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Abstract: The purpose of this research is to investigate the relationship between
transformational leadership variables and organizational citizenship behavior (OCB)
variables, investigate the relationship between job satisfaction variables and organizational
citizenship behavior (OCB), and investigate the relationship between organizational
commitment variables and organizational citizenship behavior (OCB). This research method
uses quantitative methods. In this study, the researchers used a simple random sampling
technique with a sample size of 368 SMEs employee. The data collection method for this
research is by distributing an online questionnaire designed using a Likert scale of 1 to 7. The
data analysis technique uses Partial Least Square—Structural Equation Modeling (PLS-SEM)
and data analysis tools use SmartPLS software version 3.0. The stages of data analysis are
validity testing, reliability testing and hypothesis testing. The independent variables in this
research are transformational leadership, job satisfaction and organizational commitment,
while the dependent variable is organizational citizenship behavior (OCB). The results of this
research are that transformational leadership has a positive influence on organizational
citizenship behavior (OCB), Job Satisfaction has a positive influence on organizational
citizenship behavior (OCB) and organizational commitment has a positive influence on
organizational citizenship behavior (OCB). The theoretical implications of this research
support the results of previous research that transformational leadership, job satisfaction, and
organizational commitment make a positive contribution to increasing organizational
citizenship behavior in SME employees. The practical implication of this research is that
SME owners apply transformational leadership, create work breadth and create
organizational commitment within the SME organization to support increasing employee
organizational citizenship behavior so that it can encourage increased performance and
competitiveness of SMEs.

Keywords: transformational leadership; job satisfaction; organizational commitment;
organizational citizenship behavior; SME employees; digital era

1. Introduction

Entering the era of globalization, changes are happening so fast. The same
applies to Dbusinesses, especially SMEs. Many businesses have undergone
restructuring due to shifting economic conditions and technological advances. The
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most valuable resource in a company is its human resources because it is from this
source that SMEs are managed, maintained and developed to meet current demands.
Therefore, it is important to think about, maintain and develop human resources
(Nurjanah et al., 2020). Human resources, better known as employees, are an
important element in a business entity, as resources owned by a business entity have
an important role in achieving the goals of a business entity. To obtain quality
human resources in the real sense, where the work carried out will produce what is
desired, human resources must continue to be developed (Purwanto et al., 2021). As
a result, the required behavior has a formal description and is not formally explained
by employees. In this digital era, the management of SMES’ human resources must
receive more attention from the company, for this is because whether the employee’s
performance is good or not will have a direct influence on the company’s
effectiveness. Therefore, one of the things that must be developed within the
company to support the achievement of maximum results is to build organizational
citizenship behavior (OCB) (Tian et al., 2020).

HR with good quality will work optimally and professionally for both jobs that
have been formally described and jobs that have not been described towards
achieving SMEs goals. Human resources who are able to work beyond the targets
expected by the organization are employees who are always loyal and obedient to the
organization. These are the people who have behavior that always follows SMEs
regulations. The concept of transformational leadership integrates ideas developed in
the character, style and contingency approaches and transformational leadership
further increases the motivation and performance of followers by making them more
aware of the importance of work results, encouraging them to prioritize the
organization rather than self-interest and stimulating their needs higher than
transactional leadership where transactional leadership only motivates followers for
the sake of the leader himself. Apart from transformational leadership, companies
must also do something so that their employees can contribute to the company and
remain loyal to the company (Khaola and Rambe, 2020). One way that companies
can do this is by empowering their employees. Previously, employees only received
orders from their managers or superiors and carried out according to orders. But as
human relations develop, this begins to change, where SMEs managers gradually
share or give authority to their employees and move towards empowerment.
Employees can also turn the organization into a learning environment so that they
can continuously improve their abilities and achieve the desired results (Khan et al.,
2020).

In general, job satisfaction is a comparison made by employees between the
contributions made in carrying out work and the benefits received from that work
(Qalati et al., 2020). Employees with high organizational commitment have a strong
attachment to the organization so that they can increase organizational citizenship
behavior (OCB) (Tian et al., 2020). Job satisfaction is an emotional state that is
pleasant or unpleasant towards work, job satisfaction (Lee et al., 2023). The purpose
of this research is to investigate the relationship between transformational leadership
variables and organizational citizenship behavior (OCB) variables, investigate the
relationship between job satisfaction variables and organizational citizenship
behavior (OCB) and investigate the relationship between organizational commitment
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variables and organizational citizenship behavior (OCB)
2. Literature review and hypothesis development

2.1. Transformational leadership

Transformational leadership is a leadership style carried out by leaders by
motivating and empowering the people they are responsible for working together to
realize the company’s vision (Tian et al., 2020). Definitively, transformational
leadership is a form of values, beliefs and needs that includes change as a form of
breakthrough (Elmi et al., 2020). A leader with a transformational style is believed to
be able to influence employee performance as a whole. A leader who applies
transformational leadership usually has a visionary view and is also able to facilitate
employees or subordinates to hone the necessary skills (Cho and Kao, 2023). A
person with transformational leadership becomes a role model or role model for his
employees. This will certainly make employees feel motivated and develop
according to their role models (Novitasari, 2020). So that they can increase employee
productivity and advance the company at the same time. Transformational leadership
is a leadership style that favours closeness and deep connections (Al-Mamary, 2021).
So that employees will feel that there is no gap with their superiors. This will, of
course, ensure that communication is well-established and can work effectively and
efficiently (Hai et al., 2020). A leader with transformational leadership is a person
who is not rigid and always wants to innovate. This leader is not afraid to express
opinions that feels can help advance and develop the company.

2.2. Organizational citizenship behavior (OCB)

Organizational citizenship behavior (OCB) is additional or additional behavior
and is not part of the formal work obligations of an organization member (Nurjanah
et al., 2020). Organizational citizenship behavior (OCB) is independent individual
behavior, not directly related to main obligations and Organizational citizenship
behavior (OCB) can improve organizational performance. OCB is the behavior of
organizational members that exceeds the main role requirements (Soetjipto et al.,
2021). OCB is behavior that exceeds formal obligations that is not related to direct
compensation and rewards, OCB is the condition of employees who provide added
value to the work they are assigned and add value to the company. Discretionary
individual behavior is not directly or explicitly recognized in the reward system and
in promoting the effective functioning of the company. OCB is also referred to as
extra role behavior because the behavior provided by employees exceeds main task.
OCB is a behavior employee who go above and beyond the tasks assigned by the
company without expecting compensation (Qurtubi, 2022). Organization members
who behave OCB do not expect salaries in the form of money or certain bonuses.
Organizational citizenship behavior (OCB) is more of an individual’s social behavior
to work beyond what is expected, such as willing to help colleagues during breaks or
outside working hours voluntarily.
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2.3. Job satisfaction

Job satisfaction is a positive attitude of workers including their feelings and
behavior towards their work through an assessment of one’s work as a sense of
appreciation for achieving one of the important values of work (Zulkarnain, 2020).
Job satisfaction is an employee’s emotional state that is pleasant or unpleasant
towards work, Job satisfaction is an effectiveness or emotional response to various
aspects of work, a general attitude towards one’s work that shows the difference
between the amount of appreciation received by the worker and the amount they
believe they should receive. Job satisfaction is an employee’s attitude towards work
related to work situations, cooperation between employees, rewards received at
work, and matters involving physical and psychological factors (Sutrisno et al.,
2023). Job satisfaction is an employee’s attitude towards their work which can be
positive or negative, satisfied or dissatisfied. An employee who is satisfied will work
optimally to improve organizational performance, make positive contributions, and
stay with the company. Conversely, dissatisfied employees will be unmotivated and
often absent, experience stress that annoys coworkers, and will look for another job
in another organization. Job satisfaction is an attitudinal variable that describes how
a person perceives his or her job overall and various aspects of the work. Job
satisfaction is a condition where a person likes (satisfied) or dislikes (dissatisfied)
with his job (Marmosa, 2022).

2.4. Organizational commitment

Organizational commitment is the willingness of an organization member to
stay with and survive in a company, employee commitment is an effort to involve
themselves in the company and not want to leave it (Senjaya and Anindita, 2020).
Organizational commitment is the willingness to make efforts to complete the work,
and the desire to continue working there. Organizational commitment reflects how
members of an organization identify themselves with the organization.
Organizational commitment is a feeling of recognition, loyalty and involvement
towards the organization or organizational unit (Astuti et al., 2023). Organizational
commitment is the identification of a person’s relatively strong involvement in the
organization and willingness to try hard to achieve organizational goals.
Organizational commitment is a level of employee trust and loyalty in carrying out
work with the company.

2.5. The influence of transformational leadership on OCB

Several previous studies have shown that transformational leadership variables
have a positive relationship with OCB (Tunio et al., 2022) and are supported by
other research which shows that transformational leadership has a positive
relationship with OCB (Djaelani et al.,, 2020). The various leadership styles,
transformational leadership is believed to be able to influence and create a new
behavior, especially involuntary behavior, namely OCB. Leadership behavior has a
stable impact on OCB because the essence of transformational leadership is the
ability to encourage subordinates to achieve higher performance and exceed desires
(Istigomah and Riani, 2021). Leaders who have a transformational character will
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encourage motivation to their members. Transformational leaders can lead their
members to work beyond what is necessary, thereby leading them to engage in
organizational citizenship behavior (OCB) (Nurhidayati et al., 2021). Other research
also shows that transformational leadership has a positive correlation with OCB
(Mustagim and Sabri, 2021). Based on previous research studies, the following
hypothesis is formulated:

H1: Transformational leadership has a positive effect on OCB.

2.6. The influence of organizational commitment on OCB

Organizational commitment is the employee’s character in supporting an
organization and always maintaining membership in the organization. Several
studies show that organizational commitment has a positive and significant
relationship with OCB, meaning that employee commitment is very strong in
behaving as good citizens, and with high employee commitment, OCB is also high.
Commitment One of the factors that influences OCB is organizational commitment
(Pattnaik and Sahoo, 2021). Organizational commitment is the desire of members of
an organization to remain in the organization and try hard to realize organizational
goals (Hapsar et al., 2020). OCB behavior is closely related to organizational
commitment, employees who have good organizational commitment not only do the
tasks given to them which are their obligations, but also do other work, where if
there are employees who are unable to do a job, then employees who are committed
to helping their colleagues to achieve the expected goals (Nuzula et al., 2022). Based
on the results of previous research, the following hypothesis was created.

H2: Organizational commitment has a positive effect on OCB.

2.7. The effect of job satisfaction on OCB

Job satisfaction shows the character of an individual identifying himself with an
SME organization (Sunaris et al., 2022). Several previous studies have shown that
there is a positive relationship between job satisfaction and OCB, increasing
organizational commitment will lead to higher levels of OCB (Sahyoni and Supartha,
2020). The results of other research show that job satisfaction has a positive effect on
OCB. Job satisfaction has a positive effect on organizational citizenship behavior in
UKM, the higher the job satisfaction felt by UKM employees, the higher the OCB
behavior. On the other hand, when employee job satisfaction decreases, it has an
impact on reducing employee OCB behavior (Gunawan, 2023). The results of this
research are in line with other research stating that there is a positive and significant
influence between job satisfaction and organizational citizenship behavior (OCB)
(Allozi et al., 2022).

H3: job satisfaction has a positive effect on OCB.

3. Research method

This research method uses a descriptive method with a quantitative approach.
The population in this study were SMEs employees. In this study, the researchers
used a simple random sampling technique with a sample size of 368 SMEs
Employee. The data collection method for this research is by distributing an online
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guestionnaire designed using a Likert scale of 1 to 7. The data analysis technique
uses Partial Least Square-Structural Equation Modeling (PLS-SEM) and data
analysis tools use SmartPLS software version 3.0. The stages of data analysis are
validity testing, reliability testing and hypothesis testing. The independent variables
in this research are transformational leadership, job satisfaction and organizational
commitment, while the dependent variable is organizational citizenship behavior
(OCB) as shown in Figure 1.

The hypothesis in this research is:

H1: Transformational leadership has a positive effect on OCB.

H2: Organizational commitment has a positive effect on OCB.

H3: job satisfaction has a positive effect on OCB.
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Figure 1. Research model.

The panel research’s independent variables are transformational leadership, job
satisfaction and organizational commitment. The dependent variable of this research
is OCB. Indicators of transformational leadership style are as follows: Charisma,
inspiration, intellectual stimulation and individual attention (Yuwono et al., 2023).
Indicators of job satisfaction are as follows: Satisfying work, decent wages,
promotion opportunities, pleasant colleagues and work environment (McCann et al.,
2020). Organizational commitment is built from three dimensions, namely affective
commitment, continuance commitment and normative commitment, employee
willingness, employee desire, employee loyalty, and employee pride in the
organization (Purwanto et al., 2023). OCB is divided into seven indicators, namely
helping behavior, compliance with the organization, sportsmanship, loyalty to the
organization, individual initiative, social quality and personal development (Asbari
etal., 2023).
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4. Result and discussion

4.1. Outer model

The measurement model was carried out to test the reliability and validity of the
model in this research for all variables and indicators. Reliability testing was carried
out by evaluating the loading factor, Cronbach alpha and composite reliability (CR)
values. An indicator can be said to be reliable if the loading factor, Cronbach alpha,
and composite reliability values are greater than 0.70 and the composite reliability
values are greater than Cronbach alpha.

Validity testing is carried out using convergent validity and discriminant
validity tests, where convergent validity by looking at the average variance extracted
(AVE) value obtained which is greater than 0.50 is declared valid, while
discriminant validity with the stipulation that the square root of AVE must be greater
than the correlation of the reflective construct with all constructs other. Based on
Table 1, shows that all loading factors, Cronbach alpha, and composite reliability
values are above 0.70, and also composite reliability values > Cronbach alpha,
meaning that all constructs in this research can be said to be reliable. Apart from
that, the convergent validity test shows that the AVE value is also greater than 0.50,
thus the validity test requirements are accepted. Apart from that, the discriminant
validity test can also be seen in Table 1, which shows the square root (AVE) value is
greater than the correlation of other constructs. Thus, the requirements for the
measurement model, both reliability and validity tests, have been fulfilled.

Table 1. Loading factors, Cronbach alpha, CR and AVE.

Variables Items  Factor loadings Cronbach’salpha rho_A Composite Reliability Average variance extracted

TL1 0.903 0.834 0.809 0.851 0.776
Transfor_matlonal TL2 0.907
leadership

TL3 0.913

OocC1 0.939 0.816 0.814 0.856 0.723
Organ!zatlonal 0c2 0926
commitment

0OC3 0.925

Js1 0.920 0.818 0.817 0.809 0.718
Job satisfaction JS2 0.906

JS3 0.862

OCB1 0.925 0.723 0.819 0.878 0.709
ocB OCB2 0.930

OCB3 0.943

4.2. Discriminant validity

The discriminant validity test is used to check the discriminant between
measurement scales in research, which are shown in Table 2 and Figure 2. The
Heterotrait-Monotrait (HTMT) discriminant validity limit value cannot be greater
than 0.90.
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Figure 2. Validity testing.
Table 2. Discriminant validity.
Transformational leadership Organizational commitment  Job satisfaction ocCB
Transformational leadership
Organizational commitment 0.898
Job satisfaction 0.806 0.797
oCB 0.734 0.618 0.754

4.3. Hypothesis testing

Hypothesis testing in this research was carried out by looking at the t-statistic
values and probability values. The research hypothesis can be declared accepted if
the t statistic is >1.96 and the probability value is <0.05. The following are the output
results from SmartPLS which are shown in Table 3 and Figure 3.

Table 3. Hypothesis testing.

Correlation Original sample t statistics P values  Result

Transformational leadership - OCB  0.261 3.71 0.000 Significant
Organizational commitment - OCB  0.440 5.866 0.000 Significant
Job satisfaction - OCB 0.241 2.486 0.000 Significant
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Figure 3. Hypothesis testing.

4.4. The relationship between transformational leadership and
organizational citizenship behavior

The results of data testing with SEM-PLS show that transformational leadership
has a positive relationship with organizational citizenship behavior in SMEs. The
results of the partial analysis (t test) on the transformational leadership variable show
a significance value of 0.000 which is smaller than 0.05, so it can be concluded that
transformational leadership has a positive relationship with organizational
citizenship behavior in SMEs. Transformational leadership is a leader who can
motivate and inspire his members (Purwanto et al.,, 2023). Transformational
leadership in SMEs can inspire SME employees to improve performance, and be
able to communicate with their subordinates so that SME performance can be
achieved (Siswanto et al., 2023). Based on the questionnaire that has been distributed
regarding the Transformational Leadership variable, SME employees feel that their
superiors respect every SMEs employee who works, respect every suggestion or
opinion from SMEs Employee to build SMEs performance, encourage ‘SMEs
performance to achieve the hospital mission, invite SMEs employee to always
support each other in their work, provide opportunities for nurses to be able to
provide ideas, provide solutions to problems faced by SMEs employee and pay
attention to SMEs employee’ needs for career development. Transformational
leadership has a positive effect on organizational citizenship behavior (Nugroho et
al., 2020). This shows that there is an influence of the transformational leadership
variable on organizational citizenship behavior (Ismaya et al., 2020). It has a positive
influence on organizational citizenship behavior, if there is an increase in
transformational leadership it will be followed by higher levels of organizational
citizenship behavior. Transformational leadership has a positive influence on OCB,
partially mediated by job satisfaction (Tanjung et al., 2020).
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SME leaders must also design and develop strategies to increase trust. Trust in a
leader can be referred to as an individual’s positive expectations of the leader’s
behavior transformational leaders build trust by carrying out exemplary actions,
which are interpreted by their followers as actions that involve sacrifice and care
until ultimately followers tend to trust a leader (Sopa et al., 2020). Leadership style,
in this case transformational leadership, is a very important factor, as well as playing
a big role in the success or failure of a leader in carrying out his duties. Additionally,
followers tend to trust their transformational leaders because the leader supports their
position without being selfish and shows concern for the needs of their followers.
This research also found that transformational leadership increases organizational
citizenship behavior. Transformational leadership has a great influence on changing
followers’ behavior to not only think about the interests of the organization and their
team, which in turn allows followers to take action that goes beyond their prescribed
roles (Purwanto et al., 2023). Followers or members who show OCB with high
frequency when they feel that their leader or decision maker has treated them fairly.
Thus, it can be said that transformational leadership can lead subordinates to take
actions that go beyond their prescribed roles. Finally, these findings support the idea
that when a transformational leader is present, employees or members engage more
in OCB and are consequently able to perform more than their assigned tasks and
responsibilities, assist others in their tasks and assignments, and pay attention to the
personal and professional affairs of coworkers. SMEs (Istiqgomah and Riani, 2021).
The relationship between transformational leadership and OCB. Transformational
leadership can influence organizational citizenship behavior, this is supported by
other research which finds that transformational leadership influences organizational
citizenship behavior. There is a strong positive relationship between transformational
leadership and organizational citizenship behavior. Transformational leadership can
inspire, motivate, stimulate, and provide support and attention to its employees.
Therefore, if transformational leadership is carried out well, it will have high
organizational citizenship behavior (Nurhidayati et al., 2021).

With these results, it can be stated that there is an influence with the application
of the Transformational Leadership style in leading SMEs so that they can motivate
and inspire their members to put aside personal interests so that organizational
citizenship behavior (OCB) can increase in SMEs (Mustagim and Sabri, 2021). This
is in line with observations in the field which show that current leaders have
implemented the concept of transformational leadership. Leaders always motivate
each member in every SMEs activity. Transformational leadership’s influence on
OCB is accepted and states that transformational leadership is the strongest or most
dominant variable that influences OCB in this research. The higher the level of
transformational leadership, the more organizational citizenship behavior will
increase in the company environment (Pattnaik and Sahoo, 2021).

4.5. The influence of job satisfaction on organizational citizenship
behavior (OCB)

The results of the analysis prove that Job Satisfaction has a positive effect on
organizational citizenship behavior in SMEs. The results of the partial test (t-test) for

10
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the Job Satisfaction variable show a significance value of 0.000, which is smaller
than 0.05. Organizational citizenship behavior (OCB) is work related to non-binding
behavior, does not refer to the official reward system of SMEs and overall increases
the effectiveness of organizational functioning (Hapsar et al., 2020). One of the
factors that influences OCB is job satisfaction. Job satisfaction is a person’s
condition regarding whether they are happy or unhappy, satisfied or dissatisfied with
the work they do, and if the person shows a positive attitude, it can be said that the
person is satisfied with their work and vice versa. It was found that the five
indicators used to measure job satisfaction received very strong scores, where
satisfaction with promotions was the indicator with the strongest influence compared
to the others (Nuzula et al., 2022). These results show that the majority of SMEs
employees feel happy about being allowed to gain experience and improve their
abilities while working, resulting in employees not feeling bored with their current
work and providing great opportunities for employees to develop their careers.
However, even though all the indicators measured have received very strong scores,
there is one indicator that has received a lower score than the other indicators,
namely the indicator of satisfaction with work procedures and regulations. These
results indicate that some SMEs employees feel that agency policies are not optimal
in dismissing employees who violate agency regulations. Based on the results of data
analysis in this research, it can be seen that there is a positive influence between job
satisfaction and organizational citizenship behavior (OCB) (Sunaris et al., 2022). On
the other hand, when employee job satisfaction decreases, it has an impact on
reducing employee OCB behavior. The results of this research are in line with other
research stating that there is a positive influence between job satisfaction and
organizational citizenship behavior (OCB) (Sahyoni and Supartha, 2020). Job
satisfaction is closely related to and directly influences OCB, which means that OCB
is strongly influenced by employee job satisfaction. When an employee has a high
level of job satisfaction, they can carry out more functions outside their main job
without thinking about rewards (Gunawan, 2023).

4.6. The influence of organizational commitment on OCB

The results of the analysis prove that organizational commitment has a positive
effect on organizational citizenship behavior in SMEs. The results of the partial test
(t-test) for the organizational commitment variable show a significance value of
0.000, which is smaller than 0.05. Individuals who have high work commitment tend
to be more capable of carrying out OCB compared to individuals who have low work
commitment. This is because individuals who have high work commitment tend to
be more interested in making a greater contribution to the organization, and have a
more proactive attitude in providing support to colleagues and the organization.
Other research shows that organizational commitment partially has a positive effect
on organizational citizenship behavior (OCB). This shows that whether the
organizational commitment of employees in a company is good or bad will not affect
increasing or decreasing organizational citizenship behavior (OCB) (Allozi et al.,
2022). organizational citizenship behavior arises from several factors, including due
to job satisfaction and commitment within the organization (Yuwono et al., 2023).

11
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When members feel satisfied with everything in the organization, the members will
be sincere and happy to provide optimal work results. Likewise, members with high
commitment will carry out various activities to advance the organization.

High OCB will be created in organizational members when they have internal
encouragement in the form of satisfaction and make committed efforts (Purwanto et
al., 2023). These two things function together in an organization. In organizations,
the role of colleagues is also positive support, where when you have colleagues or
friends who are supportive, supportive, don’t provoke you with bad things, you will
feel comfortable when doing activities, create a family atmosphere, maintain
communication, and be able to work together (Asbari et al., 2023). From these
actions, OCB will be created. Willing to sacrifice, time, and energy, to help
sincerely, other colleagues’ work, without repercussions (Hapsar et al., 2020). Apart
from job satisfaction, an important factor that can encourage the emergence of
organizational citizenship behavior (OCB) is organizational commitment. Employees
with high organizational commitment have a strong attachment to the organization
so they can increase organizational citizenship behavior (OCB) (Sunaris et al., 2022).
Committed employees are less likely to leave the company even if they are
dissatisfied with their jobs, but tend to stay because they employee is loyal and
willing to make sacrifices for the company. Employees with a strong commitment to
the company have a plan to stay with the organization and put more effort into
carrying out the tasks assigned to them (Sopa et al., 2020). There is a positive
influence between organizational commitment and organizational citizenship
behaviour (OCB) (Allozi et al., 2022).

4.7. Managerial implications

Based on the results of processing and analysis, several system design
suggestions can be given to SMEs to improve their employees’ OCB behaviour
through job satisfaction and organizational commitment variables. After testing the
hypothesis of each relationship, it was found that job satisfaction and organizational
commitment had a positive influence on employee organizational citizenship
behaviour (OCB). This emphasizes the importance of SMEs paying attention to the
level of job satisfaction and organizational commitment felt by employees so that
they can become pioneers of OCB. Based on data processing, the dimensions of
salary received by employees have the greatest impact on employee job satisfaction
variables (Hapsar et al., 2020). The amount of salary received refers to the position
held by the employee, so basically promotion opportunities affect the salary or
benefits that will be received. The promotion policy, which was previously only
carried out when there was a vacant position and applied to certain internal
employees, is expected to be aimed at employees who have technical skills,
leadership, good collaboration and long-term employee loyalty (Istigomah and Riani,
2021). This is done to encourage employees’ desire to work optimally for the
company. Based on data processing, the normative commitment dimension, namely
the employee’s sense of loyalty, has the greatest impact on the employee
organizational commitment variable. Companies can develop a sense of employee
loyalty and pride through formal activities, such as introducing company profits and

12
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plans for achieving future profits to employees (Ismaya et al., 2020). The company
can carry out activities such as family gatherings to provide open and transparent
channels to build communication between supervisors and employees. This
encourages a sense of ownership and loyalty among employees. Some of the
descriptions above are proposed system designs that companies can implement to
increase job satisfaction and organizational commitment which has implications for
employee OCB behavior so that it will also increase the company’s effectiveness in
operational activities. By trying to implement some of these suggestions, it is hoped
that employee OCB can increase. After implementing several of these proposals, it is
necessary to re-analyze and evaluate the proposals. If someone gets high job
satisfaction, it will show good work productivity. On the other hand, if you get low
job satisfaction, the employee will show poor work productivity in the company.
This means that the higher the perceived job satisfaction, the more organizational
citizenship behaviour (OCB). Intrinsic job satisfaction and extrinsic job satisfaction
affect organizational citizenship behaviour (OCB).

5. Conclusion

This research shows that transformational leadership has a positive effect on
OCB, Organizational commitment has a positive effect on OCB and job satisfaction
has a positive effect on OCB. Transformational leadership has a direct effect on trust
and organizational citizenship behaviour. This shows that leadership style, especially
transformational leadership, has an important role in increasing trust and OCB in
SMEs. This research produced several important findings. The theoretical
implications of this research support the results of previous research that
transformational leadership, job satisfaction, and organizational commitment make a
positive contribution to increasing organizational citizenship behavior in SME
employees. The practical implication of this research is that SME owners apply
transformational leadership, create work breadth and create organizational
commitment within the SME organization to support increasing employee
organizational citizenship behaviour so that it can encourage increased performance
and competitiveness of SMEs.

Author contributions: Conceptualization, FH and HP; methodology, DK; software,
RF; validation, EO, MI and S; formal analysis, FH; investigation, HP; resources, DK;
data curation, RF; writing—original draft preparation, EO; writing—review and
editing, MI; visualization, S; supervision, FH; project administration, DK; funding
acquisition, EO. All authors have read and agreed to the published version of the
manuscript.

Conflict of interest: The authors declare no conflict of interest.

References

Allozi, A., Alshurideh, M., AlHamad, A., & Al Kurdi, B. (2022). Impact of transformational leadership on the job satisfaction
with the moderating role of organizational commitment: Case of UAE and Jordan manufacturing companies. Academy of
Strategic Management Journal, 21, 1-13.

Al-Mamary, Y. H. S. (2021). The impact of transformational leadership on organizational citizenship behaviour: Evidence from

13



Journal of Infrastructure, Policy and Development 2024, 8(7), 5194.

Malaysian higher education context. Human Systems Management, 40(5), 737-749. https://doi.org/10.3233/hsm-201068

Arifiani, R. S., Sudiro, A., & Indrawati, N. K. (2020). the Role of Organizational Culture and Job Satisfaction in Mediating the
Effect of Transformational Leadership on Organizational Citizenship Behavior. Jurnal Aplikasi Manajemen, 18(3), 555-562.
https://doi.org/10.21776/ub.jam.2020.018.03.16

Asbari, M., Purba, J. T., Hariandja, E. S., & Sudibjo, N. (2023). The Mediating Role of Dynamic Leadership towards the
Relationship between Knowledge-Sharing Behaviour and Innovation Performance in Higher Education. International Journal
of Learning, Teaching and Educational Research, 22(11), 466—485. https://doi.org/10.26803/ijlter.22.11.24

Astuti, D., Siregar, Z. M., & Syahputra, R. (2023). The Effect of Compensation, Transformational Leadership on Employee
Commitment through Job Satisfaction as a Mediating Variable. Indonesian Interdisciplinary Journal of Sharia Economics
(I1JSE), 6(1), 334-349.

Cho, C. C., & Kao, R. H. (2022). Developing sustainable workplace through leadership: Perspectives of transformational
leadership and of organizational citizenship behavior. Frontiers in Psychology, 13.
https://doi.org/10.3389/fpsyg.2022.924091

Djaelani, A. K., Sanusi, A., & Trianmanto, B. (2020). Spiritual leadership, job Satisfaction, and its effect on organizational
commitment and organizational citizenship behavior. Management Science Letters, 3907-3914.
https://doi.org/10.5267/j.msl.2020.7.020

Elmi, F., Ali, H., Ridwan, M., & Pratiwi, H. (2020). Effect of transformational leadership, organizational commitments and job
satisfaction on organization citizenship behavior (OCB) at the directorate of primary school development ministry of
education and culture. International Journal of Grid and Distributed Computing, 13(2), 740—749.

Gunawan, I. (2023). Transformational Leadership and Organizational Citizenship Behavior of Virtual Teaching during the
COVID-19 Pandemic in Indonesia: The Mediating Role of Job Satisfaction. Educational Process: International Journal,
12(3), 56-78. https://doi.org/10.22521/edupij.2023.123.3

Hai, S., Wu, K., Park, 1. J., et al. (2020). The role of perceived high-performance HR practices and transformational leadership on
employee engagement and citizenship behaviors. Journal of Managerial Psychology, 35(6), 513-526.
https://doi.org/10.1108/jmp-03-2019-0139

Hapsari, R. D. C., Riyanto, S., & Universitay, M. B. (2020). The Reactions over Organizational Citizenship Behaviour (OCB) that
viewed Transformational Leadership, Organizational Culture, and Compensation Variables. International Journal of
Innovative Science and Research Technology, 5(5), 1977-1984. https://doi.org/10.38124/ijisrt20may059

Ismaya, B., Setiawan, T., Sulistyarini, I., et al. (2020). FAST Leadership Model for University Leaders Performance in Pharmacy
Faculty: Yesterday, Today and Tomorrow. Systematic Reviews in Pharmacy, 11(8).

Istigomah, S., & Riani, A. L. (2021). Linking Transformational Leadership to OCB in Hospitality Industry: the Mediating
Influence of Affective Commitment and Work Engagement. Jurnal Dinamika Manajemen, 12(1), 53-67.
https://doi.org/10.15294/jdm.v12i1.27091

Kayaalp, A., Page, K. J., & Gumus, O. (2021). Job satisfaction and transformational leadership as the antecedents of OCB role
definitions: The moderating role of justice perceptions. International Journal of Business Science & Applied Management
(UBSAM), 16(2), 89-101.

Khan, A., Bibi, S., Lyu, J., et al. (2020). Uncovering Innovativeness in Spanish Tourism Firms: The Role of Transformational
Leadership, OCB, Firm Size, and Age. Sustainability, 12(10), 3989. https://doi.org/10.3390/su12103989

Khaola, P., & Rambe, P. (2020). The effects of transformational leadership on organisational citizenship behaviour: the role of
organisational justice and affective commitment. Management Research Review, 44(3), 381-398.
https://doi.org/10.1108/mrr-07-2019-0323

Lee, M. C. C., Lin, M. H., Srinivasan, P. M., et al. (2023). Transformational leadership and organizational citizenship behavior:
new mediating roles for trustworthiness and trust in team leaders. Current Psychology, 43(11), 9567-9582.
https://doi.org/10.1007/s12144-023-05095-x

Marmosa, T. (2022). Transformational Leadership as the Answer to Improving Employee Organizational Commitment and OCB.
Stallion Journal for Multidisciplinary Associated Research Studies, 1(2), 15-21.

McCann, J., Sparks, B., & Kohntopp, T. (2020). Transformational Leadership and the Moderating Role of Trust and Job
Satisfaction on Organizational Citizenship Behavior. SAM Advanced Management Journal, 85(4).

Mustaqgim, H., & Sabri, S. (2021). Transformational Leadership, Job Satisfaction and Organizational Commitment. Psychology
and Education Journal, 58(1), 5254-5259. https://doi.org/10.17762/pae.v58i1.1779

14



Journal of Infrastructure, Policy and Development 2024, 8(7), 5194.

Novitasari, D. (2020). Hospital Employees Organizational Citizenship Behavior: How the Correlation of Transformational
Leadership, Job Satisfaction and Organizational Commitment? Journal of Industrial Engineering & Management Research,
1(2), 252-259.

Nugroho, B. S., Widdah, M. E., Hakim, L., et al. (2020). Effect of Organizational Citizenship Behavior, Work Satisfaction and
Organizational Commitment toward Indonesian School Performance. Systematic Reviews in Pharmacy, 11(9).

Nurhidayati, A. N., Susita, D., & Sebayang, K. D. A. (2021). The Effect of Transformational Leadership and Perceived
Organizational Justice on Organizational Citizenship Behavior with Job Satisfaction as Intervening Variable. The
International Journal of Social Sciences World (T1JOSSW), 3(2), 193-204.

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 & Management, 7(1), 1793521. https://doi.org/10.1080/23311975.2020.1793521

Nuzula, I. F., Febrinzky, I. T., & Ramadhany, S. S. (2022). Effect of transformational leadership, motivation, and affective
commitment on Organizational Citizenship Behavior (OCB). Journal of management studies and development, 1(01), 24-35.
https://doi.org/10.56741/jmsd.v1i01.29

Pattnaik, S. C., & Sahoo, R. (2021). Transformational leadership and organizational citizenship behaviour: The role of job
autonomy and supportive management. Management Research Review, 44(10), 1409-1426. https://doi.org/10.1108/mrr-06-
2020-0371

Purwanto, A., Purba, J. T., Bernarto, I., & Sijabat, R. (2021). Effect of transformational leadership, job satisfaction, and
organizational commitments on organizational citizenship behavior. Inovbiz: Jurnal Inovasi Bisnis, 9, 61-69.

Purwanto, A., Purba, J., Bernarto, 1., & Sijabat, R. (2023). Investigating the role digital transformation and human resource
management on the performance of the universities. International Journal of Data and Network Science, 7(4), 2013-2028.
https://doi.org/10.5267/j.ijdns.2023.6.011

Qalati, S. A, Zafar, Z., Fan, M., et al. (2022). Employee performance under transformational leadership and organizational
citizenship behavior: A mediated model. Heliyon, 8(11), e11374. https://doi.org/10.1016/j.heliyon.2022.e11374

Qurtubi, A. (2022). The Effects Of Transformational Leadership And Organizational Citizenship Behavior (Ocb) On Islamic
School Teachers’ Satisfaction. Journal of Positive School Psychology, 6(7), 2744—-2753.

Sahyoni, N. K. T., & Supartha, I. W. G. (2020). The effect of organizational culture, organizational commitments and job
satisfaction on organizational citizenship behaviour. American Journal of Humanities and Social Sciences Research, 4(3),
425-432.

Senjaya, V., & Anindita, R. (2020). The role of transformational leadership and organizational culture towards organizational
commitment through job satisfaction among Mining Industry employees. Jurnal Aplikasi Manajemen, 18(4), 767—782.
https://doi.org/10.21776//ub.jam.2020.018.04.15

Siswanto, E., Samsudi, Supraptono, E., Sutopo, Y., et al. (2023). The role of transformational leadership, work environment,
motivation on job satisfaction and teachers performance of vocational schools. AIP Conference Proceedings.
https://doi.org/10.1063/5.0155768

Soetjipto, N., Priyohadi, N. D., Sulastri, S., et al. (2021). The effect of company climate, organization citizenship behavior, and
transformational leadership on work morale through employee job satisfaction. Management Science Letters, 1197-1204.
https://doi.org/10.5267/j.msl.2020.11.019

Sopa, A., Asbari, M., Purwanto, A., et al. (2020). Hard Skills versus Soft Skills: Which are More Important for Indonesian
Employees Innovation Capability. International Journal of Control and Automation, 13(2), 156-175.

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

Sutrisno, Astuti, E. D., Safitri, K., Setrojoyo, S. M., et al. (2023). Effect of Transformational Leadership, Job Satisfaction, and
Interpersonal Communication on Organizational Citizenship Behavior with Organizational Commitment as Mediation
Variable at the Tax Office. International Journal of Professional Business Review, 8(7), e02634.
https://doi.org/10.26668/businessreview/2023.v8i7.2634

Tanjung, B. N., Rahman, Y., Suryana, A. T., et al. (2020). The Influence of Transformational Leadership, Job Satisfaction and
Organizational Citizenship Behavior on the Performance of Islamic School Teachers. Systematic Reviews in Pharmacy,
11(7).

15



Journal of Infrastructure, Policy and Development 2024, 8(7), 5194.

Tian, H., Igbal, S., Akhtar, S., et al. (2020). The Impact of Transformational Leadership on Employee Retention: Mediation and
Moderation Through Organizational Citizenship Behavior and Communication. Frontiers in Psychology, 11.
https://doi.org/10.3389/fpsyg.2020.00314

Tunio, S., Unar, N., & Jabeen, R. (2022). To analyze Transformational Leadership and OCB an effect on Organizational
Commitment: Higher Education Teaching Faculty of Pakistan. International Research Journal of Management and Social
Sciences, 3(2), 125-134.

Yuwono, H., Eliyana, A., Buchdadi, A. D., Hamidah, & Jalil, N. I. A. (2023). Triple mediation of attitude to bridge
transformational leadership on organizational citizenship behavior. PloS one, 18(2), e028122.
https://doi.org/10.1371/journal.pone.0281220

Zulkarnain, D., & Manurung, A. D. R. (2020). The influences of transformational leadership, organizational citizenship behavior,
and quality of work life on the job satisfaction. Dinasti International Journal of Management Science, 1(3), 331-346.
https://doi.org/10.31933/dijms.v1i1.115

16



