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Abstract. This study examined how transformational leadership, organizational commitment,
and job satisfaction predict organizational citizenship behavior (OCB) among civil servants
at the Directorate of Treasury Systems in Indonesia. A sample of 91 civil servants completed
questionnaires measuring the variables of interest. Structural equation modeling was used to
test the hypotheses. Results showed transformational leadership and job satisfaction positively
predicted OCB, while organizational commitment alone did not. Further, job satisfaction
mediated the effects of both transformational leadership and organizational commitment on
OCB. The findings suggest that fostering transformational leadership and job satisfaction in
public agencies may enhance employees' extra-role behaviors that benefit the organization.
However, directly boosting organizational commitment may not be sufficient. This study
uniquely contributes to the limited research on OCB and its antecedents in the context of the
Indonesian public sector.
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1. Introduction

Employees should work based on their primary duties and functions in an organization. But, in fact,
some employees voluntarily show behavior outside of their responsibilities in carrying out their duties,
which positively impacts the effectiveness of achieving organizational goals. Therefore, organizations
need employees who can perform their primary responsibilities and have the behavior of being willing
to perform additional or additional tasks voluntarily. This behavior is called extra-role behavior or OCB
(Organ, 1988b; Podsakoff et al., 2000).

The importance of OCB due to its association with productivity and organizational improvement
has been expressed by scholars. Such behaviors include extra, discretionary, and beneficial role
behaviors of organizational members that significantly contribute to desired work outcomes and
effective organizational functioning(Thompson et al., 2020; Yaakobi & Weisberg, 2020). OCB is also
reflected in employees' tendency to be cooperative, caring, helpful, and conscientious In addition, the
important role of OCB is needed, especially in an unpredictable era (Somech & Bogler, 2023).

No exception for public organizations, especially government, OCB is considered necessary given
its relevance to the relationship between government and society and its relationship with the objectives
of bureaucratic reform in achieving a considerable organizational response (Ingrams, 2020). They are
required to work according to standard operating procedures (SOPs) and demonstrate OCB behavior 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).

The Directorate of Treasury System, one of the government organizational units under the Ministry
of Finance of the Republic of Indonesia, is expected to have good OCB employees to produce optimal
performance. Based on the pre-survey results in this institution, it is known that, on average, 68% of
employees have had OCB well, while 32% have not. These results indicate a less-than-optimal
application of OCB behavior by employees.

Various variables affecting employee OCB have been widely researched in recent years. 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 al., 2017), perceived organizational support
(Alshaabani et al., 2021; Shaheen et al., 2016), psychological capital (Gupta al., 2017; Shaheen et al.,
2016), and work-life balance (Erdianza et al., 2020). Based on these variables, a presurvey has been
conducted to obtain the three variables that most influence the OCB of Directorate of Treasury Systems
employees. The pre-survey results showed that the variables of transformational leadership,
organizational commitment, and job satisfaction were the most chosen by respondents. These results
indicate that transformational leadership, organizational commitment, and job satisfaction are factors
that need to be considered to build or strengthen employee OCB behavior in the Directorate of Treasury
Systems.

Furthermore, this study will investigate the influence of transformational leadership and
organizational commitment to OCB with job satisfaction as an intervening variable in the Treasury
System Directorate. This research Hopefully can enrich knowledge and provide input on corrective
actions on HR management strategies, especially related to efforts to increase the OCB of government
employees in the Directorate of Treasury Systems through transformational leadership, organizational
commitment, and job satisfaction.

These questions will be the formulation of the problem in this research:
e RQI: Directly, does transformational leadership affects OCB?
e RQ2: Directly, does organizational commitment affects OCB?
e RQ3: Directly, does job satisfaction affects OCB?
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e RQ4: Directly, does transformational leadership affects job satisfaction?
e RQ5: Directly, does organizational commitment affects job satisfaction?
e RQ6: Indirectly, does transformational leadership affects OCB through job satisfaction?

e RQ7: Indirectly, does organizational commitment affect OCB through job satisfaction?

2. Literature Review

2.1. Organizational Citizenship Behavior

Organ (1988) defines OCB as discretionary behavior by individuals not explicitly recognized in a
formal reward system but will encourage more effective organizational function. Furthermore, Organ
states that employee OCB behavior aims to improve performance effectiveness without neglecting the
employee's individual productivity goals.

Podsakof et al. (1990) classify OCB in five dimensions, namely (1) Altruism, which leads to a
person's behavior in making decisions to help others in solving different work problems, (2)
Conscientiousness, which refers to the behavior of freely taking decisions to do work at a level better
than the minimum level required, such as paying attention to his work, use rest periods, and so on; (3)
Sportsmanship, refers to the willingness of employees to excuse various situations of dissatisfaction
without expressing them, complaining, gossiping, blaming, and other trivial matters; (4) Courtesy,
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, refers to
the level of participation in various activities related to his work.

OCB has been widely studied in public organizations, such as government at all levels (de Geus et
al., 2020). In Indonesia, research on the importance of OCB to the achievement of government
organization performance has been conducted by many researchers. Among them, Utomo et al.(2019),
in their research on the role of OCB on employee performance in one of the government agencies in
Indonesia, concluded that the higher the OCB, the higher the performance of civil servants. Senen et al.
(2021), in their research on civil servants in Bandung, West Java Province, Indonesia, found that if
employee behavior is based on OCB, then the performance of organizations will be better and improved.

2.2. Transformational Leadership

Leadership is one of the determining factors for performance achievement to realize excellent service
for government employees to the public (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 them. Not only can it stimulate and encourage
followers to achieve outstanding performance results, but the transformational leadership process is also
seen as capable of developing leadership from their followers (Bass & Riggio, 2006). Thus,
transformational leadership can provide breakthroughs, changes, and updates for progress for
employees and organizations.

In General, there are four dimensions of transformational leadership. Cetin & Kinik (2015) revealed
the four dimensions, namely: (1) Charismatic leadership, where role model leaders are respected and
admired so that followers identify with the leader and are willing to imitate him; (2) Inspirational
motivation, where leader always motivates, arouses enthusiasm, and challenges at work; (3) Intellectual
stimulation, in which the leader actively gathers new ideas and ways of doing things, to stimulate
creativity, but not to critic and correct; (4) Individual Consideration, where leaders pay attention to the
needs and potential to develop others by creating an organizational situation or work climate that
respects the differences in opinion of each individual.

Concerning OCB, Robbins & Judge (2013) argue that transformational leaders inspire followers

277



Saluy et al., Journal of System and Management Sciences, Vol. 14 (2024) No. 1, pp. 275-289

to make extra efforts to achieve group goals. This opinion is reinforced by research showing that the
increase in transformational leadership can affect the improvement of employee OCB (Abdulrab et al.,
2020; Cakir &; Adigiizel, 2020; Nurjanah et al., 2020). The same results were also found in a study
conducted by Dwiyanto et al. (2022) on civil servants in one of the government agencies in Indonesia.
Hypothesis 1: Transformational Leadership has a positive and significant effect on OCB

2.3. Organizational Commitment

Organizational commitment is one factor that determines organizational success (Riyanto et al. (2023).
Meyer & Allen (1997) revealed that organizational commitment is a psychological construct that
reflects the relationship between organizational members and their organizations. The implication for
individual decisions is related to their Continuance in the organization. Employees committed to the
organization will tend to identify their goals, objectives, and expectations to remain members. High
commitment encourages a person's high-performance demands (Pudjianto et al., 2021).

There are three elements to organizational commitment. Meyer & Allen (1984) mentioned two
components, namely: (1) Affective commitment, which leads 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) revealed the third
component, (3) Normative Commitment, which refers to the perceived obligation of a person to remain
in the organization.

Organizational commitment can be seen by a person's tendency to behave OCB. This reason is
reinforced by previous research showing that increased organizational commitment will improve
employee OCB behavior (Fitrio et al., 2019; Nurjanah et al., 2020; Sunaris et al., 2022).

Hypothesis 2. Organizational commitment has a positive and significant effect on OCB

2.4. Job Satisfaction

Job satisfaction is an employee's attitude and feelings about their job (Armstrong &; Taylor, 2014). Job
satisfaction is reflected by how employees feel positive or negative in response to their duties, and their
work environment's psychological and social state Luthans (2011) argued that job satisfaction results
from employees' perceptions of how well their jobs deliver things that are considered equally important.

According to Luthans (2011), there are five elements 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; (4) Supervision, that relates to the supervisor's ability to provide
technical assistance and behavioral support; (5) Co-workers, who assess the extent of colleagues'
technical and social support skills.

According to experts, job satisfaction is closely related to OCB (Meilina, 2017; Robbins & Judge,
2013). Several studies show that increasing employee job satisfaction will increase OCB behavior
(Dwiyanto et al., 2022; Fitrio et al., 2019). A good OCB will be conducted if the organization or
administrator can ensure employees are satisfied with their work (Na-Nan et al., 2020). Several studies
also show that increasing job satisfaction can be influenced by increasing transformational leadership
(Winarto & Purba, 2018) and organizational commitment (Hermawati et al., 2023).

Hypothesis 3: Job satisfaction has a positive and significant effect on OCB

Hypothesis 4. Transformational leadership has a positive and significant effect on job satisfaction

Hypothesis 5. Organizational commitment has a positive and significant effect on job satisfaction

In addition, several studies show that job satisfaction mediates the influence of transformational
leadership on OCB (Aldrin &; Yunanto, 2019; Dwiyanto et al., 2022; Maharani et al., 2017), and job
satisfaction mediates the effect of organizational commitment to OCB (Hermawati et al., 2023).
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Hypothesis 6: Job satisfaction mediates the influence of transformational leadership on OCB
Hypothesis 7: Job satisfaction mediates the effect of organizational commitment on OCB

2.5. Conceptual Framework

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

Transformational
Leadership

OCB

Organizational
Commitment

Fig 1: Conceptual Framework

3. Research Methods

3.1. Data Collection

Data collection in this study was carried out by survey through the distribution of questionnaires on 5
Likert scales, with options ranging from (1) Strongly Disagree to (5) Strongly Agree. The sampling
technique is conducted by the saturated sampling technique, which takes all population members
(Kasmir, 2022). This questionnaire has 91 respondents who are civil servants in the Directorate of
Treasury Systems, Ministry of Finance of the Republic of Indonesia. Respondents' Demographic data
were categorized by gender, education, age, position, and years of experience.

Data collection is carried out through questionnaire instruments whose measurements are under the
dimensions of each variable theory. Each of the question items is developed according to the object of
study, especially government agencies.

3.2. Analysis Using PLS-SEM

This study is explanatory research with a quantitative approach designed to investigate the effect of
transformational leadership and organizational commitment on OCB, with job satisfaction as an
intervening 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. Analysis in SEM-PLS is carried out through two models, namely structural
model evaluation (outer model) to assess validity and reliability, and structural model evaluation (inner
model) to predict relationships between item variables (Ghozali &; Latan, 2020).

3.3. Hypotheses Testing

Hypothesis testing is seen from the value of the path coefficient, namely the value of T-Statistics or P-
Values after bootstrapping in the SmartPLS application. This test is to know the significance of the
variables tested. The value of T-Statistics to reject or accept the proposed hypothesis is = 1.96, where
if the value of T-Statistics is above 1.96 it can be stated that the coefficient of the path is significant
(Hair et al. 2017). Conversely, below the value of 1.96 is insignificant. As for the P-Values value, the
hypothesis test is determined with a significance value of < 0.05 (Chow & Legowo, 2023).

In the final step, the research findings will be compared with the seven hypotheses, whether the
hypothesis is accepted or rejected, followed by interpretation and discussion to explain the importance
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of these results.

4. Result

4.1. Profiles of the respondents
The respondents in this study were 91 civil servants at the Directorate of Treasury Systems, Ministry

of Finance of the Republic of Indonesia. The respondents comprised 74% (67) men and 26% (24)
women, 9% (8) were Diploma 1/Senior High School graduates, 18% (17) had Diploma III education,
49% (44) had Bachelor / Diploma IV education, and 24% (22) had Master education. Based on age
distribution, 31% (28) were aged 20-29, 44% (40) were aged 30-39, and 25% (23) were aged 40-49. By

position, 78% (71) are staff (executive officers), 20% (18) are supervisory officers (Echelon IV), and

2% (2) are administrator officers (Echelon III). Based on years of work experience, 12% (11) were 0-5
years, 27% (25) were 6-10 years, 34% (30) were 11-15 years, and 27% (25) were more than 15 years.

4.2. Measurement Model (Outer Model)

Table 1. Outer Model Result Summary

. Loadin Cronbach's Composite Cross Loading

Rauabls Factorg A Alpha ReliaI;)ility X1 X2 Y1 Y2
Transformational TLI1 0.871 0.717 0.968 0.997 0.871 0.061 0.555 0.834
Leadership TL10 0.866 0.866 0.027 0.374 0.521
(X1) TL11 0.846 0.846 -0.023 0.301 0.443
TL12 0.882 0.882 0.018 0.320 0.464
TL13 0.766 0.766 0.000 0.233 0.347
TL2 0.867 0.867 0.119 0.586 0.856
TL3 0.874 0.874 0.132 0.593 0.872
TL4 0.765 0.765 -0.043 0.312 0.462
TL5 0.889 0.889 -0.048 0.360 0.516
TL6 0.864 0.864 -0.026 0.290 0.434
TL7 0.848 0.848 0.021 0.294 0.437
TLS8 0.816 0.816 0.068 0.228 0.379
TL9 0.844 0.844 0.034 0.324 0.453
Organizational 0Cl 0.776 0.547 0.889 0.936 -0.020 0.776 0.243 0.056
Commitment (X3) 0C2 0.804 0.079 0.804 0.261 0.252
0C3 0.824 0.079 0.824 0.331 0.153
0oc4 0.698 -0.026 0.698 0.172 0.049
0C5 0.665 0.051 0.665 0.110 0.151
0C6 0.839 0.026 0.839 0.308 0.249
0C8 0.657 -0.003 0.657 0.120 0.052
0C9 0.619 -0.000 0.619 0.083 -0.008
Job Satisfaction (Y1) JS1 0.844 0.651 0.962 0.966 0.396 0.223 0.844 0.578
JS10 0.841 0.437 0.316 0.841 0.639
JS11 0.823 0.392 0.333 0.823 0.575
JS12 0.823 0.476 0.082 0.823 0.522
1S13 0.819 0.363 0.126 0.819 0.425
JS14 0.831 0.488 0.155 0.831 0.604
1815 0.824 0.440 0.204 0.824 0.591
Js2 0.815 0.346 0.269 0.815 0.543
JS3 0.801 0.361 0.279 0.801 0.545
Js4 0.732 0.236 0.290 0.732 0.405
JS5 0.774 0.276 0.296 0.774 0.383
JS6 0.665 0.235 0.269 0.665 0.431
Js7 0.852 0.435 0.337 0.852 0.668
JS8 0.782 0.394 0.320 0.782 0.600
1S9 0.857 0.401 0.304 0.857 0.592
Organizational OCBI 0.909 0.735 0.974 0.977 0.611 0.160 0.602 0.909
Citizenship Behavior OCBI10 0.902 0.611 0.285 0.590 0.902
(Y2) OCBI1 0.870 0.637 0.123 0.595 0.870
OCB12 0.850 0.665 -0.012 0.609 0.850
OCBI13 0.845 0.541 0.246 0.568 0.845
OCBl14 0.773 0.517 0.223 0.446 0.773
OCBI5 0.881 0.585 0.306 0.629 0.881
OCB2 0.930 0.686 0.097 0.637 0.930
OCB3 0.806 0.618 -0.083 0.590 0.806
OCB4 0.875 0.611 0.294 0.594 0.875
OCB5 0.751 0.444 0.139 0.517 0.751
OCB6 0.919 0.673 0.133 0.639 0.919
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OCB7 0.730 0.430 0.315 0.479 0.730
OCB8 0.889 0.691 0.264 0.610 0.889
OCB9 0.900 0.634 0.190 0.620 0.900

4.2.1. Validity Test
4.2.2.1. Convergent Validity
Table 1 shows all question items with an outer loading value is >0.60. Thus, all items have complied
the convergent validity requirements for explanatory research (Hair et al., 2019).

The Average Variance Extracted (AVE) value is > 0.50. It means each variable's variation in
measurement items has complied good convergent validity.
4.2.2.2. Discriminant Validity

Table 2. Heterotrait-Monotrait Ratio (HTMT)

Organizational  Transformational

ol SHiTsifsilon es Commitment Leadership
Job Satisfaction
OCB 0.690
Organizational Commitment 0.301 0.215
Transformational Leadership 0.439 0.648 0.077

In the Table 2 above, It shows that all values of HTMT is < 0.9, so this construct has complied the
validity criteria (Hair et al., 2019). The variance divided by each variable is higher against its
measurement item when it is 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 other constructs. It means that each measurement item correlates more strongly
with the measured variable. Therefore, it can be concluded that the latent construct of each variable is
valid because it has fulfilled the discriminant validity by cross-loadings.

4.2.2. Reliability Test

Based on the finds in Table 1, the construct in this study is declared reliable, shown by Cronbach's alpha
value is > 0.6 and composite reliability value is > 0.6. Overall, the variables transformational leadership,
organizational commitment, job satisfaction, and OCB have acceptable levels of reliability.

4.3. Measurement Model (Outer Model)
4.3.1. Collinearity Statistics (VIF)
Table 3. Collinearity Statistics (VIF)

Job Satisfaction Organizational Citizenship Behavior
Transformational Leadership 1.002 1.317
Job Satisfaction 1.460
Organizational Commitment 1.002 1.129

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

4.3.2. Coefficient of Determination Testing (R-Square/R?)
Table 4. R-Square

R-Square
Job Satisfaction (R1%) 0.315
OCB (R2?) 0.650

Table 4 above shows the R-Square value for job satisfaction of 0.315 in the weak category (Hair et al.,
2019) and OCB of 0,650 in the moderate category (Hair et al., 2019). R-Square value of 0.315 reflects
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that the variability of the job satisfaction construct can be explained in this study by 31.5%. As for OCB,
this study amounted to 65%. The rest is explained by other variables not contained in this study.
4.3.3. Predictive Relevance (Q-Square/ Q2)
The predictive relevance rating is based on the Q-Square value. The Q-Square value is in the range of
0 < Q? < 1. A Q-Square value of > 0 indicates that the model has predictive relevance (Hair et al., 2019),
whereas 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:
O-Square =1-[(1-R1%)x (1-R2?)]

=1-[(1-0.315) x (1-0.650)]

=1-(0.685 x 0.35)

=1-0.23975

= 0.76

The Calculation above results Q-Square value of 0.76. This value shows the many varieties of
research data that can be explained by the research model, which is 76%. While other factors outside
this research model explain the remaining 24%. These results reflect that job satisfaction variables and
OCBs have predictive relevance, where every change in job satisfaction variables and OCB can be
predicted by transformational leadership, work-life balance, and organizational commitment variables.

4.3.4. Goodness of Fit Index

The GoF Index evaluates the entire model, which evaluates measurements and structural models. The
GoF Index can be calculated from a reflective measurement model, namely from the geometric
multiplication of the average communality with the average R-Square. According to Wetzels et al.
(2009), the interpretation of the GoF Index value is 0,1 (low), 0,25 (medium), dan 0,36 (high).

The GoF Index value can be obtained using the formula (Wetzels et al., 2009):

GoF = +VAvergey AVE Avergeta R?
= 40,6536 x0,5205

= 10,3401988
= 0,5832

The calculation results above show a GOF Index value of 0.5832 or in the high category. Therefore,
this research model is stated to have good goodness of fit.
4.3.5. Hypothesis Testing

The hypothesis test 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. It indicates that the path coefficient is significant (Hair et al., 2017, 2019).

Table 5. Hypothesis Test Results

Hypothesis Influence SO ;;vg[lll,lﬁle s tags-tics vaIl:es Result
H1 Transformational Leadership -> OCB 0.495 5229 0.000 Accepted
H2 Organizational Commitment -> OCB 0.045 0.621  0.534 Rejected
H3 Job Satisfaction -> OCB 0.431 4.107 0.000  Accepted
H4 Transformational Leadership -> Job Satisfaction 0.464 4.905 0.000 Accepted
HS Organizational Commitment -> Job Satisfaction 0.295 2.832  0.005 Accepted
He Transformational Leadership -> Job Satisfaction -> 0.200 2.782  0.005 Accepted

OCB
H7 Organizational commitment -> Job Satisfaction -> 0.127 2364 0.018 Accepted
OCB
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Fig 2: Bootstrapping Path Coefficient Result

4.4. Discussion

Transformational Leadership on OCB (H1)

H1 is received with test results that show the original sample value of 0.495, T-Statistics of 5.229, and
P-Values of 0.000. It is concluded that transformational leadership has a positive and significant effect
on OCB, indicating that any improvement in transformational leadership will increase the OCB of
employees. Idealized Influence is the most influential dimension of transformational leadership,
especially in the "being a role model" indicator. While the indicator with the least influence value is
"trustworthy".

Transformational leadership is the variable that most affect OCB compared to other variables in
this study. To improve employee OCB, organizations need to work on measures or policies that can
improve the transformational leadership of their leaders. The importance of transformational leadership
in influencing OCB is in line with Robbins and Judge (2013), who revealed that transformational
leadership could inspire followers to expend extra effort to achieve the organization’s goals.

These results are in line with previous research by Nurjanah et al. (2020), Abdulrab et al. (2020),
Cakir (2020), and Dwiyanto et al. (2022)

Organizational Commitment on OCB (H2)

H2 is rejected with test results showing the original sample value of 0.045, T-Statistics of 0.621, and P-
Values of 0.534. 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
employees. The Normative Commitment dimension of the indicator "obligation to be in the
organization” is the indicator whose influence plays the most role on the variable of organizational
commitment. While the Continuance Commitment dimension on the indicator "loss if leaving the
organization” has the least effect.
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This result contradicts the opinion of Luthans (2011), which stated 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 significant effect of organizational commitment to OCB.

Job Satisfaction on OCB (H3)

H3 is received with test results that show the original sample value of 0.431, T-Statistics of 4.107, 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 the employees. The Promotion
Opportunities dimension in the "opportunity to develop competence” indicator is the most dominant
influence on job satisfaction variables. While the “Pay” dimension on the indicator "match between
income and expectations" is the least dominant.

For employees to behave OCB, the organization needs to increase job satisfaction through various
policies and align with organizational strategy. Robbins & Judge (2013) and Luthans (2011) argued
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 proved job satisfaction's positive and significant
effect on OCB.

Transformational Leadership on Job Satisfaction (H4)

H4 is received with test results showing the original sample value of 0.464, T-Statistics of 4.905, and
P-Values of 0.000. It is known that transformational leadership has a positive and significant effect on
job satisfaction. It indicates that improvement in transformational leadership will increase employee
job satisfaction.

These results prove that increasing employee job satisfaction in this organization depends on how
the leader implements transformational leadership. These results are in line to the research of Winarto
& Purba (2018), Arifiani et al.(2020), and Safari et al. (2022) who revealed the significant effect of
transformational leadership to job satisfaction.

Organizational Commitment on Job Satisfaction (HS)

HS is received with test results showing the original sample value of 0.295, T-Statistics of 2.832, and
P-Values of 0.005. 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 other words, every organizational effort to increase employee commitment will
increase employee job satisfaction.

These results align with the research of Hermawati et al. (2023), which shows that organizational
commitment positively and significantly affects job satisfaction.

Transformational Leadership on OCB through Job Satisfaction (H6)

H6 is received with test results that show the original sample value of 0.200, T-Statistics of 2.782, and
P-Values of 0.005. It suggests that job satisfaction mediates the influence of transformational leadership
on OCB or that 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), which proved transformational leadership’s positive and significant effect on
OCB through job satisfaction.

Based on the results of the hypothesis test, it is known that the value of the influence of
transformational leadership on OCB is directly higher than its indirect influence through job satisfaction
intermediaries. In this construct, there is partial mediation, which means that the independent variable
can directly influence the dependent variable without going through the intermediary of the intervening
variable. Whether or not job satisfaction is available, transformational leadership improvement will still
improve employee OCB behavior. Therefore, organizational leadership needs to optimize their roles,
especially those related to transformational leadership values.

Organizational Commitment on OCB through Job Satisfaction (H7)
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H7 is received with test results showing the original sample value of 0.127, T-Statistics of 2.364, and
P-Values of 0.018. It suggests that job satisfaction mediates the 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), which proved organizational commitment’s
positive and significant effect on OCB through job satisfaction.

This research shows that organizational commitment in its direct influence shows insignificant
results. Organizational commitment, with its direct insignificant effect on OCB, if through the
intermediary of job satisfaction variables, will produce significant value. These results show that in this
construct, there is full mediation; that is, the independent variable cannot affect the dependent variable
significantly without going through or involving the mediator. The organization must first increase
employee job satisfaction to increase employee organizational commitment concerning improving
employee OCB behavior. Therefore, organizational measures or policies to optimize job satisfaction
must stimulate employee commitment to their organization.

5. Conclusion

This study found that transformational leadership and job satisfaction positively predicted OCB among
civil servants at the Directorate of Treasury Systems, while organizational commitment alone did not.
Further, job satisfaction was found to mediate the effects of both transformational leadership and
commitment on OCB. These results suggest that fostering transformational leadership behaviors and
employee job satisfaction may be effective ways to enhance extra-role behaviors in public sector
organizations.

However, the study is limited by its focus on a single agency and limited set of predictors. Further
research across multiple government entities and incorporating additional variables like work
engagement and organizational justice would provide greater insight. Longitudinal and experimental
designs could also elucidate causal relationships. Practically, the findings indicate that agency leaders
aiming to improve OCB should emphasize transformational leadership training and initiatives to boost
job satisfaction. As OCB contributes to organizational effectiveness, investments in these areas may
pay dividends in public sector performance.

In summary, this study makes a meaningful contribution by demonstrating the importance of
transformational leadership and job satisfaction for promoting organizational citizenship behaviors
among civil servants in Indonesia. Addressing limitations through expanded research will offer even
greater understanding of how to enhance this impact.
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