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INTRODUCTION

The Oberoi Beach Resort Bali is a five-star resort located along the coast of Seminyak, Bali. The hotel offers luxurious
accommodation in traditional Balinese architecture, surrounded by 15 hectares of tropical gardens. The hotel features
an outdoor swimming pool. Door, spa, restaurant, bar and traditional dance performance venue. Human resources at
The Oberoi Beach Resort Bali are closely monitored in the performance of its employees, both individually and as a

group.

There are several problems that often occur in a company, namely due to low organizational citizenship behavior. In the
Company, such is a lack of prioritizing the desire to help coworkers, such as when friends are absent, and employees
who still prioritize their interests. This kind of thing is caused by one of them because of their own lack of motivation.
Some employees cannot tolerate their coworkers, and some employees have no desire to maintain the company. Low
policies on resolving a problem and low responsibility towards the company, so that the surrounding conditions are not
good. Lack of employee concern for activities outside of work and lack of careful supervision of employees causes high
absenteeism rates. Employees often do not come to work, which makes the service less good.

This obstacle is also often found in the implementation at The Oberoi Beach Resort Bali. The results of interviews
conducted with several employees at The Oberoi Beach Resort Bali they said that they expect employees who can
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contribute more than what they have to achieve company goals more efficiently. However, some employees focus on
their personal interests and do not comply with policies, resulting in complaints from customers.

An absence of employees The Oberoi Beach Resort Bali in November 2024 showed a high number. Researchers use
absenteeism as a problem that causes poor employee compliance with the Company, resulting in low organizational
citizenship behavior. The high level of employee absenteeism that occurs can be caused by illness, religious ceremonies
and permission. According to Safitri (2021), The presentation of absenteeism ranges from 2 to 10 percent, so it is stated
as high. In addition, many employees are still reluctant to work overtime, which should complete the work faster. As one
of the dimensions that must be obtained from organizational citizenship behavior, namely conscientiousness, doing
things that benefit the organization, such as following the specified rules, involving punctuality, compliance with
company regulations, regulations, and procedures in the organization, sincerely, even though no one is supervising
(Ahdiyana, 2019) .

In contrast to other hotels in Bali, such as the Melia Bali Hotel, whose average absence rate is 1.7% (Juniari, 2023) And
the Bali Niksoma Hotel, Boutique Beach Resort which has an average employee absence rate of 0.3% (Paparang, 2020)
. This shows that employee work discipline at the Melia Bali Hotel and Bali Niksoma Hotel Boutique Beach Resort Can
be categorized as very good.

Employees who demonstrate organizational citizenship behavior tend to contribute positively to the workplace. The
implementation of OCB can improve organizational performance and efficiency, while building a more harmonious work
environment. (Rostiawati, 2020) .

Organizational citizenship behavior is the actions of individuals in organizations that emphasize wise attitudes and with
not immediately get recognition with the formal reward system, but still contribute to organizational effectiveness.
(Fauzia, 2023) . Organizational citizenship behavior doing things as they please for the benefit of the organization; this
is good social behavior and provides added value to employees and the organization. If the behavior is already possessed
by employees, then there should be a feeling of satisfaction in themselves to work, and the Company's performance will
increase. A successful organization requires employees who not only carry out their main tasks, but are also willing to
contribute more by devoting their abilities to the progress of the company. (Rostiawati, 2020) .

Transformational leadership is a factor that greatly influences organizational citizenship behavior. Transformational
leaders can inspire their followers to be more tend to be more concerned with common interests than personal interests.
They have a profound and significant influence on their followers. This type of leader is more effective because it
encourages creativity and innovation and motivates followers to contribute to creating creative solutions (Robbins,
2020). Transformational leadership builds a close relationship between leaders and followers, with those who follow
share a sense of trust, admiration, loyalty, and respect for their leaders. They also felt moved to exceed the expectations
that have been set. A good leader wants sustainable growth for the organization he leads and sustainable development
for its members. They strive to support the organization to be able to to achieve the set goals, by encouraging its members
in contribute more than expected (Sunyoto, 2019) . In a study conducted by Ratag (2023), it was found that when an
organization is led by applying the principles of transformational leadership, organizational citizenship behavior (OCB)
can be positively influenced.

One of the important elements in organizational management is motivation. Every member of the organization needs to
have high motivation so that the goals of the organization can be achieved. Achieved efficiently and effectively. The level
of motivation of a person in an organization has a major influence on their behavior, both in working, studying, and in
everyday life. (Baharuddin, 2022) .

If the company pays more attention to work motivation, employees will be more motivated to complete their work. When
opportunities are given to employees, they will be motivated to do more and better. They will realize that only by doing
a good job can they get large income to meet their living needs. The need for affiliation will be the motivation that will
drive him to work and develop and he will utilize all the strengths he has to complete his responsibilities. (Octaviani,
2023) . If employees are given the opportunity in work related to their desire as well as their strength, they are always
more interested in implementation with as much as. They will feel valued for their differences and respected for their
feelings and interests (Robbins, 2020) .
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The way a person identifies with an organization and its goals. Good commitment can help achieve results more work
good too. Although Thus, work hard is needed as one of the aspects of employee performance (Kaswan, 2018) . Employee
performance can done improvement with a high level of commitment to agencies or companies. (Lana, 2022) . Managers
who have working hours with good commitment, always help employees to be more active at work, please help as well
can work in together well. Organizational commitment reflects the level of identification and attachment of an individual
to the organization and its goals. In order to obtain increasing employee commitment, managers are required to happen
also increases the level of job satisfaction. (Maesaroh, 2022) .

But on the other hand, job insecurity also has an influence on organizational citizenship behavior. Job insecurity can be
explained as the perception or belief that employees have about the security of their current jobs. And at the time future
that can include threats or uncertainty (Wardani, 2021) . Job insecurity has become a familiar concern for employees
and is often felt early in their careers. However, the impact of job insecurity can vary depending on how individuals cope
with the situation. Continued worry about losing a job can result in decreased morale, loyalty, trust, and productivity.
(Made, 2023) .

Positive feelings towards work are obtained from evaluating its quality, called job satisfaction. Interesting work that
requires control, training, variety and independence will provide satisfaction to workers (Robbins, 2020) . Job
satisfaction is an important component in determining the level of employee well-being and satisfaction with their work.
This includes positive evaluations of their work environment, interactions with coworkers and the fit between personal
goals and assigned job tasks. Job satisfaction is defined as an effective and affective feeling towards various aspects of
one's work. In general, organizational citizenship behavior occurs when employees feel satisfied working for an
organization. Satisfied employees have the opportunity to talk positively about agencies that help others and carry out
work with exceeding expectations.

The results of previous research show a research gap, such as the research results of Fauzan (2023) , Yoanita (2023) ,
Lee (2024) and Fadlilah (2024) Which explain if transformational leadership style is positively correlated with
organizational citizenship activities, while Anam (2021) and Maesaroh (2022) stated that Transformational leadership
has no impact which is significant with organizational citizenship behavior. Research by Charli (2022) and Mahzum
(2023) Explain if work motivation has an effect on organizational citizenship behavior, while Kurnianto (2022) and
Wulandari (2023) show that work motivation has an effect influence on organizational citizenship behavior.

Research by Lam (2015) , Rahmawati (2022) , Bahriah (2023) and Larasati (2023) Stated that job insecurity has a
positive impact on organizational citizenship behavior, while research by Udayani (2018) and (Soelton, 2021) Did not
prove the influence of job insecurity on organizational citizenship behavior. The results of research by Putri (2019) , Vu
(2024) and Maziati (2024) The relationship between job satisfaction variables and organizational citizenship behavior
is stated that there is a strong and positive or unidirectional relationship, while Kurnianto (2022) , Tumbol (2022) ,
Nurfitriyana (2023) and Riska (2024) stated that job satisfaction has a direct influence on organizational citizenship
behavior.

By considering the background and research gaps in previous studies, researchers are interested in investigating the
impact of transformational leadership, work motivation, organizational commitment and job insecurity on
organizational citizenship behavior. This study also has the aim is to clarify the role of job satisfaction as a mediator in
the relationship between transformational leadership and organizational citizenship behavior.

METHOD

The type of data used in this research was quantitative and qualitative data. Data collection with the use of open and
closed questionnaire methods. Its location done at The Oberoi Beach Resort Bali was located on Jalan Kayu Aya,
Seminyak Beach, North Kuta, Badung, Bali. The reason researchers conducted research at The Oberoi Beach Resort Bali
is a five- star hotel that provides the best service in Bali, including the Best Hotel Brand in the World at Travel + Leisure.
World's Best Awards, 2022, a hotel committed to advancing the economy in Bali, found problems related to
organizational citizenship behavior.

Its population are employees who work at The Oberoi Beach Resort Bali which is spread across the work area in the
section: Duty engineer totaling 15 people, Spa therapist totaling 9 people, housekeeping totaling 55 people, Security
totaling 9 people, Food — beverage service totaling 56 people, Kitchen totaling 52 people and Front Office totaling 37
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people. The population in this study was 233 employees. The sample selected in this study used a non-probability
sampling method. as many as 147 employees. During the research, the researcher distributed questionnaires to each
field with a total of 233 respondents. The data that has been There is furthermore analyzed through three stages namely
analysis statistics descriptive, analysis statistics inferential, model evaluation or measures of fit, evaluation of
measurement models or outer measurement model, structural model evaluation or inner model as well as testing
hypotheses.

RESULTS AND DISCUSSION
Results
Hypothesis Testing

In this study, hypothesis testing was carried out using alpha values. Of 5% with the required t-statistic exceeding the t-
table score of 1.96 for one-tailed hypothesis testing. The results of the hypothesis test can be explained as follows:

Table 1. Hypothesis Results

.. Standard . .
Original Sample deviation T statistics P values
sample (O) mean (M) (STDEV) (|O/STDEV])
Transformational Leadership ->
Job Satisfaction 0.643 0.636 0.079 8.100 0.000
Transformational Leadership ->
Organizational Citizenship
Behavior 1,013 1,004 0.063 16,019 0.000
Job Satisfaction ->
Organizational Citizenship
Behavior 0.631 0.636 0.065 9,640 0.000
Work Motivation -> Job
Satisfaction 0.301 0.303 0.073 4.107 0.000
Work Motivation ->
Organizational Citizenship
Behavior 0.226 0.221 0.070 3.238 0.001
Organizational Commitment ->
Job Satisfaction 0.029 0.029 0.046 2,632 0.002
Organizational Commitment ->
Organizational Citizenship
Behavior 0.154 0.153 0.044 3,527 0.000
Insecurity -> Job Satisfaction -0.003 0.001 0.037 2,084 0.033
Insecurity -> Organizational
Citizenship Behavior 0.014 0.021 0.045 0.319 0.750
t- table 1.96

Source: Processed Primary Data, 2025
The test results in Table 1 above show a direct influence from the research variables which can be explained as follows:

1. Transformational leadership style has a significant relationship to employee job satisfaction, namely good
value, which is shown by 0.643, which means that increasing the implementation of transformational leadership can
contribute to increasing employee job satisfaction with a significant t- test value. namely, the t-statistic of 8.100 is greater
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than the t- table of 1.96 and have p - values of 0.000 < 0.050, which means that transformational leadership style has a
positive and significant impact on employee job satisfaction, which ultimately accepts the first hypothesis (H1).

2, Transformational leadership style on organizational citizenship behavior, which is worth 1.013, which means
an increase in transformational leadership style. will happen increasing organizational citizenship behavior with a
significant t- test value namely the t-statistic of 16.019 is greater than the t- table of 1.96 and has a p- value of 0.000 <
0.050 which means transformational leadership style has a positive and significant impact on organizational citizenship
behavior so that the second hypothesis (H2) is accepted.

3. The impact of work motivation on employee job satisfaction is positive with a path coefficient value of value
0.301 which means increasing work motivation will have an impact on employee job satisfaction with a significant ¢- test
value namely the t-statistic of 4.107 is greater than the t- table of 1.96 and has a p- value of 0.000 < 0.050, which means
that work motivation has a positive and significant impact on employee job satisfaction, ultimately the third hypothesis
(H3) is accepted.

4. The influence of work motivation t on organizational citizenship behavior has a positive value of 0.226, which
means that increasing work motivation will increase organizational citizenship behavior with a significant t- test value.
namely, the t-statistic of 3.238 is greater than the t- t-table of 1.96 and has - p-values 0.001 < 0.050, which means that
work motivation has a positive and significant impact on organizational citizenship behavior, so that the fourth
hypothesis (H4) is accepted.

5. The influence of organizational commitment on employee job satisfaction is a positive value of 0.029, which
means that increasing organizational commitment is able to... influence increasing employee job satisfaction with t- test
significance value namely the t-statistic of 2.632 is greater than the t- table of 1.96 and have p - values 0.002 < 0.050
which means that organizational commitment has an impact Good and significant on employee job satisfaction so that
the fifth hypothesis (H5) is accepted.

6. The influence of organizational commitment on organizational citizenship behavior has a positive value of
0.154, which means that increasing organizational commitment will increase organizational citizenship behavior with a
significant t-test value. Namely, the t-statistic of 3.527 is greater than the t- table of 1.96 and has a p- value of 0.000 <
0.050 which means that organizational commitment has positive influence and significant on organizational citizenship
behavior so that the sixth hypothesis (H6) is accepted.

7. The effect of job insecurity on employee job satisfaction is positive with a path coefficient value of -0.003,
which means that a decrease in job insecurity will increase employee job satisfaction with a significant t- test value.
namely the t-statistic of 2.084 is greater than the t- table of 1.96 and have p - p-value of 0.033 < 0.050, which means
that job insecurity has a negative and significant impact on employee job satisfaction, so the seventh hypothesis (H7) is
accepted.

8. The effect of job insecurity on organizational citizenship behavior has a positive value of 0.014, but the
significance value of the t- test namely the t-statistic of 0.319 is smaller than the t- table of 1.96 and has a p- value of
0.750 > 0.050, which means that job insecurity does not affect organizational citizenship behavior, so the eighth
hypothesis (H8) is rejected.

9. The influence of job satisfaction on organizational citizenship behavior has a positive value of 0.631, which
means that increasing organizational commitment will increase organizational citizenship behavior with a significant t-
test value. namely the t-statistic of 9.640 is greater than the t- table of 1.96 and have p - values 0.000 < 0.050 which
means that organizational commitment has positive and significant influence on organizational citizenship behavior so
that the ninth hypothesis (H9) is accepted.

Mediation Testing

Mediation testing is also done by comparing p- value with alpha (5%). The results of the mediation test can be explained
as follows:
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Table 2. Mediation Results

Original Sample Standard T statistics P
sample (O) | mean (M) | deviation (|O/STDEV]|) | valu
(STDEV) es
Transformational leadership style -> Job 0.643 0.636 0.079 8.100 0.00
Satisfaction 0
Transformational leadership style -> 1,013 1,004 0.063 16,019 0.00
organizational citizenship behavior 0
Job satisfaction -> organizational 0.631 0.636 0.065 9,640 0.00
citizenship behavior 0
Indirect effect 0.651
Direct effect 0.906
Total 1,557
VAF 0.418 (41.8%)

Source: Processed Primary Data, 2025

The test results in Table 2 above show that job satisfaction is partial mediating variable of the influence of
transformational leadership style in organizational citizenship behavior, namely the variance value accounted for (VAF)
of 41.8%, falls within the range of 20% < VAF < 80%, which means that job satisfaction is a partial mediating variable
of the influence of transformational leadership style. on organizational citizenship behavior so that the tenth hypothesis
(10) is accepted.

DISCUSSION
Transformational Leadership Style on Job Satisfaction

Research result obtained if the leadership style is transformational impact Good and significant on job satisfaction. So
that if the application of transformational leadership is more effective, it is able to increase employee job satisfaction.
This result is in line with the research of Putra (2024) and Hidayat (2024) , which emphasized that transformational
leadership contributes to increasing employee job satisfaction, which improves employee performance.

Transformational leadership is a value, belief and need that involves all efforts of change as a reaction to new changes.
Transformational leadership style is felt very well felt very well, there is a discussion between employees and leaders to
find the best way when there is a problem, there is a sense of concern and provides encouragement for all employees.
Leaders also make monthly reports that are always on time and send all completed data on time. Leaders also assign
tasks to employees according to their divisions. All of these things increase employee job satisfaction.

‘Bagaimana Pemimpin Saudara pedul terhadap masalah yang saudara hadapi?
Dengan mendiskusikannya untuk mencari jalan yang terbaik
Employee survey
Pastinya sangat peduli.
Klarifikasi problem yg ada dan bersama mencari jalan kekuar
Hari hari ini kelihatan anda kurang semangat bekerja apa yang bisa saya bantu
Membantu mengatasinya
Dapat berkomunikasi dengan baik seperti teman
Beliau selalu turun tangan terhadap masalah yang terjadi di tempat kerja kecil ataupun besar

Figure 1. Results of the Open Questionnaire Description
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Transformational Leadership Style on Organizational Citizenship Behavior

The test results were obtained if transformational leadership style has an impact positive and significant on
organizational citizenship behavior. So that means that with enhance transformational leadership style will also improve
organizational citizenship behavior.

This is in line with Fauzan, Yoanita and Fadlilah in 2023 and Lee (2024) who found that organizational citizenship
behavior benefits from transformational leadership. By considering each dimension of transformational leadership,
namely ideal incentives, inspirational motivation, intellectual encouragement and individual consideration, an increase
in transformational leadership can be achieved.

Transformational leaders create a clear vision and collective values that make employees feel part of a larger purpose.
This improves organizational identification, so that employees are more willing to do more than their jobs to support
the success of the organization. Transformational leadership style is very much felt, employees feel appreciated in the
workplace and tend to take the initiative in doing something in the workplace, such as helping colleagues without being
asked.

The Influence of Work Motivation on Job Satisfaction

The results of the study were obtained if work motivation has a positive and significant impact on job satisfaction. So
that the increasing work motivation of employees causes increasing employee job satisfaction. In line with the results of
Saputra (2020) and Sembiring (2021) , work motivation has a positive impact on job satisfaction.

Work motivation is a key element to organizational management that functions as a driver of work enthusiasm. Strong
motivation in employees contributes to high achievement and optimal performance, which in turn supports the effective
and efficient achievement of organizational goals. Respondents also feel motivated at work because they feel proud if
they are chosen as leaders in carrying out tasks, there is excellent cooperation between colleagues and the provision of
social security such as health costs, work safety and old age benefits that will increase their job satisfaction.

o owon

Senang

Bangga

Sangat senang dan harus bisa bekerja dgn team

Very happy...tantangan juga

menjadi motivasi pada diri

Bangga pada diri sendiri

Saya harus berusaha memimpin junior saya agar dapat menyelesaikan tugas
Pastinya harus lebih teliti agar segala hal terselesaikan dengan baik

Figure 2. Results of the Open Questionnaire Description

The Influence of Work Motivation on Organizational Citizenship Behavior

Based on the results obtained, work motivation has an impact Good as well as significant on organizational citizenship
behavior. So that concluded If with increased work motivation leads to increased organizational citizenship behavior.

This research is in line with research conducted by Charli (2022) and Mahzum (2023) that work motivation variables
have a significant impact on organizational citizenship behavior. By having the desire to receive rewards and feeling
trusted, employees will be motivated and feel appreciated and will do work beyond what they should do.

The Influence of Organizational Commitment on Job Satisfaction

Based on the test results obtained if organizational commitment has an impact positive and significant on job
satisfaction. This indicates that the high increase in organizational commitment makes increasing employee job
satisfaction.
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This research is supported Arijanto (2021) found that organizational commitment has positive and significant influence
on job satisfaction. Organizational commitment is the psychological attachment of employees to the organization, which
includes emotional attachment (affective), awareness of the risk of leaving the organization (continuity) and a sense of
moral obligation to remain (normative).

Lingkungan bersahabat

Sudah klop dengan perusahaan

Krn saya sudah merasa nyaman

Karena pride bgt

Kerja serasa saudara

Karena organisasi ini yg membuat saya tumbuh
Karena sudah terasa seperti keluarga

Tempat kerja sekarang is the best

Ramah

Figure 3. Results of the Open Questionnaire Description
The Influence of Organizational Commitment on Organizational Citizenship Behavior

Based on the test results obtained if organizational commitment has an impact Good and significant on organizational
citizenship behavior. This indicates that increasing organizational commitment thereby increasing organizational
citizenship behavior.

This research is in line with Sunaryono (2022) , Thanavisuth (2022) , Ardiyanto (2023) , Nuryani (2024) and Ramanda
(2024) , namely that organizational commitment has an impact both on employee organizational citizenship behavior.
Organizational commitment creates a sense of togetherness. Employees who feel "as family" tend to support each other
(altruism) and collaborate (courtesy). Employees will be committed to the organization if there is a result of the
exchange that occurs and will be willing to help colleagues to complete organizational tasks.

The Impact of Job Insecurity on Job Satisfaction

Based on the test results obtained If Job insecurity has a negative and significant impact on job satisfaction. This
indicates that the lower the job insecurity, the higher the employee job satisfaction.

This study is in line with Yuliansyah, (2023) and Adrian, (2022) namely that fairness in employee job security will have
an impact on their job satisfaction. Hotel employees who experience job insecurity reported a 22% decrease in job
satisfaction (p <0.01) due to contract instability and additional workload.

insecurity significantly reduces job satisfaction through psychological (stress, anxiety) and social (perceived
organizational support) mechanisms. Insecure employees tend to reduce extra contributions (initiative or loyalty)
because the reciprocal relationship with the organization is disrupted. This imbalance worsens job satisfaction.
Employees worry about not being able to meet their needs and are afraid to start over in a new environment if they lose
their jobs.
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Berikan contoh kekhawatiran Saudara saat kehilangan pekeriaan?
Pemutusan kontrak

Tidak bisa memenuhi kebutuhan pokok

Pastinya tidak bisa mencukupi kebutuhan keluarga
Takut tidak bisa memenuhi kebutuhan hidup

Tidak bisa menyekolahkan anak

Sulit mencari pekerjaan yg pas

Adanya tanggungan yang harus selalu dipenuhi
Kawatir takut memulai yang baru

Kelaparan

Takut masuk lingkungan baru

Figure 4. Results of the Open Questionnaire Description
The Impact of Job Insecurity on Organizational Citizenship Behavior

Based on the test results, it was found that job insecurity does not affect organizational citizenship behavior. This
indicates that lower or higher job insecurity will not affect organizational citizenship behavior.

This study is in line with Priyadi, (2020) namely that job insecurity does not affect organizational citizenship behavior.
Employees feel insecure in their jobs, this does not directly affect their organizational citizenship behavior. Factors that
have a greater impact on organizational citizenship behavior are job satisfaction and organizational commitment.

Employees with high psychological capital (optimism, resilience, hope), tend to be less affected by job insecurity in terms
of organizational citizenship behavior. They are able to manage stress and remain proactive in contributing even in the
face of uncertainty.

The Influence of Job Satisfaction on Organizational Citizenship Behavior

Based on the test results obtained if job satisfaction has an impact Good and significant on organizational citizenship
behavior. This indicates that the increasing job satisfaction will increase organizational citizenship behavior.

This study is in line with the research of Putri (2019) , Vu (2024) and Maziati (2024) which states that there is a
significant and positive relationship between organizational citizenship behavior (OCB) and job satisfaction. Satisfied
employees tend to talk positively about the organization, help coworkers, and work beyond expectations. This may
happen because they want to reciprocate the positive experiences, they feel in the work environment.

Organizational citizenship behavior as discretionary behavior that supports the social and psychological environment in
which tasks are performed and includes behaviors such as helping coworkers do extra work outside of formal job
descriptions, advocating for the organization.

Team work

Pelatihan bersama

Dengan mengatur tugas yg kita berikan

Bekerja sama

Membantu pekerjaam ug terpending

Saling membantu mengerjakan pekerjaan bersama-sama agar selesai tepat waktu

Dengan komunikasi yang baik karena area yang luas kita harus selalu melakukan komunikasi
Memfollow up pekerjaan kita yang masih tertunda

Membantu membersihkan kamar bersama

Figure 5. Results of the Open Questionnaire Description
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The Role of Job Satisfaction in Mediating the Relationship between Transformational Leadership and
Organizational Citizenship Behavior

Based on the test results, it was found that job satisfaction is a partial mediating variable of the impact of
transformational leadership on organizational citizenship behavior.

This research is in line with the research of Rusdiyanto (2015) and Naimah (2022) explain If employee job satisfaction
has role as a mediator in the relationship between transformational leadership and organizational citizenship behavior.
The more effective the transformational leadership style, the higher the level of employee job satisfaction, which
ultimately encourages increased organizational citizenship behavior.

Transformational leadership style capable the occurrence increases in employee job satisfaction by creating a supportive,
inspiring and acknowledging environment. This job satisfaction, in turn, encourages employees to go beyond their
formal duties and engage in organizational citizenship behavior. However, since job satisfaction only partially mediates
this effect, there is also a direct effect of transformational leadership style on organizational citizenship behavior. Thus,
in an effort to increase organizational citizenship behavior, organizations need to optimize both pathways: directly
through an inspirational leadership style and indirectly through increased job satisfaction.

Membersihkan room dengan sukarela

Tugas daily yang seharusnya tidak saya lakukan, tetapi saya ambil dengan senang
Klo teman TDK masuk kerja kita bantu jagain

As a receiving

Menjadi reception saat rekan sakit dengan sukarela

Bekerja dengan sukarela saat libur ketika teman sakit

Karena apapun yang terjadi job desk bersama harus selalu berjalan

Membersihkan Mini Bar dengan senang hati ketika rekan kerja sakit

Figure 6. Results of the Open Questionnaire Description

CONCLUSION
Based on the research results and discussion, the following conclusions can be drawn:

1. The relationship between the variables in this study showed significant results. Transformational
leadership style has a positive and significant effect on job satisfaction and organizational citizenship behavior. Work
motivation also has a positive and significant relationship with job satisfaction and organizational citizenship behavior.
In addition, organizational commitment shows a positive and significant effect on job satisfaction and organizational
citizenship behavior. Conversely, job insecurity has a negative and significant impact on job satisfaction, but does not
affect organizational citizenship behavior. Meanwhile, job satisfaction is proven to have a positive and significant
relationship with organizational citizenship behavior, indicating that satisfied employees are more likely to exhibit
positive behavior in the organization.

2. Job satisfaction can be a partial mediating variable of the Relationship between transformational
leadership style and organizational citizenship behavior. The findings obtained identified that increased job satisfaction
due to transformational leadership encourages employees to behave in a citizenship manner, but there are also other
factors that make employees behave in an organizational citizenship manner directly.

BIBLIOGRAPHY
[1] Adrian, A., Fiza, A. K., & Zulvia, Y. (2022). Job Insecurity and Innovative Work Behavior: Case Study on Hotel

Employees During covid 19. Proceedings of the Eighth Padang International Conference On Economics Education,

Copyright © 2024 by Author/s and Licensed by JISEM. This is an open access article distributed under the Creative Commons Attribution License 887

which permitsunrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited.



Journal of Information Systems Engineering and Management

2025, 10(44s)
e-ISSN: 2468-4376
https://www.jisem-journal.com/ Research Article

Economics, Business and Management, Accounting and Entrepreneurship, 222, 346—353. https://www.atlantis-
press.com/proceedings/piceeba-8-21/125976361

[2] Ahdiyana, M. (2019). Dimensi OCB dalam kinerja organisasi. Jurnal Management Industri, 10(1), 1-10.

[3] Anam, R. K., & Rizana, D. (2021). Pengaruh Gaya Kepemimpinan Transformasional dan Budaya Organisasi
Terhadap Organizational Citizenship Behavior Melalui Komitmen Organisasi. Jurnal Ilmiah Mahasiswa
Manajemen, Bisnis Dan Akuntansi (JIMMBA), 3(3), 425—441. https://doi.org/10.32639/jimmba.v3i3.844

[4] Ardiyanto, E.. & R. T. (2023). Pengaruh Knowledge sharing Dan Komitmen Organisasional Terhadap
Organizational Citizenship Behavior Dengan Kepuasan Kerja Sebagai Variabel Mediasi. Jurnal Ekonomika, 1(1),
1—17. http://journal.lldiktig.id/Ekonomika

[5] Arijanto, A. (2021). The Effect of Transformational Leadership, Organizational Culture and Organization
Commitment on Employee Job Satisfaction in Small Medium Enterprise of Automotive Service. Cognizance
Journal of Multidisciplinary Studies, 1(6), 45—52. https://doi.org/10.47760/cognizance.2021.v01i06.002

[6] Baharuddin, A. A., Musa, M. 1., & Burhanuddin. (2022). Pengaruh Motivasi Dan Kompetensi Kerja Terhadap
Prestasi Kerja Karyawan Sales. Jurnal Akuntansi, Manajemen Dan Ekonomi, 1(1), 55-62.
https://doi.org/10.56248/jamane.v1i1.13

[7]1 Bahriah, I. M. (2023). Pengaruh Kecerdasan Emosi Dan Job Insecurity Terhadap Organizational Citizenship
Behavior (Pada Guru Honorer Madrasah Ibtidaiyah Di Kecamatan Mangkubumi Kota Tasikmalaya) [Siliwangi].
http://repositori.unsil.ac.id/9834/

[8] Charli, C. O., Sopali, M. F., & Zurwanty, R. H. (2022). Evaluasi Kinerja Karyawan Berdasarkan Career Development,
Kemampuan Kerja dan Loyalitas Karyawan. J-MAS (Jurnal Manajemen Dan Sains), 7(2), 1095.
https://doi.org/10.33087/jmas.v7i2.681

[o] Fadlilah, N., Budiharjo, A., & Affa, A. S. (2024). Pengaruh Kepemimpinan Transformasional, Pemberdayaan
Karyawan, Quality Of Work Life Terhadap Organizational Citizenship Behavior Perawat Rsi Pku Muhammadiyah
Pekajangan. Journal of  Accounting and  Management’s  Student  (JAM'S), 1, 1-9.
https://journals.unikal.ac.id/index.php/jams/article/view/65

[10] Fauzan, A., Tupti, Z., Pasaribu, F., & Tanjung, H. (2023). Pengaruh Kepemimpinan Transformasional dan Budaya
Organisasi Terhadap Kinerja Pegawai dimediasi oleh Komitmen Organisasi. Jesya, 6(1), 517-534.
https://doi.org/10.36778/jesya.v6i1.978

[11] Fauzia, N. A., & Abrian, Y. (2023). Pengaruh Budaya Organisasi Terhadap Organizational Citizenship Behavior Di
the Axana Hotel Padang. Filgap In Management and Tourism, 26—30.

[12] Hidayat, T., Fauzi, A., & Riana, K. E. (2024). Pengaruh Rotasi Pekerjaan, Lingkungan Kerja dan Kepemimpinan
Transformasional terhadap Kinerja Pegawai, dengan Mediasi Kepuasan Kerja. Jurnal Ilmu Manajemen Terapan,
5(3), 218—232. https://doi.org/https://doi.org/10.31933/jimt.v5i1

[13] Juniari, N. K. E., Suastuti, N. L., & Liyani, N. K. M. (2023). Konflik Peran Ganda Waitress Dalam Upaya
Meningkatkan Operational F&B Service Di Hotel Melia Bali. Journal of Hospitality Accommodation Management
(JHAM), 2(2), 25—33. https://doi.org/10.52352/jham.v2i2.1139

[14] Kurnianto, D., & Kharisudin, I. (2022). Analisis Jalur Pengaruh Motivasi Kerja, Disiplin Kerja, Kepuasan Kerja,
Lingkungan Kerja Terhadap Kinerja Karyawan dengan Variabel Intervening Organizational Citizenship Behavior.
PRISMA, Prosiding Seminar Nasional Matematika, 5, 740-751.
https://journal.unnes.ac.id/sju/index.php/prisma/article/view/54614%0Ahttps://journal.unnes.ac.id/sju/index.
php/prisma/article/download/54614/21105

[15] Lam, C. F., Liang, J., Ashford, S. J., & Lee, C. (2015). Job insecurity and organizational citizenship behavior:
Exploring curvilinear and moderated relationships. Journal of Applied Psychology, 100(2), 499-510.
https://doi.org/10.1037/a0038659

[16] Lana, F. Y. M., & Septyarini, E. (2022). Pengaruh Gaya Kepemimpinan Transformasional, Motivasi Ekstrinsik Dan
Lingkungan Kerja Terhadap Kepuasan Kerja Karyawan Pada Ksp Cu Dharma Prima Kita Yogyakarta. Jurnal
Pendidikan Dasar Dan Sosial Humaniora, 1(6), 1215—1228.

[17] Larasati, C., Lubis, T. A., & Sholikhin, A. (2023). Efek Self Efficacy sebagai Variabel Moderasi pada Pengaruh Job
Insecurity terhadap Organizational Citizenship Behavior. Jurnal Ilmiah Universitas Batanghari Jambi, 23(3),
3382—3385. https://doi.org/10.33087/jiubj.v23i3.4082

[18] Lee, C. S., Jang, H. Y., & Ryu, E. K. (2021). The effects of stress and organizational commitment on turnover
intention of workers: The moderated mediation effect of organizational communication. Studies in Computational

Copyright © 2024 by Author/s and Licensed by JISEM. This is an open access article distributed under the Creative Commons Attribution License 888

which permitsunrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited.



Journal of Information Systems Engineering and Management

2025, 10(44s)
e-ISSN: 2468-4376
https://www.jisem-journal.com/ Research Article

Intelligence, 9o3(January), 309—320. https://doi.org/10.1007/978-981-15-5495-7_17

[19] Lee, M. C. C., Lin, M. H., Srinivasan, P. M., & Carr, S. C. (2024). 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/10.1007/512144-023-05095-X

[20] Made, N., Pradnyawati, S., Ayu, G., & Adnyani, D. (2023). E-Jurnal Ekonomi Dan Bisnis Universitas Udayana
Pengaruh Kepuasan Kerja, Komitmen Organisasional, Dan Job Insecurity Terhadap Organizational Citizenship
Behavior (Ocb). 12(08), 1608-1615. https://ojs.unud.ac.id/index.php/EEB/index

[21] Maesaroh, S., Asbari, M., Hutagalung, D., Mustofa, M., Agistiawati, E., Radita, F. R., & Yulia, Y. (2022). Pengaruh
Kepemimpinan Transformasional dan Religiusitas terhadap Kinerja Guru melalui Mediasi Organizational
Citizenship Behavior. EduPsiCaoun, 2(1). http://dx.doi.org/10.31219/0sf.io/8krde

[22] Maziati, A., Budiati, Y., & Santoso, D. (2024). Organizational Citizenship Behavior And Employee Involvement
And Organizational Support (Study At KPP Madya Dua Semarang) Pengaruh Keterlibatan Pegawai Dan
Dukungan Organisasi Terhadap Organizational Citizenship Behavior Dengan Kepuasan Kerja Sebagai Va. 5(2),
3368-3377.

[23] Naimah, M., Tentama, F., & Sari, E. Y. D. S. (2022). Pengaruh Kepemimpinan Transformasional dan Keterlibatan
Kerja terhadap Organizational Citizenship Behavior (OCB) melalui Mediator Kepuasan Kerja. Psikologika: Jurnal
Pemikiran Dan Penelitian Psikologi, 27(2), 197—222. https://doi.org/10.20885/psikologika.vol27.iss2.art2

[24] Nurfitriyana, N., & Muafi, M. (2023). The effect of green organizational culture, green transformational leadership,
and job satisfaction on organizational citizenship behavior: the role of mediating organizational commitment.
International Journal of Research in  Business and Social Science, 12(3), 594—606.
https://doi.org/10.20525/ijrbs.v12i3.2488

[25] Nuryani, F. T., & Djamil, M. (2024). Pengaruh Budaya Organisasi dan Kepuasan Kerja terhadap Organizational
Citizenship Behavior Melalui Komitmen Organisasi Sebagai Intervening Pada Pegawai Instansi XYZ. Jurnal
Ekonomi Manajemen Sistemn Informasi (JEMSI), 503), 192—202.
https://doi.org/https://doi.org/10.31933/jemsi.v5i3

[26] Octaviani, A., & Pujiyanto, R. (2023). Manajemen Sumber Daya Manusia. Pustakabarupress.

[27] Priyadi, D. T., Sumardjo, M., & Iman Mulyono, S. (2020). Pengaruh Kepuasan Kerja, Komitmen Organisasional,
Dan Job Insecurity Terhadap Organizational Citizenship Behaviour (Ocb) (Studi Pada Pegawai Non-Pns
Kementerian Sosial Ri). Jurnal Ilmu Manajemen Terapan, 2(1), 10—22. https://doi.org/10.31933/jimt.v2i1.282

[28] Putra, A. P., Satoto, E. B., & Sanosra, A. (2024). Analisis Pengaruh Fleksibilitas Kerja Dan Kepemimpinan
Transformasional Terhadap Kinerja Adaptif Melalui Kepuasan Kerja Sebagai Variabel Intervening. BUDGETING :
Journal of Business, Management and Accounting, 5(2), 707—720.
https://doi.org/https://doi.org/10.31539/budgeting.v5i2.9374

[29] Putri, L. G. D. S., & Gorda, A. A. N. E. S. (2019). Influence of Job Satisfaction and Organizational Commitment on
Leader Member Exchange and Empowerment of Behavior in Organization. Russian Journal of Agricultural and
Socio-Economic Sciences, 94(10), 79—86. https://doi.org/10.18551/rjoas.2019-10.10

[30] Rahmawati, E., Amin, S., & Wediawati, B. (2022). Efek Mediasi Motivasi Intrinsik terhadap Organizational
Citizenship Behavior dan Job Insecurity pada Pegawai Tidak Tetap. Jurnal Manajemen, 8(2), 200—-210.
http://www.maker.ac.id/index.php/maker

[31] Ramanda, T. (2024). Pengaruh Efektivitas Kerja Dan Motivasi Kerjaterhadap Organizational Citizenship Behavior
(OCB) Dengan Komitmen Karyawan Sebagai Variabel Intervening Pada UPTD Puskesmas Sungai Aur. Journal of
Science Education and Management Business, 3(1), 25-38. https://rcf-
indonesia.org/jurnal /index.php/JOSEAMB/article/view/268/235

[32] Risambessy, E. R., Handayani, R., & Heri, H. (2023). Subjective WellBeing Dan Organizational Citizenship
Behavior; Mediasi Komitmen Organisasi. Jurnal Ekonomika Dan Bisnis (JEBS), 3(1), 78-88.
https://doi.org/10.47233/jebs.v3i1.522

[33] Riska, M., & Idrus, I. (2024). Pengaruh Kepuasan Kerja, Komitmen Organisasi Dan Reward Terhadap
Organizational Citizenship Behavior (OCB) Pada Karyawan BPS Kota Parepare. DECISION : Jurnal Ekonomi Dan
Bisnis, 5(1), 144—-150.

[34] Robbins, S. P., & Judge, T. A. (2020). Perilaku organisasi (organizational behavior) (P. P. Lestari (ed.); 16th ed.).
Salemba Empat.

[35] Rostiawati, E. (2020a). Meningkatkan Organizational Citizenship Behavior Pada Aparatur Sipil Negara (A.

Copyright © 2024 by Author/s and Licensed by JISEM. This is an open access article distributed under the Creative Commons Attribution License 889

which permitsunrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited.



Journal of Information Systems Engineering and Management

2025, 10(44s)
e-ISSN: 2468-4376
https://www.jisem-journal.com/ Research Article

Jejen, A. Ghazali, & Y. D. B. Doho (eds.)). Widina Bhakti Persada.

[36] Rostiawati, E. (2020b). Pengaruh Kepuasan Kerja terhadap Organizational Citizenship Behavior (OCB) Alumni
Diklat Kepemimpinan Tingkat IV di Provinsi Banten. Jurnal Good Governance, 16(1), 69—90.
https://doi.org/10.32834/gg.v16i1.155

[37] Rusdiyanto, W., & Riani, A. L. (2015). Pengaruh Kepemimpinan Transformasional Dan Transaksional Terhadap
Kepuasan Kerja Dan Organizational Citizenship Behavior. Jurnal Econimia, 11(2), 161-168.

[38] SAFITRI, V. 1. (2021). Pengaruh Pengembangan Karir Dan Kepuasan Kerja Terhadap Komitmen Organisasi
Pada Karyawan Pt Serasi Tunggal Mandiri. http://repository.unj.ac.id/19154/

[39] Saputra, N., & Mulia, R. A. (2020). Kontribusi Kompensasi Dan Motivasi Kerja Terhadap Kepuasan Kerja Pegawai
Di Dinas Pendidikan Dan Kebudayaan Kabupaten Agam. Ensiklopedia Sosial Review, 2(1), 20-28.
https://doi.org/10.33559/esr.v2i1.440

[40] Sembiring, M., Jufrizen, & Tanjung, H. (2021). Efek Mediasi Kepuasan Kerja Pada Pengaruh Motivasi Dan
Kemampuan Kerja Terhadap Kinerja Pegawai. Jurnal Ilmiah Magister Manajemen, 4(1), 131—144.

[41] Soelton, M., Erica, L. D., Wahyono, T., Yuliantini, T., Oktaviar, C., & Arief, H. (2021). Variabel Employee
Empowerment, Psychological Contract Dan Job Insecurity: Manakah Yang Paling Berpengaruh Terhadap
Organizational Citizenship Behavior Di Jakcloth Indonesia? In Conference on Economic and Business Innovation
(Vol. 19, Issue 11). https://jurnal.widyagama.ac.id/index.php/cebi/article/view/180/190

[42] Sunaryono, S., Jalil, M., & Hanfan, A. (2022). Pengaruh Quality of work life, Person organization fit, dan
Karakteristik Individu Terhadap Organizational citizenship behaviour Melalui Komitmen Organisasional Sebagai
Mediasi. Jurnal Ekonomi  Bisnis, Manajemen Dan Akuntansi (JEBMA), 2(3), 195—216.
https://doi.org/10.47709/jebma.v2i3.2628

[43] Sunyoto, D., & Susanti, F. E. (2019). Kepemimpinan Manajerial: Kajian Peranan Penting Kepemimpinan Dalam
Kerangka Manajemen. CAPS (Center For Academic Publishing Service).

[44] Thanavisuth, P., & Dowpiset, K. (2022). The Impact of Work Engagement, Psychological Empowerment and
Organizational Commitment on Organizational Citizenship Behavior in a Hotel Service Sector: A Case Study of a
Hotel Service in Roi Et, Thailand. AU-GSB e-Journal, 15(2), 37—48.
http://www.assumptionjournal.au.edu/index.php/AU-GSB/indeks

[45] Tumbol, J. N., Nelwan, O. S., & Pandowo, M. H. C. (2022). Pengaruh Kepuasan Kerja, Komitmen Organisasi, Dan
Kebahagiaan Di Tempat Kerja Terhadap Organizational Citizenship Behavior Pada Karyawan Pt. PIn (Persero) Unit
Layanan Pelanggan Termohon. Jurnal EMBA, 10(4), 72—84.

[46] Udayani, N., & Sunariani, N. (2018). Budaya Organisasi, Pengembangan Karir, Job Insecurity Terhadap
Organisational Citizenship Behaviour Dengan Komitmen Organisasional Sebagai Variabel Intervening. Jurnal
Manajemen Dan Bisnis, 15(2), 151—174.

[47] Vu, V. V., Nguyen, P. M., & Hoang, V. H. (2024). Does job satisfaction mediate the relationship between corporate
social responsibility and employee organizational citizenship behavior? Evidence from the hotel industry in
Vietnam. International Journal of Innovative Research and Scientific Studies, 7(3), 1017—-1029.
https://doi.org/10.53894/ijirss.v7i3.3012

[48] Wardani, L. M. 1., & Amalia, W. N. (2021). Psychological Capital, Job Insecurity dan Burnout (M. Nasrudin (ed.);
1st ed.). NEM - Anggota IKAPI.

[49] Wardani, L. M. L., & Werinussa, J. O. A. (2021). Job Insecurity, Grit and Work Engagement di Masa PANDEMIK
COVID-19 (M. Nasrudin (ed.); 1st ed.). NEM - Anggota IKAPI.

[50] Yoanita, S. T., Sofiah, D., & Prasetyo, Y. (2023). Organizational citizenship behavior (ekstra peran) pada karyawan:
Adakah peranan persepsi gaya kepemimpinan transformasional? ... : Journal of Psychological Research, 3(1), 234—
243.
https://aksiologi.org/index.php/inner/article/view/917%0Ahttps://aksiologi.org/index.php/inner/article/downl
oad/917/620

[51] Yuliansyah, R. (2023). Pengaruh Psychological Well-Being Dan Organizational Commitment Terhadap Job
Performance Dengan Job Insecurity Sebagai Variabel Moderasi (Studi Pada Pendamping Lokal Desa Di
Banjarnegara) [STIE Bank BPD Jateng]. In STIE Bank BPD Jateng.
http://eprints.stiebankbpdjateng.ac.id/id/eprint/1361

Copyright © 2024 by Author/s and Licensed by JISEM. This is an open access article distributed under the Creative Commons Attribution License 890

which permitsunrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited.



