014). Armstrong’s Handbook of Human Resource
Management (13th ed.). Kogan Page.
http://books.google.com/books?id=NVnd4s6JtioC&pgis=1

Bass, B. M., & Riggio, R. E. (2006). Transformational Leadership, 2nd Edition. In
Transformational Leadership: Second Edition (2nd ed.). Lawrence Erlbaum Associates,

58|page



https://research.e-greenation.org/GIJTM, Vol. 1, No. 2, June 2023

Publisher. https://www.taylorfrancis.com/books/9781135618896

Bustanul Arifin Caya.,Masydzulhak Djamil.,, Ahmad Badawi Saluy., Sudjono., (2023).
DEVELOPMENT STRATEGY TO IMPROVE SUSTAIABLE AGRICULTURAL
EXTENSION PERFORMANCE (CASE STUDY: CIREBON, BOGOR, AND OGAN
ILIR REGENCIES; The Seybold report, VVol.18.issu.2, page 1053-1071.

Cakir, S. F., & Adigiizel, Z. (2020). Examining of Organizational Citizenship Behaviors and
Employee Involvement in Transformational Leadership and Organization Support: A
Research on White Collar Bank Employees. Journal of Business Research - Turk, 12(1),
111-125. https://doi.org/10.20491/isarder.2020.831

Cetin, M. O., & Kinik, F. S. F. (2015). An Analysis of Academic Leadership Behavior from
the Perspective of Transformational Leadership. Procedia - Social and Behavioral
Sciences, 207, 519-527. https://doi.org/10.1016/j.sbspro.2015.10.122

Chernyak-Hai, L., Bareket-Bojmel, L., & Margalit, M. (2023). A matter of hope: Perceived
support, hope, affective commitment, and citizenship behavior in organizations.
European Management Journal.
https://doi.org/https://doi.org/10.1016/j.em;j.2023.03.003

Clark, S. C. (2000). Work/Family Border Theory: A New Theory of Work/Family Balance.
Human Relations, 53(6), 747-770. https://doi.org/doi:10.1177/0018726700536001

Dwiyanto, E., Satrya, A., & Lestari, E. P. (2022). Pengaruh Kepemimpinan Transformatif
Terhadap Perilaku Loyalitas Pegawai Direktorat Jenderal Perbendaharaan. Indonesian
Treasury Review, 7(1), 73-87.

Erdianza, N., Tentama*, F., & Sari, E. Y. D. (2020). The Effect of Work Enjoyment and
Work-life Balance on Organizational Citizenship Behavior with Job Satisfaction as
Mediator. International Journal of Management and Humanities, 4(7), 67-73.
https://doi.org/10.35940/ijmh.g0683.034720

Fahmi, P., Saluy, A. B., Safitri, E., Rivaldo, Y., & Endri, E. (2022). Work Stress Mediates
Motivation and Discipline on Teacher Performance: Evidence Work from Home
Policy. Journal of Educational and Social Research, 12(3),

Fajri, A. (2022). Pengaruh Work-Life Balance Generasi Milenial Terhadap OCB: Peran
Pemediasi Kepuasan Kerja. Jurnal Ekonomi Dan Bisnis, 9(1), 183-187.

Fitrio, T., Apriansyah, R., Utami, S., & Yaspita, H. (2019). The Effect of Job Satisfaction to
Organizational Citizenship Behavior (OCB) Mediated by Organizational Commitment.
International  Journal of Scientific Research and Management, 7(09).
https://doi.org/10.18535/ijsrm/v7i9.em01

Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The Relation Between Work-Family
Balance and Quality of Life. Journal of Vocational Behavior, 63(3), 510-531.
https://doi.org/10.1016/S0001-8791(02)00042-8

Gupta, M., Shaheen, M., & Reddy, P. K. (2017). Impact of Psychological Capital on
Organizational Citizenship Behavior: Mediation by Work Engagement. Journal of
Management Development, 36(7), 973-983. https://doi.org/10.1108/IMD-06-2016-0084

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A Primer on Partial Least
Squares Structural Equation Modeling (PLS-SEM). Sage, 165.

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When To Use and How to
Report the Results of PLS-SEM. European Business Review, 31(1), 2-24.
https://doi.org/10.1108/EBR-11-2018-0203

Hapsari, D., Riyanto, S., & Endri, E. (2021). The Role of Transformational Leadership in
Building Organizational Citizenship: The Civil Servants of Indonesia. Journal of Asian
Finance, Economics and Business, 8(2), 0595-0604.
https://doi.org/10.13106/jafeb.2021.vol8.n02.0595

Hermawati, R., Moeins, A., & Suhardi, E. (2023). Organizational Citizenship Behavior and

59|page



https://research.e-greenation.org/GIJTM, Vol. 1, No. 2, June 2023

the Impact of Organizational Commitment and Work-Life Balance With Job Satisfaction
As an Intervening Variable. UTSAHA (Journal of Entrepreneurship), 2(1), 54-68.
https://journal.jfpublisher.com/index.php/joe/article/view/248%0Ahttps://journal.jfpubli
sher.com/index.php/joe/article/view/248/303

Ingrams, A. (2020). Organizational Citizenship Behavior in the Public and Private Sectors: A
Multilevel Test of Public Service Motivation and Traditional Antecedents. Review of
Public Personnel Administration, 40(2), 222244,
https://doi.org/10.1177/0734371X18800372

Igbal, M. A., Saluy, A. B., & Hamdani, A. Y. (2021). the Effect of Work Motivation and
Work Environment on Employee Performance Mediated By Job Satisfaction ( At Pt Ici
Paints Indonesia ). Dinasti International Journal of Education Management and Social
Science, 2(5), 842-871.

Iroth, F. A, Pio, R. J., & Tatimu, V. (2022). Pengaruh Work-Life Balance dan Kepuasan
Kerja terhadap Organizational Citizenship Behavior pada Karyawan Grapari Telkomsel
Manado. Productivity, 3(4), 2022.

Irwan, Adam, K., Adam, K., Pada, D., Matematika, J., Sains, F., & Teknlogi, D. (2015).
METODE PARTIAL LEAST SQUARE (PLS) DAN TERAPANNYA (Studi Kasus:
Analisis Kepuasan Pelanggan terhadap Layanan PDAM Unit Camming Kab. Bone).
Teknosains, 9(1), 53-68.

Kalliath, T., & Brough, P. (2008). Work — Life Balance : A Review of the Meaning of the
Balance Construct. Journal of Management and Organization, 14(3), 323-327.
https://doi.org/10.1017/S1833367200003308

Luthans, F. (2011). Organizational Behavior: An Evidence-based Approach. McGraw-Hill
Irwin. https://books.google.co.id/books?id=8Q37QQAACAAJ

Maharani, V., Surachman, Sumiati, & Sudiro, A. (2017). The Effect of Transformational
Leadership on Organizational Citizenship Behavior Mediated by Job Satisfaction and
Organizational Commitment (Study at Islamic Bank in Malang Raya). International
Journal of Economic Research, 14(3), 205-218.

Meilina, R. (2017). Pelayanan Publik dalam Perspektif MSDM (Tinjauan dari Dimensi OCB,
Kepuasan Kerja, dan Komitmen Organisasi). In Fakultas Ekonomi Universitas
Nusantara PGRI Kediri. Fakultas Ekonomi Universitas Nusantara PGRI Kediri.

Meyer, J. P., & Allen, N. J. (1984). Testing the “side-bet theory” of organizational
commitment: Some methodological considerations. Journal of Applied Psychology,
69(3), 372-378. https://doi.org/10.1037/0021-9010.69.3.372

Meyer, J. P., & Allen, N. J. (1997). Commitment in the Workplace: Theory, Research and
Application. Sage Publications, Inc.
https://doi.org/https://doi.org/10.4135/9781452231556

N. Allen, & J. Meyer. (1990). The Measurement and Antecedents of Affective, Continuance
and Normative Commitment to the Organization. Journal of Occupational Psychology.,
63, 1-18.

Na-Nan, K., Kanthong, S., Joungtrakul, J., & Smith, I. D. (2020). Mediating Effects of Job
Satisfaction and Organizational Commitment between Problems with Performance
Appraisal and Organizational Citizenship Behavior. Journal of Open Innovation:
Technology, Market, and Complexity, 6(3), 64.
https://doi.org/https://doi.org/10.3390/joitmc6030064

Nilawati, F., Umar, N., Kusdi, R., & Zainul, A. (2019). The Influence of Work Life Balance
and Organizational Pride on Job Satisfaction and Its Impact on Organizational
Citizenship Behavior in Five and Four Star Hotels Employee. Russian Journal of
Agricultural and Socio-Economic Sciences, 91(7), 191-196.
https://doi.org/10.18551/rjoas.2019-07.20

60jpage



https://research.e-greenation.org/GIJTM, Vol. 1, No. 2, June 2023

Nurjanah, S., Pebianti, V., & Handaru, A. W. (2020). The influence of transformational
leadership, job satisfaction, and organizational commitments on Organizational
Citizenship Behavior (OCB) in the inspectorate general of the Ministry of Education and
Culture. Cogent Business and Management, 7(2).
https://doi.org/10.1080/23311975.2020.1793521

Ocampo, L. A., Tan, T. A. G., & Sia, L. A. (2018). Using fuzzy DEMATEL in modeling the
causal relationships of the antecedents of organizational citizenship behavior (OCB) in
the hospitality industry: A case study in the Philippines. Journal of Hospitality and
Tourism Management, 34, 11-29.
https://doi.org/https://doi.org/10.1016/j.jhtm.2017.11.002

Organ, D. W. (1988). Organizational citizenship behavior: The good soldier syndrome. In
Organizational citizenship behavior: The good soldier syndrome. Lexington Books/D.
C. Heath and Com.

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). Transformational
leader behaviors and their effects on followers’ trust in leader, satisfaction, and
organizational citizenship behaviors. The Leadership Quarterly, 1(2), 107-142.
https://doi.org/https://doi.org/10.1016/1048-9843(90)90009-7

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). Organizational
citizenship behaviors: a critical review of the theoretical and empirical literature and
suggestions for future research. Journal of Management, 26(3), 513-563.
https://doi.org/https://doi.org/10.1016/S0149-2063(00)00047-7

Pudjianto, M., Igbal, M. A., & Saluy, A. B. (2021). Leadership , Organizational Commitment
and Motivation as Mediation of PPNPN Performance. 2(4), 366-377.

Rahmayati, T. E. (2021). Keseimbangan Kerja dan Kehidupan (Work Life Balanced) Pada
Wanita Bekerja. Juripol, 4(2), 129-141. https://doi.org/10.33395/juripol.v4i2.11098
Riyanto, S., Handiman, U. T., Gultom, M., Gunawan, A., Putra, J. M., & Budiyanto, H.
(2023). Increasing Job Satisfaction, Organizational Commitment and the Requirement
for Competence and Training. Emerging Science Journal, 7(2), 520-537.

https://doi.org/10.28991/ESJ-2023-07-02-016

Robbins, S. P., & Judge, T. A. (2013). Organizational Behavior. In Pearson (15th ed.).
Pearson.

Safari, A. L., Aima, M. H., & Havidz, I. L. H. (2022). Does Job Satisfaction Play a Mediator
Role From Transformational Leadership and Organizational Culture to Organizational
Citizenship Behavior. Journal Research of Social Science, Economics and Management
(JRSSEM), 01(12), 2145-2157.

Saluy, A. B., Djamil, M. M. Z., Arif, M., & Wiguna, N. K. (2020). Effect Of Leadership,
Motivation And Discipline Of Civil Cervant Performance. Iconic Research and
Engineering Journal, 3(10), 328-342.

Satyatama, S., Saluy, A. B., & Kemalasari, N. (2022). ANALYSIS OF INDIVIDUAL
ATTITUDES AND PERCEPTIONS OF PERSONNEL PERFORMANCE WITH
MOTIVATION VARIABLES AS INTERVENING IN THE DIRECTORATE FOR
SECURITY OF VITAL OBJECTS AT POLDA XYZ; The seybold report Vol, 17. The
seybold report, 17, 1040-1052.

Sri Marti Pramudena., Ahmad Badawi Saluy (2023) THE IMPACT OF ECONOMIC ON
THE LATES COVID 19: ISSUE POLICY RECOMENDATION AND SCIENTIFIC:
The Seybold report Vol,18.issu.02.page.1644.

Schermerhorn, J. R. J., Hunt, J. G., & Osborn, R. N. (2002). Organizational Behavior, 7th
Edition (7th ed.). John Wiley & Sons, Inc. USA.

Shaheen, S., Bukhari, 1., & Adil, A. (2016). Moderating Role of Psychological Capital
Between Perceived Organizational Support and Organizational Citizenship Behavior and

6llpage



https://research.e-greenation.org/GIJTM, Vol. 1, No. 2, June 2023

its Dimensions. International Journal of Research Studies in Psychology, 5(2).
https://doi.org/10.5861/ijrsp.2016.1375

Smith, K. T., Smith, L. M., & Brower, T. R. (2016). Research on Professional Responsibility
and Ethics in Accounting. Emerald Group Publishing Limited, 20, 219-238.
https://doi.org/10.1108/s1574-0765_2014 0000018008

Sunaris, D., Wahyoedi, S., & Tecoalu, M. (2022). Effects Of Organizational Commitment
And Organizational Justice On Organizational Citizenship Behavior With Job
Satisfaction As A Mediation. International Journal of Science, Technology &
Management, 3(3), 630—640. https://doi.org/10.46729/ijstm.v3i3.511

Triraharjo, J., Sutawidjaya, A. H., Saluy, A. B., & Aima, H. (2021). The Influence of
Transformational Leadership and Servant Leadership on Employee Satisfaction and
Organizational Performance at the Coal Mining Company in Indonesia (IDX-
Listed). Linguistica Antverpiensia, 1707-1721.

Thompson, P. S., Bergeron, D. M., & Bolino, M. C. (2020). No obligation? How gender
influences the relationship between perceived organizational support and organizational
citizenship  behavior. Journal of Applied Psychology, 105(11), 1338-1350.
https://doi.org/10.1037/apl0000481

Tjahjono, H. K., Prasetyo, F., & Palupi, M. (2018). Kepemimpinan Transformasional pada
Organizational Citizenship Behavior dan Komitmen Afektif. Jurnal Manajemen Dan
Pemasaran Jasa, 11(2), 217-232.

Utomo, D. W., Hidayah, S., & Handayani, S. (2019). Peran Organizational Citizenship
Behavior (Ocb) Sebagai Variabel Mediasi Pengaruh Komitmen Afektif Dan
Keterlibatan Kerja Terhadap Kinerja Pegawai di Kantor Kementrian Agama Semarang.
Jurnal Ekonomi Manjemen Dan Akuntansi, 26(46), 83-92.

Winarto, & Purba, J. H. (2018). Pengaruh Gaya Kepemimpinan Transformasional Terhadap
Organizational Citizenship Behavior Dengan Kepuasan Kerja Sebagai Variabel
Intervening (Studi Kasus Pada Karyawan Rumah Sakit Swasta Di Kota Medan). Jurnal
lImiah Methonomi, 4(2), 111-123.
https://methonomi.net/index.php/jimetho/article/view/37

Yaakobi, E., & Weisberg, J. (2020). Organizational Citizenship Behavior Predicts Quality,
Creativity, and Efficiency Performance: The Roles of Occupational and Collective
Efficacies. Frontiers in Psychology, 11(April), 1-18.
https://doi.org/10.3389/fpsyg.2020.00758

Yu, K., Wang, Z., & Huang, Y. (2018). Work-family conflict and organizational citizenship
behavior: the role of job satisfaction and decision authority. Frontiers of Business
Research in China, 12(1). https://doi.org/10.1186/s11782-018-0039-5

Zainudin, B., Sutawidjaya, A. H., Saluy, A. B., Djamil, M., & Endri, E. (2021). The effect of
compensation, leadership, and supervision on performance of government civil servants:
Mediating role of adversity quotient. Linguistics and Culture Review, 5(1), 453-4609.

62lpage



