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Abstract: In today's dynamic landscape, organizations increasingly view organizational citizenship
behavior (OCB) as a pivotal element in achieving their corporate objectives seamlessly. Effective
leadership plays a critical role in shaping an organization's capacity as a learning entity, fostering
enhanced adaptability to change and elevating OCB levels. This study aims to explore the direct and
indirect impacts of transformational leadership (TL) on OCB, with a specific focus on the mediating role
of quality of work life (QWL). The research involved a sample of 200 respondents from diverse
industries across Central Java, Indonesia. Data collection was conducted through questionnaires, and
the results were analyzed using Structural Equation Modelling (SEM). The findings reveal a significant
and positive direct relationship between TL, QWL, and OCB. Additionally, the study's unique
contribution lies in demonstrating that QWL serves as a partial mediator in the relationship between
TL and OCB. The analysis underscores the importance of adopting transformational leadership
approaches and introducing initiatives that enhance work-life balance to effectively boost OCB within
organizations.
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1. Introduction

Human resources (HR) play a crucial role in the effective functioning, maintenance, and growth of
organizations, enabling them to adapt and thrive in an ever-changing landscape. HR’s involvement is
indispensable in achieving organizational sustainability (Hermanto, Srimulyani, & Pitoyo, 2024; Wright,
2021). For organizations to remain competitive and sustainable, the management of human resources
must be both strategic and dynamic. In this context, effective HR management is not just a necessity
but a cornerstone of organizational success. High-quality HRM practices are essential for driving
progress towards the Sustainable Development Goals (SDGs), accelerating the adoption of sustainable
practices within organizations (Aust, Matthews, & Muller-Camen, 2020). At the core of human resource
management lies the need to address HR-related issues, which typically revolve around employee
behavior, performance, and attitudes. Organizational behavior, encompassing interactions among
individuals, groups, and the organization, plays a vital role in shaping these issues. HR professionals
leverage organizational behavior theories to resolve challenges related to work discipline, quality,
outcomes, motivation, group dynamics, and employee job satisfaction (Dewi, Supriadi, & Iswanto, 2022).

By effectively managing these aspects, HR can foster a productive and harmonious work
environment. Leaders in organizations must prioritize the development and maintenance of HR as a
critical resource. Human resources in industrial institutions, in particular, need to be continuously
improved to meet the demands of an evolving work environment. The performance of HR reflects the
overall success of an organization, and an effective HR function contributes significantly to the
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realization of organizational goals. When HR performance is optimized, it results in strong synergies
between leaders and their teams, driving the organization forward (Zurahmi et al., 2019).

Organizational Citizenship Behavior (OCB) is a key concept in understanding employee
performance beyond formal job requirements. OCB refers to voluntary, prosocial behaviors that
contribute to the overall functioning of the organization. These behaviors—such as helping colleagues,
showing initiative, and going beyond job expectations—are critical for fostering a collaborative and
efficient workplace. In HR management, OCB is recognized as a crucial element that enhances
organizational effectiveness by increasing social capital, improving efficiency, and ultimately boosting
productivity (Hermanto et al., 2024). In the era of Society 5.0, where technological advancements and
societal changes require new forms of leadership and organizational structures, OCB plays an even more
significant role. Leaders in this environment must cultivate high levels of OCB to adapt to these
changes (Antonopoulou, Halkiopoulos, Barlou, & Beligiannis, 2021). Research has shown that leaders
who exhibit OCB themselves can motivate and encourage subordinates to follow suit, thereby enhancing
organizational performance at multiple levels (Li & Wang, 2022). OCB is crucial in the industrial field
(Nuryanto, Basrowi, & Quraysin, 2024). Leaders display OCB by helping colleagues, supervisors, and
workers in need while still contributing to the organisation (Parke et al., 2021). Principals, for example,
can foster OCB by providing support to their staff, helping create a more positive work environment,
and contributing to the overall growth of the organization (Shie and Chang, 2022). Leadership plays a
crucial role in predicting Organizational Citizenship Behavior (OCB), as the behaviors exhibited by
leaders directly influence the motivations and actions of employees. In certain industries, individuals
may choose a career based on both intrinsic and extrinsic factors. For senior executives, extrinsic
motivation often comes from factors such as job security, compensation, and extended rest time. These
elements underscore the importance of the principal or leadership in providing the majority of these
external incentives. By offering such benefits, leaders ensure that employees are not only motivated to
meet their job expectations but also willing to go beyond them, contributing positively to the
organization's success (Supriyanto, Ekowati, Idris, Susminingsih, & Iswanto, 2020).

Over the past three decades, the concept of Transformational Leadership (TL) has become a focal
point for organizational leadership scholars. The relationship between a leader's perspective on their
principal’s TL style and the resulting Organizational Citizenship Behavior (OCB) is notably stronger
than when principals themselves exhibit a TL style (Li & Karanxha, 2024). TL has proven to be one of
the most effective leadership styles for managing organizational changes, particularly in times of
reorganization within industrial companies. Empirical studies consistently show that TL is highly
successful in executing leadership responsibilities and driving organizational outcomes (Khan, Abdullah,
Busari, Mubushar, & Khan, 2020). Furthermore, several studies highlight the positive relationship
between TL and organizational operations, asserting that TL enhances organizational effectiveness by
promoting behaviors aligned with organizational goals (Akdere & Egan, 2020). The connection between
TL and OCB is also well-documented in the literature, indicating that TL not only motivates employees
to perform their tasks but also encourages them to go above and beyond, contributing to the
organization's success (Dewi et al., 2022; FFouzia, Sayyid, Ishfaq, & Madiha, 2018; Novitta, 2021;
Nurjanah, Pebianti, & Handaru, 2020; Purnomo & Hadi, 2019; Rimatanti & Darmawan, 2023).

OCB, as a form of voluntary behavior that exceeds regular job duties, is essential for organizational
cohesion and sustainability. It helps attract both new employees and leaders into organizations,
especially in highly competitive environments like the industrial sector. The ongoing challenge for
Human Resources (HR) is to foster OCB within employees to maintain a motivated, dedicated workforce
capable of achieving organizational goals and embracing change. OCB also plays a vital role in
organizational success. Employees who exhibit high levels of OCB are often more engaged, motivated,
and willing to take on additional responsibilities, leading to a positive cycle of increased productivity
and growth. This concept aligns with the Sustainable Development Goals (SDGs), particularly those
focused on enhancing human well-being and environmental sustainability (Hermanto et al., 2024). A
leader’s Quality of Work Life (QWL), which includes job satisfaction and a sense of purpose in their
work, directly impacts their approach to leadership and, in turn, influences OCB among employees.
QWL encompasses various factors such as work environment, job satisfaction, work-life balance, and
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overall well-being, all of which are integral to creating a motivated, productive workforce (Pio, 2022).
Els et al. (2021) as organizations strive for better alignment with SDGs, the connection between TL,
OCB, and QWL becomes even more critical in fostering both individual and organizational growth.

According to Widodo et al. (2023), visionary leadership plays a crucial role in linking
Organizational Citizenship Behavior (OCB) and Quality of Work Life (QWL), with organizational
commitment serving as a mediator in this dynamic. The quality of work life, which is focused on
instilling a sense of security and happiness in employees, directly influences OCB by fostering a positive
work environment. QWL can be seen as a multifaceted concept that includes job satisfaction,
management engagement, and workplace improvement (Srinivasaiah et al., 2023). This broad definition
underscores the importance of leaders ensuring the availability of both physical and nonphysical
amenities for all employees, which, in turn, enhances the overall quality of life at work (Pio & Lengkong,
2020). In practice, QWL is a key strategy for Human Resources (HR) to maintain resilience and foster a
sense of enjoyment and commitment within the workplace. As organizations face intense competition,
the role of QWL becomes even more significant, as employees who experience high QWL tend to
develop a positive attitude toward their organization. This leads to stronger organizational commitment
(OC) (Abebe & Assemie, 2023; Dewi et al., 2022; Sumarsi & Rizal, 2022) and enhanced OCB (Calen et
al.,, 2021; Pio & Lengkong, 2020; Rimatanti & Darmawan, 2023)When employees feel their work-life
balance is well-supported, they are more likely to exhibit behaviors that go beyond their formal job
requirements, contributing to the organization's success and growth.

Previous research also highlights the relationship between spiritual leadership and OCB, where
QWL or ethical behavior acts as a mediator (Pio & Lengkong, 2020). OCB is inherently voluntary, and
employees” willingness to engage in such behaviors is heavily influenced by their interactions within the
organization and the organizational processes that shape their experiences. Therefore, organizations
must understand the factors that influence employees” OCB levels, as this behavior can significantly
impact organizational outcomes (Kasraie, Parsa, Hassani, & Ghasem-Zadeh, 2014). The effective
implementation of leadership styles (Pradhan, Jena, & Kumari, 2016). Transactional leadership, has also
been shown to positively impact OCB (Daouk, Farmanesh, & Zargar, 2021). However, OCB is not
directly rewarded by organizations, which can complicate the motivation to engage in these behaviors
(Alfonso, Zenasni, Hodzic, & Ripoll, 2016). As a result, the role of QWL in facilitating OCB needs to be
further emphasized. By improving the quality of work life, organizations can cultivate a more engaged
and proactive workforce, thereby enhancing OCB and overall organizational performance (Hermawanto,
Ahman, & Supriadi, 2022). This illustrates the need for leaders and HR departments to focus on the
holistic well-being of their employees, creating an environment where voluntary, positive behaviors
thrive.

Organizational Citizenship Behavior (OCB) is a critical factor in fostering interdependence among
work unit members, thereby boosting collective performance. To enhance OCB, organizations must first
gain a deep understanding of the factors that drive these behaviors. Prior empirical research emphasizes
the strategic importance of organizational leadership, particularly Transformational Leadership (TL), in
nurturing Quality of Work Life (QWL), which in turn positively influences employee OCB. Studies
indicate that both TL and QWL are fundamental components in establishing a culture of OCB within
organizations. OCB is characterized by behaviors that demonstrate care, loyalty, and a strong sense of
belonging among organizational members. When a large portion of an organization exhibits high levels
of OCB, it can significantly contribute to the overall effectiveness and resilience of the organization.
However, as organizations evolve and face environmental changes, this can present challenges if OCB is
not sufficiently cultivated. Despite the known benefits of OCB, research on the role of QWL in
moderating the relationship between TL and OCB remains relatively limited. This research gap
presents a crucial opportunity for further exploration.

This study aims to address this gap by focusing on high school teachers as the research subjects.
Specifically, the study seeks to empirically test the direct relationships between: Transformational
Leadership (TL) and Quality of Work Life (QWL), Quality of Work Life (QWL) and Organizational
Citizenship Behavior (OCB), and Transformational Leadership (TL) and Organizational Citizenship
Behavior (OCB). Moreover, the study will explore the mediating role of Quality of Work Life (QWL) in
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the relationship between Transformational Leadership (TL) and Organizational Citizenship Behavior
(OCB). By examining these relationships, this research aims to provide a comprehensive understanding
of how leadership styles and work-life quality influence employee behaviors, with the ultimate goal of
enhancing organizational performance and sustainability.

2. Literature Review
2.1. Correlation Between Transformational Leadership and Quality of Work-Life

The effectiveness of leaders is closely associated with improvements in the quality of work life
(QWL) experienced by their subordinates. This relationship reflects the dynamics of social exchange in
the workplace, wherein transformational leadership fosters positive work attitudes such as job
satisfaction and organizational commitment through enhanced employee work-life quality. This
connection is also grounded in justice theory, emphasizing the significance of perceived fairness in
compensation and benefit policies in promoting QWL (Nohe & Hertel, 2017). Hastuti and Wibowo
(2021) describe QWL as encompassing fair remuneration, a supportive work environment, accessible
occupational health services, and balanced working hours. Additionally, the Sustainable Development
Goals (SDGs) highlight QWL as integral to achieving environmental preservation and human well-
being. Transformational leaders, by fostering fairness and equity in the workplace, can enhance QWL,
which in turn strengthens the working relationships between leaders and their subordinates.

Research by Pio and Lengkong (2020) confirms that transformational leadership has a significant
positive impact on QWL. Leaders who adopt transformational strategies enhance employees’
perceptions of their work-life quality by addressing core needs such as equitable compensation,
supportive workplace conditions, and respect between management and workers. Similarly, individuals
in operational and production roles value these QWL components, recognizing their importance in
achieving job satisfaction and commitment (Nababteh & Alkshali, 2020). Previous studies further
substantiate these findings, demonstrating that transtormational leadership improves workplace quality
through key attributes such as individualized consideration, intellectual stimulation, motivational
inspiration, and idealized influence (Majeed, Ramayah, Mustamil, Nazri, & Jamshed, 2017; Nababteh &
Alkshali, 2020). This study seeks to extend these findings to the educational sector, hypothesizing that
transformational leadership in schools is significantly linked to enhancing teachers” QWL. By fostering
an environment where educators feel valued, fairly treated, and supported, transformative leadership can
positively shape the professional experiences of teachers, ultimately benefiting the institution as a whole.
Based on the theoretical and empirical foundations discussed, the following hypothesis is posited:

H,: There is a positive correlation between transformational leadership and quality of work-life.

2.2. Correlation Between Quality of Work-Life and Organizational Citizenship Behavior

Ensuring a healthy work-life balance among employees not only motivates them to fulfill their
responsibilities but also drives them to go beyond the call of duty when necessary. Employees may
voluntarily perform tasks outside their formal obligations, demonstrating a proactive and altruistic
attitude. As noted by Grego-Planer (2019) an employee’s organizational citizenship behavior (OCB) is
largely influenced by their level of satisfaction and quality of work life (QWL). Key components of
QWL include workplace safety, equitable remuneration systems, fair and competitive salaries, and
opportunities to enhance productivity (Jiatong et al., 2022). These elements collectively foster a
supportive and conducive work environment, enablmg employees to contribute more eftectively to
organizational goals. Empirical research has consistently confirmed the positive association between
OWL and OCB. For example, a study by (Senjaya & Anindita, 2020) found that QWL serves as a
significant predictor of OCB. Furthermore, numerous studies (Purwanto et al., 2020; Purwanto, Purba,
Bernarto & Sijabat, 2021, 2023; Pio & Darmawan, 2023) have demonstrated that QWL is positively and
strongly correlated with OCB. Employees who experience a high quality of work life exhibit higher
levels of commitment, cooperation, and willingness to support colleagues and the organization. Building
on the theoretical and empirical insights discussed above, this study proposes the following hypothesis:
Ho: There is a positive correlation between quality of work-life and OCB.

Edelweiss Applied Science and Technology
ISSN: 2576-8484

Vol. 8, No. 6: 7050-7062, 2024

DOLI: 10.55214/25768484.v816.3523

© 2024 by the authors; licensee Learning Gate



7054

2.3. Correlation between Transformational Leadership and Organizational Citizenship Behavior

Various leadership styles—charismatic, transactional, and transformational—have been shown to
enhance subordinates’ organizational citizenship behavior (OCB) (Hermanto et al., 2024). The
relationship between transformational leadership (TL) and OCB in workers is rooted in Social Cognitive
Theory (SCT) (Nohe & Hertel, 2017); suggesting that OCB is a key mechanism for leaders to inspire
tollowers to exceed their formal job requirements (Thiruvenkadam & Durairaj, 2019). TL motivates
subordinates to excel in innovation and large-scale change. With its emphasis on innovation and
significant organizational change, TL motivates employees to excel and adapt to new challenges,
tostering greater employee performance. In essence, transformational leadership plays a pivotal role in
cultivating OCB among employees (Dewi et al,, 2022; Hadi, Hamidah, Saerang, & Saerang, 2020;
Indradewa, Yanuar Syah, Fajarwati, & Author, 2021; Nurjanah et al., 2020; Purwanto et al.,, 2021;
Qalati, Zafar, I'an, Sdnchez Limén, & Khaskheli, 2022).

TL inspires employees to go beyond their prescribed roles, fostering behaviors that contribute to
organizational culture. The social exchange theory (SET) provides a solid framework for understanding
why TL is associated with enhanced OCB. This theory highlights reciprocity in social interactions,
where positive leadership behaviors generate corresponding positive actions from subordinates (Majeed
et al.,, 2017). TL nurtures employee morale, motivating them to take on more meaningful and proactive
work. Leaders who adopt transformational practices inspire their subordinates to internalize corporate
goals, fostering a deep sense of commitment that goes beyond personal interests, encouraging the
demonstration of OCB. An intrinsically motivated employee who aligns with the organization’s values is
more likely to contribute to its success without seeking personal gain. This is especially true in
educational settings, where a positive relationship between principals and teachers often results in
teachers” willingness to exceed official role expectations and contribute to the school’s growth. This
engagement is a direct manifestation of OCB. Majeed et al. (2017) and Davis et al. (2022) confirmed that
TL positively correlates with OCB, further substantiating this connection. In light of the above findings,
the following hypothesis is proposed:

Hj: There is a positive correlation between transformational leadership and organizational citizenship behavior

2.4. The Role of Work-Life Quality Mediation in the Correlation Between Transformational Leadership and
Organizational Citizenship Behavior

Several factors, including transformational leadership (TL), work-life quality (QWL), job
satisfaction, and organizational commitment, play a significant role in predicting organizational
citizenship behavior (OCB) among employees. TL not only has a direct impact on OCB but also exerts
an indirect influence through its mediation of various other variables. Leaders who employ TL
strategies inspire subordinates to go beyond the expectations of the organization by reshaping their
vision, setting an example, and focusing on improving the quality of their work life, ultimately
motivating employees to enhance their performance. TL techniques have been shown to substantially
increase QWL (Majeed et al., 2017; Nababteh & Alkshali, 2020), and in turn, QWL has a positive effect
on employees’” OCB (Dewi et al., 2022; Sumarsi & Rizal, 2022). QWL is crucial in meeting workers’
expectations and increasing their satisfaction with the organization. Satisfied employees are more likely
to invest their efforts into the organization, demonstrating high levels of OCB. Additionally, TL fosters
a sense of confidence, admiration, loyalty, and respect among employees for their leaders. As a result,
workers are more willing to take on additional tasks and responsibilities, going beyond what is required
for the organization’s benefit. QWL serves as an organizational tool for enhancing internal operations,
humanizing the workplace, and promoting democratic decision-making among employees.

Empirical research by Novitta (2021) highlights that TL indirectly influences OCB through
mediators such as success and motivation. Thiruvenkadam and Durairaj (2019) found that job
satisfaction is a perfect mediator in this relationship, showing that TL’s impact on OCB is strengthened
through employee satisfaction. Similarly, (Alshaabani, Naz, Magda, & Rudndk, 2021) discovered that
psychological empowerment mediates the effect of TL on OCB in Pakistani academics. Jabbar,
Mahmood, and Qambar (2020) found that meaningful employment partially mediated the relationship

Edelweiss Applied Science and Technology
ISSN: 2576-8484

Vol. 8, No. 6: 7050-7062, 2024

DOLI: 10.55214/25768484.v816.3523

© 2024 by the authors; licensee Learning Gate



70565

between TL and OCB. Moreover, (. J. Pio & Lengkong, 2020) identified that QWL mediates the
relationship between spiritual leadership and OCB.

Additionally, Phetsombat and Na-Nan (2023) found that ethical leadership indirectly influenced
teachers’ OCB, with job stress and satisfaction serving as mediators. These findings underscore the
importance of various leadership styles and their indirect influence on OCB through mediators like job
satisfaction, psychological empowerment, QWL, and meaningful work. While many studies have
explored indirect relationships between leadership styles and OCB, there is a gap in the literature
regarding the role of QWL in moderating the link between TL and OCB. To address this gap, the
current study examines how QWL mediates the relationship between TL and OCB. Based on this
premise, the following hypothesis is proposed:

H: Quality of work-life mediates in the correlation between transformational leadership and OCB

Quality Work of

P Life (QWL) P
e " LY
I'ransformational (3r§.1917.\!anal
Leadership(TL) J — Ciuzenship

Behavior(OCB) /

Figure 1.
Antecedents and consequences of brand equity.
Source:  Literature Review.

3. Methodology

This research develops a conceptual framework to examine how digital investment decisions are
shaped by two critical constructs: financial knowledge and financial behavior. A structured survey
questionnaire was designed based on this model, and data were collected from 200 respondents across
diverse industries in Central Java, Indonesia, via Google Forms. The study employed a convenience
sampling method, a practical approach often utilized in gathering customer insights within commercial
or market-focused contexts. Participants were selected from the accessible population, making this
method an efficient way to collect community-based responses. The survey was conducted over six
months, from October 2023 to April 2024. (Sondhia et al., 2023).

The instrument, designed to capture participants' perceptions and attitudes, included constructs
with four indicators each for transformational leadership, quality of work life, and organizational
citizenship behavior. Each item was measured using a five-point Likert scale ranging from 1 (strongly
disagree) to 5 (strongly agree). This scale was chosen for its efficiency in minimizing respondent fatigue
while providing an option for neutrality through the "neither agree nor disagree" category. Previous
studies have highlighted the advantages of using this scale in survey-based research (Chatterjee,
Chaudhuri, Gonzailez, Kumar, & Singh, 2022; Dubey et al., 2019; Gupta, Justy, Kamboj, Kumar, &
Rristoffersen, 2021). The cross-sectional data collected were subsequently cleaned and validated to
ensure accuracy.

Data analysis was performed using Structural Equation Modelling (SEM) through Smart PLS
software. This involved evaluating measurement models and structural paths, followed by
bootstrapping for robust estimations. The primary objective of the study was to analyze both the direct
and total effects of financial knowledge and behavior on digital investment decisions while also
investigating the mediating role of financial behavior. The findings offer deeper insights into the
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interconnectedness of these constructs, advancing the understanding of decision-making dynamics in
the context of digital investments.

4. Results and Discussion
4.1. The Validity Test

Table 1 presents the findings related to convergent validity, including indicator reliability,
construct reliability, and validity. The results of reliability tests, as outlined in Table 3, were derived
from calculations of Cronbach’s Alpha, Composite Reliability (CR), and Average Variance Extracted
(AVE). Notably, the reliability test outcomes, detailed in Table 1, demonstrate values exceeding 0.7,
which represents the upper threshold observed. Cronbach’s Alpha was employed to analyze the collected
data, with findings aligning with recommendations from prior research (Bjeki¢, Strugar Jelaca, Berber,
& Aleksi¢, 2021; Taber, 2018). The CR values, which also exceeded 0.7, were found to be the highest
among the reported measures of composite dependency. Researchers have suggested that a Critical
Composite Reliability threshold of at least 0.7 is acceptable and sufficient for evaluating construct
reliability. Based on the presented data, it can be confidently concluded that the CR requirements were
tulfilled. Composite reliability, often viewed as a robust alternative to Cronbach’s Alpha, generally yields
slightly higher values, although the differences are negligible (Peterson & Kim, 2013).

To assess convergent validity, the average variance extracted (AVE) was examined, as shown in
Table 8. The reported AVE values consistently exceeded 0.5, representing the minimum benchmark for
acceptability (Rouf Akhtaruddin, 2018). This confirms that the criteria for convergent validity were
satisfied across all measured dimensions. Additionally, discriminant validity was evaluated using several
approaches, including convergent validity and the heterotrait-monotrait (HTMT) ratio, as
recommended in previous studies (Hamid et al., 2017). The findings confirm that the constructs meet
the required thresholds, underscoring the robustness of the measurement model.

Table 1.
Correlations, measures of reliability, and validity.
Constructs Cronbach’s alpha | rho_A CR
Transformational leadership (TL) 0.940 0.944 0.958
Quality work of life (QWL) 0.916 0.920 0.941
Organizational citizenship behavior (OCB) 0.940 0.944 0.958
QwL1 QwL4
L - 0,869ty Work of Life (QWo,345 aces
0,893 0,963
ocCB2
0,912 0,904%
0,911 e 0,852
TS TP oce3
0,879 0,963 _
Transformational Leadership (TL) Organizational Citizenship Behavior (OCB)
TL4 ocCB4
Figure 2.

Estimated path coefficients.
Source:  Smart-PLS Output (2024).

4.2. Structural Relationships
Table 2 provides a summary of the model variables, detailing key structural relationship indicators
such as means, standard deviations, T-statistics, and p-values. The data in this table allow the following

Edelweiss Applied Science and Technology
ISSN: 2576-8484

Vol. 8 No. 6: 7050-7062, 2024

DOI: 10.55214/25768484.v816.3523

© 2024 by the authors; licensee Learning Gate



70567

conclusions to be drawn: A positive and statistically significant relationship exists between
Transformational Leadership (TL) and Quality of Work Life (QWL) (B = 0.869; T = 6.571; p < 0.01). A
positive and significant relationship is evident between QWL and Organizational Citizenship Behavior
(OCB) (B = 0.845; T = 5.478; p < 0.01). A direct and significant positive relationship is also observed
between TL and OCB ( = 0.872; T = 6.160; p < 0.01).

4.3. Mediation

The structural mediation relationships are illustrated in Table 3 and Figure 3. The Sobel test
results indicate significant positive mediation effects in the pathway linking TL and OCB. The
mediation analysis performed using Smart PLS software corroborates these findings. Specifically, QWL
serves as a mediator in the relationship between TL and OCB, as demonstrated by the pathway TL —
QWL — OCB (H4: B = 0.300; T = 5.524; p < 0.01). These results underscore the role of QWL in
enhancing the impact of transformational leadership on organizational citizenship behavior.

Table 2.
Structural relationships.
B T statistics Result
TL -> QWL 0.869 6.571% Accepted
QWL -> OCB 0.84:5 5.478% Accepted
TL -> OCB 0.872 6.160%* Accepted
Note:  *p<0.01.
Table 3.
Test for mediation
B T statistics Result
TL -> OWL -> OCB 0.300 5.524% Accepted

Note:  *p<0.01.

QwL1 awL4
TL1 OCB1
v 0,000ty Work of Life (QWg,000
0,000 0,000
0OCB2
0,000 0,000
0,000 G000 0,000
o T oces
0,000 0,000
Transformational Leadership (TL) Organizational Citizenship Behavior (OCB)
TL4 0OCB4
Figure 3.

Empirical research method.

The results of the first hypothesis testing indicate that transformational leadership (TL) has a
significant and positive impact on quality of work life (QWL). Transformational leaders empower
employees by ensuring their financial and moral rights, fostering adherence to shared values and beliefs,
and guiding them toward constructive behaviors. This leadership style attracts and retains highly
skilled individuals, reducing turnover rates. TL prioritizes employee motivation by addressing their
needs and recognizing their humanity, ultimately promoting a better work-life balance. Previous studies
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by Nababteh and Alkshali (2020) and Hermanto et al. (2024 reinforce these findings, emphasizing the
strong connection between TL and improvements in QWL. Key aspects influenced by TL include work
design, capacity building, career advancement, fair compensation, and social integration, all of which
contribute to a more fulfilling work environment.

The second hypothesis testing reveals a positive and significant relationship between QWL and
Organizational Citizenship Behavior (OCB). This aligns with Spector’s perspective (2019) assertion
that satisfaction with QWL is a primary driver of OCB. Tangible organizational efforts, such as
providing additional benefits beyond basic salaries, serve as evidence of a commitment to improving
employees” quality of work-life (Sumarsi & Rizal, 2022). The QWL indicators examined in this study—
employee participation, equitable compensation, pride in the organization, job security, workplace
safety, wellness programs, career development, conflict resolution, and effective communication—were
all found to positively influence OCB among employees. These findings are consistent with those of
Sumarsi and Rizal (2022), who noted that employees provided with competitive rewards, a supportive
work environment, clear regulations, and opportunities for challenging tasks and self-development are
more likely to demonstrate behaviors aligned with organizational norms.

The study’s findings align with earlier research that identified a robust and significant association
between QWL and OCB (Pio & Lengkong, 2020; Purwanto et al., 2021; Rimandtanti & Darmawan,
2023). Ojo et al. (2020) similarly argue that organizational leaders should actively enhance QWL to
promote key OCB traits such as altruism, conscientiousness, civic virtue, sportsmanship, and courtesy.
By improving these traits, organizations can inspire employees to perform at higher levels, act ethically,
and align their behaviors with the achievement of organizational objectives.

The findings of this study reinforce the theoretical notion that the more transformational a
company’s leadership style, the higher the Organizational Citizenship Behavior (OCB) among its
employees. Transformational leadership (TL) demonstrates a strong and favorable relationship with
OCB, as evidenced by this study’s results and consistent with prior research highlighting a significant
positive association (Dewi et al., 2022; Hadi et al., 2020; Hermawanto et al., 2022; Novitta, 2021;
Nurjanah et al., 2020; Purwanto et al.,, 2021; Qalati et al., 2022; Rimatanti & Darmawan, 2023).

The extent to which an organization progresses—whether a corporate entity or an educational
institution—depends significantly on how effectively its leaders fulfill their roles to ensure
organizational survival and growth. As coordinators of their respective institutions, leaders such as
school principals play a critical role in ensuring success. Transformational leadership integrates
innovative thinking and modern paradigms to address today’s global challenges. Principals employing
this leadership style can support teachers’ professional development and inspire fresh approaches to
problem-solving. By doing so, they motivate and encourage their teams to exceed traditional
expectations and work collaboratively toward shared goals (Hermanto et al., 2024).

Some research suggests that specific OCB traits may exhibit gender differences. Compassion,
civility, and conscientiousness, for instance, are often associated with feminine OCB traits, while
sportsmanship and civic virtue are considered more neutral or masculine (Memon et al. 2017). This
implies that women may be more inclined to engage in cooperative and altruistic organizational
behaviors, such as helping colleagues and fostering collaboration. These findings align with studies that
identify significant differences in OCB levels between male and female employees (Ketchen 2017).

The results of testing the fourth hypothesis reveal that quality of work life (QWL) serves as a
partial mediator in the relationship between TL and OCB. This finding aligns with Hermanto et al.
(2024), who highlighted the importance of mediating factors in organizational dynamics. By comparing
the strength of the relationship between TL and OCB before and after including QWL as a mediating
variable, this study confirms the partial mediation effect. These findings also mirror those of Widodo et
al. (2023), who demonstrated that visionary leadership significantly impacts OCB through QWL. This
study thus fills an existing research gap, particularly regarding the mediating role of QWL in the TL-
OCB relationship, an area previously underexplored in academic literature.

QWL is a critical component of managing workplace activities effectively, fostering alignment
between leaders and subordinates. As an integral part of organizational management, QWL aims to
continuously enhance employees’ workplace experiences while promoting their overall well-being.
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Transformational leaders play a pivotal role in improving employees’ working conditions by ensuring a
sense of security, mutual respect, and opportunities for growth and development. These enhancements
not only boost employee satistaction but also contribute to fostering OCB traits that benefit the
organization.

5. Conclusion

The key findings from this study are summarized as follows: Transformational leadership is
significantly associated with quality of work life (QWL). Transformational leadership demonstrates a
positive and significant relationship with organizational commitment. A strong positive relationship
exists between transformational leadership and Organizational Citizenship Behavior (OCB). QWL
partially mediates the relationship between transformational leadership and OCB. The mediating role of
QWL in the connection between transformational leadership and OCB represents a novel contribution,
addressing gaps in previous research. Furthermore, the investigation of OCB as a mediating variable
provides a fresh perspective on the dynamics between transformational leadership and OCB, marking a
significant step forward in this study area.

The study offers practical insights into applying Transformational Leadership as a strategy to
enhance OCB. These implications highlight the opportunity to foster OCB development, which is
increasingly recognized as critical for addressing challenges in the modern industrial sector. Despite
this recognition, actionable initiatives remain scarce. By leveraging the research approach and data
analysis presented here, this study uniquely addresses the interplay between transformational
leadership, QWL, and OCB within the Indonesian industrial context. As such, these findings may serve
as a foundation for advancing the industrial sector by designing and implementing flexible work
programs and other strategic actions aimed at improving work-life quality and citizenship behavior.

Acknowledgement:
The authors express their gratitude to the translator and advisors for their valuable feedback and
constructive comments on earlier drafts of this manuscript.

Copyright:
© 2024 by the authors. This article is an open access article distributed under the terms and conditions
of the Creative Commons Attribution (CC BY) license (https://creativecommons.org/licenses/by/4.0/).

References

1] Ab Hamid, M., Sami, W., & Mohmad Sidek, M. (2017). Discriminant Validity Assessment: Use of IFornell & Larcker
criterion versus HTMT Criterion. Journal of Physics: Conference Series, 890(1), 012163. https://doi.org/10.1088/1742-
6596/890/1/012168

re] Abebe, A., & Assemie, A. (2023). Quality of work life and organizational commitment of the academic staft in
Ethiopian universities. Heliyon, 9(4), 15189. https://doi.org/10.1016/].heliyon.2028.15139

£s] Akdere, M., & Egan, T. (2020). Transformational leadership and human resource development: Linking employee

learning, job satisfaction, and organizational performance. Human Resource Development Quarterly, 31(4), 893—421.
https://doi.org/10.1002/hrdq.21404

[4] Alfonso, L., Zenasni, I., Hodzic, S., & Ripoll, P. (2016). Understanding The Mediating Role of Quality of Work Life
on the Relationship between Emotional Intelligence and Organizational Citizenship Behaviors. Psychological Reports,
118(1), 107-127. https://doi.org/10.1177/0033294115625262

[5] Alshaabani, A., Naz, F., Magda, R., & Rudnak, I. (2021). Impact of perceived organizational support on ocb in the
time of covid-19 pandemic in hungary: Employee engagement and affective commitment as mediators. Sustainability
(Switzerland), 13(14). https://doi.org/10.8390/s5u13147800

[6] Antonopoulou, H., Halkiopoulos, C., Barlou, O., & Beligiannis, G. (2021). Associations between traditional and digital
leadership in academic environment: During the COVID-19 pandemic. Emerging Science Journal, 5(4), 405—428.

7] Aust, I, Matthews, B., & Muller-Camen, M. (2020). Common Good HRM: A paradigm shift in Sustainable HRM?
Human Resource Management Review, 30(3), 100705. https://doi.org/10.1016/j.hrmr.2019.100705

[8] Bjeki¢, R., Strugar Jelaca, M., Berber, N., & Aleksi¢, M. (2021). Factors Affecting Entrepreneurial Intentions of

Faculty Students. Management: Journal of Sustainable Business and Management Solutions in Emerging Economies, 26(2),
1-13. https://doi.org/10.7595/management.fon.2020.0024

[9] Calen, C, Tarigan, S. A, Rosita, R., Susanto, S., & Alimin, E. (2021). The role of transformational leadership, leader
member exchange, digital transformation on organizational citizenship behaviour and work innovation capabilities in

Edelweiss Applied Science and Technology
ISSN: 2576-8484

Vol. 8, No. 6: 7050-7062, 2024

DOLI: 10.55214/25768484.v816.3523

© 2024 by the authors; licensee Learning Gate


https://creativecommons.org/licenses/by/4.0/

[10]

RN

[12]

[1s]

[14]

[15]

[16]

[17]
[18]

[19]

[20]

[21]

[22]

28]

[24]

[25]

[26]

7]
ros]

[29]
[s0]

7060

during Covid-19 pandemic. JPPI  (Jurnal  Penelitian  Pendidikan  Indonesia), 7(2), 208-216.
https://doi.org/10.29210/020211163

Chatterjee, S., Chaudhuri, R., Gonzalez, V. I., Kumar, A., & Singh, S. K. (2022). Resource integration and dynamic
capability of frontline employee during COVID-19 pandemic: From value creation and engineering management
perspectives. Technological Forecasting & Social Change, 176, 1-183.

Daouk, A., Farmanesh, P., & Zargar, P. (2021). The Relationship Between Transactional Leadership and OCB: A
Conditional Analysis of Organizational Justice Perception and Psychological Contract Fulfillment. SAGE Open,
11(2021), 1-13. https://doi.org/10.1177/21582440211061563

Davis, J.,, McBrayer, J. S, Miller, S. B, & Fallon, K. (2022). Transformational Leadership and Organizational
Citizenship Behavior Motives in Teachers. Journal of Organizational & Educational Leadership, (1), 1-31. Retrieved
from
https://digitalcommons.georgiasouthern.edu/etd/2359/%0Ahttps://digitalcommons.georgiasouthern.edu/cgi/view
content.cgiParticle=3563&context=etd

Dewi, D. Y., Supriadi, Y. N,, & Iswanto, A. H. (2022). The Effect of Transformational Leadership, Quality of Work-
Life on Organizational Citizenship Behavior with Organizational Commitment Mediation. Journal of Social Science,
3(2), 308-323. https://doi.org/10.46799/jss.v3i2.315

Dubey, R., Gunasekaran, A., Childe, S. J., Roubaud, D., Fosso Wamba, S., Giannakis, M., & Foropon, C. (2019). Big
data analytics and organizational culture as complements to swift trust and collaborative performance in the
humanitarian  supply  chain.  International — Journal — of  Production — Economics, 210, 120—-136.
https://doi.org/10.1016/j.ijpe.2019.01.023

Els, V., Brouwers, M., & Lodewyk, R. B. (2021). Quality of work life: Effects on turnover intention and organisational
commitment amongst selected south african manufacturing organisations. 84 Journal of Human Resource Management,
19, 1-10. https://doi.org/10.4102/sajhrm.v19i0.1407

Fouzia, H. A., Sayyid, S. R, Ishfaq, A, & Madiha, R. (2018). Effects of perceived organizational support on
organizational citizenship behavior—Sequential mediation by well-being and work engagement. Journal of the Punjab
Unaversity Historical Society, Vol. 31, pp. 61-71.

Grego-Planer, D. (2019). The relationship between organizational commitment and organizational citizenship
behaviors in the public and private sectors. Sustainability (Switzerland), 11(22). https://doi.org/10.8890/su11226395
Gupta, S, Justy, T., Kamboj, S., Kumar, A., & Kristoffersen, E. (2021). Big data and firm marketing performance:
Findings from knowledge-based view. Technological Forecasting and Social ~Change, 171(1), 1-36.
https://doi.org/10.1016/j.techfore.2021.120986

Hadi, P., Hamidah, Saerang, D. P., & Saerang, D. P. (2020). The The Influence of Transformational Leadership and
Employee Integrity through Organizational Citizenship Behavior (OCB) on Employee Innovation in Regency / City
Inspectorates. Journal of Business and Behavioural Entrepreneurship, A1), 81-90.
https://doi.org/10.21009/jobbe.004.1.06

Hastuti, N. T., & Wibowo, U. D. A. (2021). Effects of Quality of Work Life (Qwl) and Organizational Commitment
(Oc) on Organizational Citizenship Behaviour (Ocb) of Permanent Nurses. Psimphonz, 2(1), 31.
https://doi.org/10.80595/psimphoni.v2i1.8054

Hermanto, Y. B., Srimulyani, V. A.,, & Pitoyo, D. J. (2024). The mediating role of quality of work life and
organizational commitment in the link between transformational leadership and organizational citizenship behavior.
Heliyon, 10(2024), 1-22. https://doi.org/10.1016/].heliyon.2024.e27664

Hermawanto, A. R., Ahman, E., & Supriadi, Y. N. (2022). Mediation Effects of Organizational Commitment between
Organization Citizenship Behavior, Transformational Leadership, and Quality of Work Life. Quality - Access to Success,
23(189), 107-117. https://doi.org/10.47750/QAS/23.189.13

Indradewa, R., Yanuar Syah, T. R., Fajarwati, D., & Author, C. (2021). Impact of Transformational Leadership and
Motivation on Performance: The Mediating Role of Organizational Citizenship Behavior Study on Teacher SMK
Panjatek North Bekasi. American International Journal of Business Management (AIJBM), 48), 103—110.

Jabbar, M. N., Mahmood, W., & Qambar, G. (2020). Mediating Role of Organizational Commitment and Work
Environment on the Relationship between Transformational Leadership and Job Satisfaction. Talent Development &
Euxcellence, 12(2s), 3974—3988.

Jiatong, W., Wang, Z., Alam, M., Murad, M., Gul, F., & Gill, S. A. (2022). The Impact of Transformational
Leadership on Affective Organizational Commitment and Job Performance: The Mediating Role of Employee
Engagement. Frontiers in Psychology, 13(2022), 1-12. https://doi.org/10.3389/psyg.2022.831060

Kasraie, S., Parsa, S., Hassani, M., & Ghasem-Zadeh, A. (2014). The Relationship between Quality of Work Life, Job
Stress, Job Satisfaction and Citizenship Behavior in Oshnaviyeh Hospital’s Staff. Patient Saf Qual Improv, 2(2), 77-81.
Retrieved from https://pdfs.semanticscholar.org/25cb/80865bd20c6866b2335aea02959f3efcec52.pdf

Ketchen, D. J. (2017). A Primer on Partial Least Squares Structural Equation Modeling. In Long Range Planning (Vol.
46). Thousand Oaks, California, USA: Sage Publications Inc. https://doi.org/10.1016/).1rp.2013.01.002

Khan, S., Abdullah, S., Busari, A., Mubushar, M., & Khan, 1. (2020). Reversing the lens: The role of followership
dimensions in shaping transformational leadership behaviour: mediating role of trust in leadership. Leadership &
Organization Development Journal, 41(1), 1-18.

Li, Y, & Karanxha, Z. (2024). Literature review of transformational school leadership: Models and effects on student
achievement (2006-2019). Educational Management Administration & Leadership, 52(1), 52—74.

Li, Yue, & Wang, IF. (2022). Challenge stressors from using social media for work and change-oriented organizational

Edelweiss Applied Science and Technology
ISSN: 2576-8484

Vol. 8 No. 6: 7050-7062, 2024

DOLI: 10.55214/25768484.v816.3523

© 2024 by the authors; licensee Learning Gate



[81]

[32]

[83]

[34]

[35]

[386]

[s7]

[s8]

[39]
[#0]
[1]

[42]
(48]

4]

[45]

[46]

[47]

[48]

[49]

[50]

[s1]

[52]

7061

citizenship behavior: Effects of public service motivation and job involvement. Government Information Quarterly, 39(4),
101741. https://doi.org/10.1016/).giq.2022.101741

Majeed, N., Ramayah, T., Mustamil, N., Nazri, M., & Jamshed, S. (2017). Transformational leadership and
organizational citizenship behavior: Modeling emotional intelligence as mediator. Management and Marketing, 12(4),
571-590. https://doi.org/10.1515/mmcks-2017-0034

Memon, M. A., Ting, H., Ramayah, T. Chuah, F., & Cheah, J. H. (2017). A review of the methodological
misconceptions and guidelines related to the application of structural equation modeling: A malaysian scenario.
Journal of Applied Structural Equation Modeling, 1(1), i—xiii. https://doi.org/10.47263/jasem.1(1)01

Nababteh, B. I. AL, & Alkshali, S. J. (2020). The Impact of Transformational Leadership on Quality of Work Life in
Royal Jordanian Airlines. European Journal of Economics, Finance and Administrative Sciences, (106), 67—79. Retrieved
from https://www.linkedin.com/pulse/impact-transformational-leadership-staft-performance-jason-brown/

Nohe, C.,, & Hertel, G. (2017). Transformational Leadership and Organizational Citizenship Behavior: A Meta-
Analytic Test of Underlying Mechanisms. Frontiers in Psychology, 8(AUG), 1-18.
https://doi.org/10.3389/1psyg.2017.01364

Novitta. (2021). The The Influence of Transformational Leadership and Organizational Commitment on
Organizational Citizenship Behavior with Achievement Motivation as Intermediary Variable. Journal of K6 Education
and Management, 41), 11-23. https://doi.org/10.11594/jk6em.04.01.02

Nurjanah, S., Pebianti, V., & Handaru, A. W. (2020). The influence of transformational leadership, job satisfaction,
and organizational commitments on Organizational Citizenship Behavior (OCB) in the inspectorate general of the
Ministry of Education and Culture. Cogent Business and Management, 7(1).
https://doi.org/10.1080/23311975.2020.1793521

Nuryanto, U., Basrowi, B., & Quraysin, I. (2024). Big data and IoT adoption in shaping organizational citizenship
behavior: The role of innovation organizational predictor in the chemical manufacturing industry. Infernational
Journal of Data and Network Science, 8(1), 225—268.

Ojo, S., Zaccheaus O., O., & Lugman, B. (2020). Influence of Quality of Work-Life on Organizational Citizenship
Behaviour: A Case Study of Selected Ministries in State Secretariat, Abere, Osogbo, Osun State, Nigeria. World
Journal of Business and Management, 6(1), 87. https://doi.org/10.5296/wjbm.v6i1.17288

Parke, M., Tangirala, S., & Hussain, I. (2021). Creating organizational citizens: How and when supervisor-versus
peer-led role interventions change organizational citizenship behavior. Journal of Applied Psychology, 106(11), 1714
Peterson, R. A., & Kim, Y. (2013). On the relationship between coefficient alpha and composite reliability. Journal of
Applied Psychology, 98(1), 194—198. https://doi.org/10.1037/a0030767

Phetsombat, P., & Na-Nan, K. (2023). A Causal Model of Ethical Leadership Affecting the Organizational Citizenship
Behavior of Teachers in the Office of the Basic Education Commission. Sustainability (Switzerland), 15(8).
https://doi.org/10.8890/5u15086656

Pio, R. (2022). The mediation effect of quality of worklife and job satisfaction in the relationship between spiritual
leadership to employee performance. International Journal of Law and Management, 64(1), 1-17.

Pio, R. J., & Lengkong, F. D. J. (2020). The relationship between spiritual leadership to quality of work life and
ethical behavior and its implication to increasing the organizational citizenship behavior. Journal of Management
Development, 39(3), 293—305. https://doi.org/10.1108/JMD-07-2018-0186

Pradhan, R. K,, Jena, L. K., & Kumari, I. G. (2016). Effect of Work—Life Balance on Organizational Citizenship
Behaviour: Role of  Organizational Commitment. Global  Business  Review, 17(35), 1S-158S.
https://doi.org/10.1177/0972150916631071

Purnomo, A., & Hadi, W. (2019). The Effect of Transformational Leadership and Organizational Commitment to
Organizational Citizenship Behavior (Ocb) in Building Construction Companies. KnE Soctal Sciences, 3(12), 653.
https://doi.org/10.18502/kss.v8112.4137

Purwanto, A., Purba, J. T. Bernarto, I, & Sijabat, R. (2021). The Role of Transformational Leadership,
Organizational Citizenship Behaviour, Innovative Work Behaviour, Quality Work Life, Digital Transformation and
Leader Member Exchange on Universities Performance. Linguistica Antverpiensia, 2(2), 2908—2932.

Purwanto, A., Purba, J. T., Bernarto, L., & 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),
2018—2028. https://doi.org/10.5267/].ijdns.2023.6.011

Qalati, S. A, Zafar, Z., Fan, M., Sdnchez Limén, M. L., & Khaskheli, M. B. (2022). Employee performance under
transformational leadership and organizational citizenship behavior: A mediated model. Heliyon, 8(11), 11374
https://doi.org/10.1016/j.heliyon.2022.e11374

Rimatanti, N. F., & Darmawan, A. (2023). Influence of Quality of Work Life (QWL), Organizational Commitment
(OC) and Transformational Leadership on Organizational Citizenship Behavior (OCB). Journal of Economics, Social,
and Humanities, 1(1). https://doi.org/10.80595/jesh.v1i1.76

Rouf, M. A, & Akhtaruddin, M. (2018). Factors affecting the voluntary disclosure: a study by using smart PLS-SEM
approach. International Journal of Law and Management, 60(6), 1498—1508. https://doi.org/10.1108/1JLMA-01-2018-
0011

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
Managemen, 18(4), 767—782. https://doi.org/10.21776//ub.jam.2020.018.04.15

Shie, E., & Chang, S. (2022). Perceived principal’s authentic leadership impact on the organizational citizenship

Edelweiss Applied Science and Technology
ISSN: 2576-8484

Vol. 8 No. 6: 7050-7062, 2024

DOLI: 10.55214/25768484.v816.3523

© 2024 by the authors; licensee Learning Gate



[53]

[54]

[55]

[56]

7062

behavior and well-being of teachers. Sage Open, 12(2), 21582440221095004..

Sondhia, S. S., Chawlaa, U., & Igbalb, H. (2023). Relationship Between Social Cause, Environment Conservation and
Environmental Attitude, towards Promoting Green Purchasing Behavior. Serbian Journal of Management, 18(1), 27—
43. https://doi.org/10.5937/sjm18-36157

Spector, P. E., Rosen, C. C, Richardson, H. A., Williams, L. J., & Johnson, R. E. (2019). A New Perspective on
Method ~ Variance: A Measure-Centric ~ Approach.  Journal — of  Management,  45(3),  855—880.
https://doi.org/10.1177/0149206316687295

Srinivasaiah, R., Devappa Renuka, S., & Nanjundeswaraswamy, T. (2023). Quality management practices and quality
of work life-a conceptual model development. International Journal of Quality & Reliability Management, 40(2), 391—
418.

Sumarsi, & Rizal, A. (2022). The Effect of Competence and Quality of Work Life on Organizational Citizenship
Behavior (OCB) with Organizational Commitment Mediation(Study on Jaken and Jakenan Health Center
Employees). International Journal of Social and Management Studies (IJOSMAS), 2(6), 69-88. Retrieved from
https://ssrn.com/abstract=4001395

Supriyanto, A., Ekowati, V., Idris, I., Susminingsih, S., & Iswanto, B. (2020). Leadership styles as a predictor of the
voluntary work behaviors of bank employees. IJEM International Journal of Economics and Management, 14(1), 1-11.
Taber, K. S. (2018). The Use of Cronbach’s Alpha When Developing and Reporting Research Instruments in Science
Education. Research in Science Education, 48, 1273—1296.

Thiruvenkadam, T., & Durairaj, I. Y. A. (2019). Organizational Citizenship Behavior: Its Definitions and Dimensions.
GE-International Journal of Management Research, 46(February), 46—55. Retrieved from www.aarf.asiaEmail

Widodo, W., Gustari, I, & Permana, R. (2023). A Mediation Model of the Effect of Visionary Leadership on
Teachers’ Organizational Citizenship Behavior. International Journal of Learning, Teaching and Educational Research,
29(4), 104—123. https://doi.org/10.26803/IJLTER.22.4.7

Wright, P. (2021). Rediscovering the “Human” in strategic human capital. Human Resource Management Review, 31(4),
100781.

Zurahmi, D., Masdupi, E., & Patrisia, D. (2019). The effect of transformational leadership, quality of work life (QWL)
on organizational citizenship behavior (OCB) at tapan regional general hospital. 2nd Padang International Conference
on  Education, Economics, Business and  Accounting (PICEEBA-2 2018), 227-232. Atlantis Press.
https://doi.org/10.2991/piceeba2-18.2019.30

Edelweiss Applied Science and Technology
ISSN: 2576-8484

Vol. 8 No. 6: 7050-7062, 2024

DOLI: 10.55214/25768484.v816.3523

© 2024 by the authors; licensee Learning Gate



