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Abstract

This study aims to measure the Influence of Transformational Leadership on Organizational
Citizenship Behavior where Trust and Job Satisfaction are as Mediation Variables. Sample of
this study is employees of PT. Bank BRI (Persero) Tbk. in Banda Aceh Branch Offices as many
as 106 respondents. The data is processed using the Structural Equation Modeling (SEM) to
determine the effect of all variables. The results show that transformational leadership has a
significant effect on trust, job satisfaction, and organizational citizenship behavior. The
variables of trust and job satisfaction also have a significant effect on organizational
citizenship behavior. Job satisfaction has been shown to mediate the relationship between
transformational leadership and organizational citizenship behavior.

Keywords: Transformational Leadership, Organizational Citizenship Behavior, Trust, Job
Satisfaction

Introduction

Human resources (HR) have an important role as a target in a company, one of which
is in service companies engaged in the banking sector. Service companies operating in the
banking sector will make efforts to improve the quality of human resources by continuously
improving both in the areas of administration and customer service so that employee
performance can be maximized and provide good results. If employee performance can be
maximized, and contribute a good results, then the goals of an organization can be achieved
respectively.

One of the efforts that can be applied in order to achieve the goals of an organization
is to create organizational citizenship behavior (OCB) for every employee.
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There are several ways of the banks apply to improve OCB; for example, by instilling
employee trust in the company's leadership and providing job satisfaction to employees. If
employees have already trusted for their leaders, they will then definitely work hard to
complete their tasks within the allotted time, and exhibit the type of behavior that helps the
organization to achieve its main goals, even if it is not part of their main duties, they will
perform OCB in the organization. Furthermore, Robbins and Judge (2013: 84) state that
employee satisfaction is also a major factor to increase OCB of employees. This is in line with
Mohammad et al. (2011) who examines in empirical research that employee satisfaction is an
important factor to influence the OCB.

In addition, the role of leadership is also a factor that can influence to form the OCB
behavior. This leadership role is one element that can encourage employees to display OCB
behavior. One of the leadership styles that affect organizational citizenship behavior is
transformational leadership (Wirawan, 2013).

Based on the results of the initial survey conducted at PT. Bank BRI (Persero) Tbk.
Banda Aceh Branch Office, organizational citizenship behavior (OCB) in this company is still
perceived as not good. So this research needs to be done in more depth. The aim is to see
whether or not organizational citizenship behavior (OCB) is good or not at PT. Bank BRI
(Persero) Tbk. Banda Aceh Branch Office is caused by the above factors. Knowing
organizational citizenship behavior (OCB) is very important to implement, because OCB is able
to improve performance, productivity, efficiency, and customer satisfaction. Therefore, the
management of PT. Bank BRI (Persero) Tbhk. in Banda Aceh branch office can take steps to
encourage the formation of this employees’ behavior in order to improve its performance.
Therefore, this research result is aimed at all employees who work because all employees are
required to be able to make a good contribution to the company and can work as expected.

However, due to very little attention from the previous studies having pay attention
for this matter (i.e. trust for leader and job satisfaction) as mediator factors; therefore, it
seems still hazy for academics and practitioners that appears the gab of understanding.

Based on the above viewpoint, it is necessary to conduct further research to eliminate
the gap due to the insufficient understanding. Thus, objective of this study is:

. To investigate whether there is an effect of transformational leadership on trust in
leadership and job satisfaction and its impact on organizational citizenship behavior or
not.

° To identify whether trust in leadership and job satisfaction mediate the effect of
transformational leadership on organizational citizenship behavior (OCB) or not.

Literature Review
Organizational Citizenship Behavioral (OCB)

Organizational Citizenship Behavior (OCB) is employee behavior that is helpful
between fellow co-workers outside the Job desk (extra role). Organ (1988) states that
organizational citizenship behavior is a form of behavior that it is an individual choice and
initiative, which is not related to the formal reward system, however; it essentially increases
organizational effectiveness.

In terms of scaling, there are several opinions regarding indicators of organizational
citizenship behavior. This study employs indicators based upon Salim (2016). This is because
the five dimensions have been able to describe the seven dimensions of OCB by Podsakoff at
al. (in Riggio, 2003). Those used to measure organizational citizenship behavior (OCB) include:
Altruism, Courtesy, Sportsmanship, Civic Virtue and Conscientiousness.
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Trust in Leadership

Robbins and Judge (2008: 97) Trust is a positive expectation or expectation that others
will not go through words, actions and policies and act opportunistically. Palupi at al. (2017)
defines trust in leadership as the willingness of subordinates to continue to rely on the
behavior and actions of their leaders, which are beyond the control of subordinates.

In line with Podsakoff et al. (1990) who define trust in leadership is the level of
confidence and loyalty to the leader. This consistent with Mahdi (2008:160) mentioning that
trust in supervisors is the attitude of no hesitation from an employee over the policies carried
out by their supervisor.

Moreover, Robbins and Judge (2013:388) state that trust is the main attribute
associated with leadership, ignoring it can cause serious side effects on group performance,
perception or indeed can be trusted (Rosseau, 1998), their subordinates will create a good
work environment, and also other actions that lead to organizational goals (Cropanzano and
Mitchell, 2005).

Referring to Palupi's et al. research (2017), this study employs indicators of trust in
leadership that consist of: convinced that the leader treats subordinates fairly; managers
never seek to profit by deceiving workers; confident in the integrity of the
manager/supervisor; strong sense of loyalty to the leader; support the leader in all
emergencies and a strong sense of loyalty to the leader.

Job Satisfaction

According to Robbins (2001:179), job satisfaction is defined as a general attitude of an
individual towards his work , pleasant or unpleasant emotional states with employees view
their work (Handoko, 2000:193), and a set of employees' feelings about pleasing or
displeasing their work (Davis, 2002:105). These opinions summarize that employees must be
placed in jobs that are in line with their abilities and background skills. Thus, Job satisfaction
has a very important meaning, both in terms of workers and companies as well as for society
in general. Therefore, creating a positive value situation in the work environment of a
company is absolutely the obligation of every line of leadership of the company concerned
that can be scaled by several indicators.

This study uses indicators of job satisfaction according to Robbins (2003:148) which
include: work, wages, promotions, and co-workers.

Transformational leadership

According to Danim (2003), the term transformational leadership is built from two
words, namely leadership (leadership) and transformation (transformational). Leadership is
any action taken by individuals or groups that coordinate and give direction to individuals or
groups to coordinate and give direction to other individuals or groups who are members of a
particular container to achieve predetermined goals. Danim (2003) then defines leadership
as a process of command or influence, guidance or process of influencing the work of others
in choosing and achieving the goals that have been set.

Robbins & Judge (2015) then interprets transformational leadership as a condition of
leaders who provide intellectual consideration and stimulation to individuals and their
organizations and have charisma. This is consistent with Danim (2003) who defines
transformational leadership as the ability of a leader in working and with/or through other
people to optimally transform organizational resources in order to achieve goals according to
the achievement of targets that have been set, transforming the personal values of followers

1294



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 9, 2021, E-ISSN: 2222-6990 © 2021

to support the vision and goals of the organization by fostering an environment where
relationships can be formed and by establishing a climate of trust in which visions can be
shared (Stone et al., 2004).

Based upon the above definitions, transformational leaders change the personal
values of subordinates to support the vision and goals of the organization by nurturing an
environment in which relationships can be formed and by building a climate of trust in which
visions can be shared.

The transformational leadership indicators used in this study are as operationalized
by Robbins & Judge (2015) consisting of: charisma, is the charismatic influence of
transformational leadership, where leaders are admired, respected, and imitated by their
subordinates so as to give a sense of comfortable in discussing and working on any work
problems; inspiration, is the ability of superiors to inspire their subordinates in seeing
problems that were very difficult for me at first; intellectual stimulation, is the attitude of
superiors telling and encouraging a subordinate to do a good job and correctly in a way that
is quite easy to understand; individual consideration that it is the attitude of supervisor who
encourage their subordinates not to make their own decisions when there are problems in
their work.

Based upon the above describing and its explanation, the following is a research
framework development that can describe the influence of transformational leadership on
organizational citizenship behavior through trust in leadership and job satisfaction as
mediating variables.

The Effect of Transformational Leadership on Trust in Leaders

Robbins and Judge (2015) state that transformational leaderships are leaders who
inspire followers to go beyond their own self-interest for the benefit of the organization. One
of the key reasons why subordinates feel motivated by transformational leaders is that they
trust and respect to the leader (Yukl, 2001). The willingness of subordinates to achieve
organizational goals depends on subordinates' trust in the leader. Yukl (2001) mentions that
building this trust comes from the ability of a leader. Consistent with Jung and Avolio (2000)
who describe that transformational leaders are models (model role models) by influencing
employees and ultimately causing a good level of trust in employees. Thus, transformational
leaders who care about the needs, job security and welfare of employees build emotional
bonds with employees will encourage employee confidence in their leaders (Jung and Avolio,
2000). Gillespie and Mann (2004) finds that the practice of transformational leadership has a
positive influence on the team's trust in its leader. Thus, the following hypotheses can be
proposed:
Hi: There is an effect of transformational leadership on trust in leaderships.

The Effect of Transformational Leadership on Job Satisfaction

According to Riggio (1990), job satisfaction is an important factor that affects
employee life satisfaction. This is because most of the employee's time is used for work. As
one of the determinants of organizational performance, job satisfaction is a very complex
factor because it is influenced by various factors, including transformational leadership (Judge
& Locke, 1993).

Research by Pareke (2004) finds that transformational leadership has an effect on
employee job satisfaction. In other words, there is a positive correlation between
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transformational leadership and job satisfaction. Thus, the following hypothesis can be
proposed:
H.: There is an effect of transformational leadership on job satisfaction

The Effect of Trust on Leaders on Organizational Citizenship Behavior (OCB)

According to Rosseau (1998), trust in supevisors is a perception or indeed can be relied
on. Leaders who are trusted by employees or their subordinates will create a good work
environment, and also other actions that lead to organizational goals can be carried out by
subordinates (Cropanzano and Mitchell, 2005). If employees have confidence in their boss,
they will then definitely work hard to complete their tasks within the allotted time and exhibit
the kind of behavior that helps the organization to achieve its main goals, even if it is not part
of their job duties. In other words, when employees trust their leaders, they will engage in
high-quality interactions that cause employees to feel empowered and confident.

The above description is supported by Konovsky and Pugh (1994) who find that trust
in leadership has a positive and significant effect on organizational citizenship behavior (OCB).
Thus, the following hypothesis can be proposed:

Hs: There is an effect of trust in leadership on organizational citizenship behavior (OCB)

The Effect of Job Satisfaction on Organizational Citizenship Behavior (OCB)

Job satisfaction can be described by many indicators, such as salary suitability, work
facilities, relationships with co-workers, employee opportunities for advancement,
supervision by the leadership and also the work itself (Belo at al. 2014). When employees are
satisfied with their work, they generally want rewards for the results of their good
performance, have good relationships with co-workers, and will continue to work in the
organization.

Employees may not only concentrate on the results of the implementation of their
performance, but employees may also concentrate more on completing tasks from colleagues
and the success of the organization. Thus, employees voluntarily help colleagues related to
their works, provide support to colleagues in the organization as a form of appreciation for
performance; especially, in cultural collectivities. This shows that job satisfaction has a
positive impact on OCB.

The results of research conducted by Chasan and Endang (2017) show that job
satisfaction variables affect organizational citizenship behavior (OCB). The higher the job
satisfaction, the higher the organizational citizenship behavior of employees will be. Thus, it
can be hypothesized as follows:

Ha: There is an effect of job satisfaction on organizational citizenship behavior (OCB)

The Effect of Transformational Leadership on Organizational Citizenship Behavior (OCB)

OCB is determined by many things, meaning that many things can influence this
behavior, one of which is leadership behavior. One of the suitable leadership models to be
applied to improve OCB behavior in employees is transformational leadership. With
transformational leadership, followers feel trust, admiration, loyalty and respect for the
leader, and they are motivated to do more than initially expected of them (Yukl, 2005). If a
leader is able to apply transformational leadership, then employees will also provide good
performance results.

Bycio et al. (1995) show that increasing in OCB is as a response to transformational
leadership behavior. Jha (2014) summarizes that transformational leadership has an effect on
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organizational citizenship behavior (OCB). Thus, the following hypothesis that can be
developed is:

Hs: There is an effect of transformational leadership on organizational citizenship behavior
(OocCB)

The Effect of Transformational Leadership on Organizational Citizenship Behavior (OCB)
through Trust in Leaders as a Mediation Variable

An employee who has organizational citizenship behavior will show obedience
through their willingness to respect the rules, procedures, and instructions of the
organization. One of the factors that can influence OCB is transformational leadership. With
transformational leadership, followers feel trust, admiration, loyalty and respect for the
leader, and they are motivated to do more than initially expected of them as mentioned by
Yukl (2005).

The relationship between leaders and employees will always exist in organization; the
quality of this relationship depends on the trust of employees (Wei, 2003). If employees have
confidence in their boss, they will then definitely work hard to complete their tasks within the
allotted time and exhibit the kind of behavior that helps the organization to achieve its main
goals, even if it is not part of their job duties. In other words, when employees already believe
in their leaders, this encourages the emergence of OCB in employees. Goodwin et al. (2011)
find that trust in leadership is as fully mediate the relationship between transformational
leadership and OCB. Thus, hypothesis can be proposed as:

He: Trust in leadership mediates the effect of transformational leadership on organizational
citizenship behavior (OCB)

The Effect of Transformational Leadership on Organizational Citizenship Behavior (OCB)
through Job Satisfaction as a Mediation Variable

Singh and Jain (2013) say that the level of job satisfaction can be determined by the
transformational leadership. Transformational leadership can improve the relationship
between fellow employees and their supervisors. A good relationship between employees
and supervisors is very influential for employee job satisfaction due to basically the boss
provides direction and motivation to complete each job.

Satisfied employees tend to speak positively about the organization, help other
individuals, and exceed normal expectations in their work (Robbin, 2008). Research
conducted by MacKenzie et al. (1998) shows the results that job satisfaction can encourage
employees to do OCB voluntarily. Research conducted by Nguni et al. (2006) also concludes
that job satisfaction is a mediator of the influence of transformational leadership on OCB.
Thus, the following hypotheses can be derived as:

H7: Job satisfaction mediates the effect of transformational leadership on organizational
citizenship behavior (OCB)
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Theoretical Framework of Study
Based on the description above, this research can produce the following model

mTT T T T T Trust In Leader f

Organizational
Citizenship Behavior

Transformational

leadership
1

Job Satisfaction / A

Figure 1. Theoretical Framework of This Study

Research Method
Research Location, Population and Sample

The research is conducted at PT. Bank BRI (Persero) Tbk. Banda Aceh Branch Office.
The population of this study is all employees of PT. Bank BRI (Persero) Tbk. Banda Aceh Branch
Office, totaling 106 people.

The sampling technique utilised in this study is total sampling or census. Total
sampling or census is a sampling technique where the number of samples is equal to the total
population. Therefore, sample of this study are all employees who work at PT. Bank BRI
(Persero) Tbk. Banda Aceh Branch Office.

Data Analysis

The data analysis equipment used in this study is structural equation modeling (SEM)
with the help of the Amos program. The SEM equation model is a collection of statistical
techniques that enable the testing of a series of relatively complex relationships
simultaneously (Ferdinand, 2014: 181).

SEM is able to include latent variables in the analysis. Latent variables are unobserved
concepts that are approximated by observable or measured variables obtained by
respondents through data collection methods (surveys, tests, observations) and are often
called manifest variables (Ghozali, 2011).

In addition, the advantage of SEM application in management research is because of
its ability to confirm the dimensions of a concept or factor that is very commonly used in
management as well as its ability to measure the influence of relationships that theoretically
exist (Hair et al., 2013: 190).

Furthermore, testing the sixth hypothesis and seventh hypothesis which places trust
in the leadership and job satisfaction as mediating variables between transformational
leadership and organizational citizenship behavior in employees who work at PT. Bank BRI
(Persero) Tbk. Banda Aceh Branch Office, hypothesis testing refers to the opinion of Barling
et al. (2004); and Baron and Kenny (1986) and Sobel's Test on testing the mediating effect.

Research Finding and Discussion
Confimatory Factor Analysis
Confirmatory Factor Analysis of Independent Variables
In this stage, the indicators on the independent variables are further tested to get fit
data. The result of the analysis after re-specification is illustrated as follows:
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Goodness of Fit:
Chi Square:3,081
Probability:,214
RMSEA:,072
GFI:,980
CFI:,994
AGFI:,940
TLI:,991

85
ansformasiona)
67 82 Leaderships
89

Figure 2: Confirmation Factor Analysis for Independent Variables

The results of the above analysis find that the Chi-square value = 3.081 with a
probability of 0.214 > 0.05. The GFI value shows a number of 0.980; CFI value is 0.994; AGFI
value of 0.940; and the TLI value is 0.991. The assessment indicators have shown good fit
results for the whole. The RMSEA value of 0.072 has shown a satisfactory value, which is
smaller than 0.08 according to the requirements (Hair et al., 2013).

Confirmatory Factor Analysis Dependent Variable for First Order
The final result of the re-specification for the first order analysis is illustrated in the
following figure:

Goodness of Fit:
Chi Square:13,508
Probability:,141
RMSEA:,069
GFI1:,950
CFI:,983
AGFI:,917
TLI:,981

Figure 3: CFA of Dependent Variable after Re-specification

The results of the above analysis find that the Chi-square value = 13,508 with a
probability of 0.141 > 0.05. The GFI value shows a number of 0.950; CFl value of 0.983; AGFI
value of 0.917; and the TLI value is 0.981. The result shows good fit situation for the whole.
The RMSEA value of 0.069 has shown a satisfactory value, which is smaller than 0.08 based
upon the requirements as mentioned by Hair et al. (2013).
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Confirmatory Factor Analysis for the Second Order
The final result of the re-specification analysis is illustrated in the following figure:

Goodness of Fit:
Chi Square:48,636
Probability:,063
RMSEA:,061
GFI:,919

CFI:,982
AGFI:,873

TLI:,977
Job Satisfaction
78 84 4
61

I 71 76
[ke2 | [ kK3 ] [ KK4 ]

Figure 4 : CFA of Mediation and Dependent Variables After Re-specification

The results of the above analysis indicates that the Chi-square value = 48.636 with a
probability of 0.063 > 0.05. The GFl value shows a number of 0.919; CFI value of 0.982; AGFI
value of 0.873; and the TLI value is 0.977. The assessment indicators have described good fit
results for the whole. The RMSEA value of 0.061 has a satisfactory value, which is smaller than
0.08 according to the requirements (Hair et al., 2013).

Structural Equation Modeling (SEM): Step-One Approach with Measurement Model

All constructs will be combined in the measurement model stage. This phase is in line
with Anderson and Gerbing (1988) who took a first-step approach. Based on the previous
step, the transformational leadership variable consists of 3 indicators, the trust in the leader
variable consists of 3 indicators, the job satisfaction variable consists of 3 indicators, and
Organizational Citizenship Behavior (OCB) consists of 2 dimensions and is divided into 4
indicators. The final results of the measurement model can be seen in the following
illustration.
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Figure 4. Measurement Model

The results of the analysis above indicate that the Chi-square value = 183.723 (p:
0.106). The GFl value is 0.920; CFl of 0.946; AGFI of 0.886; and TLI of 0.934. These results as a
whole show the results of good fit indices because the CFl and TLI values are greater than
0.900 and the RMSEA value is 0.068 which indicates a satisfactory value, which is below 0.08
(requirement) (Hair et al., 2013)

Structural Equation Modeling (SEM): Step-Two Approach Using a Full-Structural Analysis.

There is a major difference between the measurement model and the structural
model. In the measurement model, all constructs are treated as independent variables. While
the structural model explains the causal relationship (cause and effect) between constructs.
The following table will explain the relationship of each construct forming indicator more
clearly. The following will be tested on the structural model of direct influence and mediation
effect as follows:

Direct Hypothesis Testing

Hypothesis testing was carried out using the Critical Ratio (C.R) value at a significant
level of 0.05. If the value of Critical Ratio (C.R) > 1.967 and the value of probability (p) < 0.05,
then Ho is rejected and the alternative hypothesis (Ha) in this study is accepted. To get this
value, data processing is carried out with AMOS as shown in Figure 7 below:
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Figure 5 Full Model Hypothesis

The results of testing by Amos on the full model for hypothesis testing after going
through the fulfillment of SEM assumptions, more clearly can be seen in the following table:

Table 1
Hypothesis Testing Results
Estimate [orandardized ool cp | p
Estimate

Trust In Transformational

<--- ,791 ,74 ,11 7,02 *kx
leadership (Y1) Leadership (X) 9 8 3 026
Job Satisfaction Transformational

--- ,475 ,383 ,102 | 4,660 | ***
(Y2) Leadership (X)
Organizational
Citizenship <o TTUSt In leader | oap | 5gp 073 -
Behavior (Z) (V1) 7,297
Organizational . .
Citizenship <e- i?;’) Satisfaction |, 1105 ,147 | 1,990 | ,047
Behavior (Z)
Organizational Transformational
Citizenship <--- ) ,122 ,112 ,164 | 2,627 | ,039
Behavior (Z) Leadership (X)

The results of the analysis will be discussed further as follows.

1. The effect of transformational leadership (X) on trust in the leader (Y1)
Analysis for the first hypothesis show that the transformational leadership variable on trust
in leaderships has an influence of 0.791 with a critical ratio (C.R) value of 7.026 > 1.967 at a
significant level of 0.000 < 0.05. This explains that if transformational leadership increases by
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1 point, then trust in leaderships will increase by 0.791 and the effect is strongly significant.
Thus, it can be stated that the Hal (hypothesis) is accepted. This finding is consistent with
Robbins and Judge (2015) stating that transformational leaderships are leaders who inspire
followers to go beyond their own self-interest for the benefit of the organization.

2. The effect of transformational leadership (X) on job satisfaction (Y2)

The results of analysis for the second hypothesis show that there is an effect of
transformational leadership on job satisfaction at about 0.383 with a critical ratio (C.R) value
of 4.660 > 1.967, and at a significant level of 0.000 < 0.05. This explains that if transformational
leadership increases by 1 point, then job satisfaction will increase by 0.383, and the effect is
significant. Thus, it can be concludes that the Ha2 hypothesis is not rejected. This result is in
line with Pareke (2004) finding that transformational leadership has an effect on employee
job satisfaction. In other words, there is a positive correlation between transformational
leadership and job satisfaction.

3. The effect of trust in leaderships (Y1) on organizational citizenship behavior (Z)

The finding show that trust in leaderships influences organizational citizenship behavior at
about 0.536 with a critical ratio (C.R) value of 7.297 > 1.967 at a significant level of 0.000 <
0.05. This explains that if trust in the leader increases by 1 point, then organizational
citizenship behavior will increase by 0,536 significantly. Thus, it indicates that the Ha3
(hypothesis) is accepted. This finding is supported by Cropanzano and Mitchell (2005) who
mention that If employees have confidence in their boss, they will then definitely work hard
to complete their tasks within the allotted time and exhibit the kind of behavior that helps
the organization to achieve its main goals, even if it is not part of their job duties.

4. The effect of job satisfaction (Y2) on organizational citizenship behavior (2)

In terms of testing for the fourth hypothesis, the result shows that job satisfaction has
significantly effect on organizational citizenship behavior at about 0.105 with a critical ratio
(C.R) value of 1.990 > 1.967, where it is at a significant level of 0.047 < 0.05. This explains that
if job satisfaction increases by 1 point, then organizational citizenship behavior will increase
by 0.105 significantly. Thus, it illustrates that the Ha4 (the hypothesis) cannot be rejected. The
discover is same as Belo at al. 2014, where employees are satisfied with their work, they
generally want rewards for the results of their good performance, have good relationships
with co-workers, and will continue to work in the organization.

5. The effect of transformational leadership (X) on organizational citizenship behavior (Z)
The results of testing for the fifth hypothesis show that the transformational leadership
affects organizational citizenship behavior significantly at about 0.112 with a critical ratio (C.R)
value of 2.627 > 1.967, and it is at a significant level of 0.039 < 0.05. This concludes that if
transformational leadership increases by 1 point, then organizational citizenship behavior will
increase by 0.112 and the effect is significant. Thus, it can be stated that the Ha5 (the
hypothesis) is accepted. It is similar with Jha (2014) who summarizes that transformational
leadership has a positively and significantly effect on organizational citizenship behavior
(ocB).
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Mediation Effect of Hypothesis Testing

In this study, there are intervening variables (mediation), namely trust in the
leadership and job satisfaction. According to Sekaran and Bougie (2013), the mediating
variable is an intermediary variable, which serves to mediate the relationship between the
independent variable and the dependent variable. The mediation test was used to prove the
role of the mediating variable to mediate the relationship between transformational
leadership variables and organizational citizenship behavior.

The proof of the indirect influence hypothesis between the variables contained in the
model will be carried out using the Baron and Kenny (1986) approach and the Sobel Test.
Furthermore, it will explain the influence/relationship from before the mediation effect to
after the mediating effect from the trust variable to the leader with the Baron and Kenny
approach among the transformational leadership variables on organizational citizenship
behavior which can be seen in the following table:

Table 2
Results of Regression Analysis of the Effect of Trust in Leaders Mediation

Unstandardized Standardized

Model Coefficients Coefficients |t Sig.
B Std. Error |Beta
(Constant) 17.724 |3.448 5.141 |.000

1 | Organizational Citizenship Behavior
< Transformational Leadership
(Constant) 11.563 |2.848 4.060 |.000
Organizational Citizenship Behavior
2 | € Transformational Leadership
Organizational Citizenship Behavior
< Trust In Leader

2.767 |.208 .794 13.319 |.000

.384 .345 .110 1.112 |.269

1.794 |.228 779 7.865 |.000

Based on the results of the regression analysis in the table above, it is identified that
in model 1 there is a positive and significant relationship between the variables of
transformational leadership on organizational citizenship behavior, which is indicated by 1 =
0.794, and Sig 0.000 <0.05. When the relationship between transformational leadership and
organizational citizenship behavior is included in the mediating variable in model 2, namely
trust in the leader, it shows an insignificant relationship (2 = 0.110, Sig 0.269 > 0.05). The
description above also provides information about the change in the value of the first
transformational leadership which was previously 0.794 and significant, after entering the
mediating variable the value of transformational leadership became 0.110 and became
insignificant. However, the mediating variable, namely trust in the leader, has an effect of
0.779 with Sig. of 0.000 <0.05 and showed significant results. Based on the above results
associated with the method of Baron and Kenny, it can be explained that the variable of trust
in the leader has a role as full/perfect mediation. This is because it is in accordance with the
specified criteria, namely if the influence of the independent variable on the dependent
variable is directly significant, but the effect becomes insignificant when it involves the
mediating variable. This supports the hypothesis that has been put forward in the study. It
has a similarity’s finding with Goodwin et al. (2011) who also find that trust in leadership is as
fully mediate the relationship between transformational leadership and OCB.
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Furthermore, the mediation hypothesis testing is also carried out using a procedure
developed by Sobel (1982) and known as the Sobel test. The following is a test of the
mediating effect of the trust variable on the leader which can be explained as follows:

3:0,902 Trust In Leader - bl:: 1,263
SE—O,V .. SE=0294
\“‘A
Transformational o Organizational
Leadersip | ___ . » | (Citizenship Behavior
¢ =1,025
SE = 0,343

Figure 6 Model of the Effect of Trust in Leaders Mediation

Based on Figure 6 above, it is a model formed from the results of the first and second
regressions so as to form a path analysis model with the trust variable to the leader as the
mediator. The Z value of the Sobel test cannot be generated directly from the regression

results but by manual calculation as follows:
albl

z1 =

\/bl 2SEZ + al 2SE?

Z=4.120 .urvrrrerueene (sig : 0,000)

From the results of the Sobel test calculation above, the z value is 4.120 > 1.976 with
a significance level of 0.000 < 0.05. These results indicate that there is an indirect effect
between transformational leadership on organizational citizenship behavior which is
mediated by trust in the leader. Thus, it can be stated that the Ha6 hypothesis is accepted,
namely trust in the leadership to mediate (full/perfect mediation) the influence of
transformational leadership on organizational citizenship behavior at PT. Bank BRI (Persero)
Tbk. Banda Aceh Branch Office.

Furthermore, it will be explained the influence of before the mediation effect with
after the mediating effect of the job satisfaction variable with the Baron and Kenny approach
among the transformational leadership variables on organizational citizenship behavior which
can be seen in the following table:

Furthermore, the following figure will explain the relationship between
"organizational commitment" as an independent variable and "employee performance" as
the dependent variable. Then, this picture will also discuss the effect of mediating variables
(job satisfaction) between these relationships.
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Table 3
Results of Regression Analysis of the Effect of Job Satisfaction Mediation

Unstandardized Standardized

Model Coefficients Coefficients |t Sig.
B Std. Error |Beta
(Constant) 17.724 |3.448 5.141 |.000

1 | Organizational Citizenship Behavior
< Transformational Leadership
(Constant) 12.551 |3.114 4.030 |.000
Organizational Citizenship Behavior
2 | < Transformational Leadership
Organizational Citizenship Behavior
< Job Satisfaction

2.767 |.208 794 13.319 |.000

.967 353 277 2.742 |.007

1.999 |.337 .601 5.938 |.000

Based on the results of the regression analysis in the table above, it was identified that
when the relationship between transformational leadership and organizational citizenship
behavior was included in the mediating variable in model 2, namely job satisfaction, it also
showed a significant relationship (2 = 0.277, Sig 0.007 <0.05). The picture above also
provides information about the change in the value of the first transformational leadership
which was previously 0.794; after entering the mediating variable the value of
transformational leadership becomes 0.277. The job satisfaction variable also shows an effect
of 0.601 with a Sig level of 0.000 <0.05. Based on the above results associated with the
method of Baron and Kenny, it can be explained that the job satisfaction variable has a role
as partial mediation. This is because the relationship of transformational leadership to
organizational citizenship behavior before and after the inclusion of the mediating variable is
equally significant. This supports the hypothesis put forward in this study. This finding is
supported by Nguni et al. (2006) who also concludes that job satisfaction is a mediator of the
influence of transformational leadership on OCB.

Furthermore, the hypothesis testing of job satisfaction mediation is also analyzed by
the Sobel test. The following is a test of the mediating effect of job satisfaction variables which
can be explained as follows:

al = 0,945 Job Satisfaction - bl =0,778
sFo,V Th SET03E
T
Transformational . Organizational
Leadership | » | Citizenship Behavior
c =1,025
SE = 0,343

Figure 7 Model of the Effect of Job Satisfaction Mediation
Based on the picture above is a model formed from the results of the first and second

regression so as to form a path analysis model with job satisfaction as a mediator. The Z value
of the sobel test that is included in the calculation of the sobel test is:
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alb1l
z1

\/bl 2SEZ + a1 2SE?
Z=2,220 .vrrrrrerneens (sig : 0,026)

From the results of the Sobel test calculation above, the z value is 2,220 > 1,976 with
a significance level of 0.026 < 0.05. These results indicate that there is an indirect effect
between transformational leadership on organizational citizenship behavior which is
mediated by job satisfaction. Thus it can be stated that the Ha7 hypothesis is accepted,
namely job satisfaction mediates the effect of transformational leadership on organizational
citizenship behavior at PT. Bank BRI (Persero) Tbk. Banda Aceh Branch Office.

Discussion

Based on the results of the tests that have been carried out, the following is a summary
of the results of the hypothesis tests that have been analyzed using the structural model
(SEM) using the AMOS analysis tool as shown in the following table:

Table 4
Recapitulation of Hypotheses Test Results
Esti
N . H
Hypotheses’ Statement mat | S CR [P ypot
o e E. heses
Std.
There is an effect of transformational leadership on trust in 1 *
7,0 accept
1 | leader ,748 | 1 *
3 26 |, |ed
There is an effect of trust in leader on Organizational ,1 46 * | accept
2 | Citizenship Behavior (OCB) ,383 | 0 ¥ | ed
) 60 | .
There is an effect of trust in the leadership on Organizational ,0 * | accept
3 | Citizenship Behavior (OCB) ,592 |7 | 7,2 * |ed
3 (97 |*
There is an effect of job satisfaction on Organizational 1 19 ,0 | accept
4 | Citizenship Behavior (OCB) ,105 | 4 "“ |4 |ed
90
7 7
There is an effect of transformational leadership on ,1 26 ,0 | accept
5 | Organizational Citizenship Behavior (OCB) ,2112 | 6 2'7 3 |ed
4 9
Trust in leaders mediates the effect of transformational ,2 a1 * | accept
6 | leadership on Organizational Citizenship Behavior (OCB) - 7 2;) * |ed
6 *
Job satisfaction mediates the effect of transformational ,3 22 ,0 | accept
7 | leadership on Organizational Citizenship Behavior (OCB) - 3 2;) ed
1 6

Based on the table above, it can be seen that the results of testing the influence of
transformational leadership on organizational citizenship behavior with trust in leaders and
job satisfaction as mediating variables at PT. Bank BRI (Persero) Tbk. Banda Aceh Branch
Office. The results of testing the first hypothesis show that transformational leadership has a
significant effect on trust in leaders at PT. Bank BRI (Persero) Thk. Banda Aceh Branch Office.
The results of this study are in line with the research of Gillespie and Mann (2004) who find
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that the practice of transformational leadership has a positive influence on the team's trust
in its leader. The research of Aisha at al. (2015) also found the same result that
transformational leadership has a significant effect on trust in leaders.

The results of testing the second hypothesis show that transformational leadership
has a significant effect on job satisfaction for employees of PT. Bank BRI (Persero) Tbk. Banda
Aceh Branch Office. The results of this study are in accordance with Bagus and Juniartha
(2016) who show that transformational leadership has a positive effect on job satisfaction for
permanent employees of the Industrial Training Center of the Ministry of Industry of the
Republic of Indonesia.

The results of testing the third hypothesis show that trust in the leader has a significant
effect on Organizational Citizenship Behavior (OCB). The results of the same study were also
found by Aisha at al (2015) which showed that trust in the leadership had an effect on
organizational citizenship behavior (OCB) in the Pakistani Banking Sector.

The results of testing the fourth hypothesis show that job satisfaction has a significant
effect on organizational citizenship behavior (OCB) on employees of PT. Bank BRI (Persero)
Tbk. Banda Aceh Branch Office. The results of research conducted by Bagus and Juniartha
(2016) show that job satisfaction had a positive effect on organizational citizenship behavior
(OCB) in permanent employees of the Industrial Training Center of the Ministry of Industry of
the Republic of Indonesia.

The results of testing the fifth hypothesis show that there is an influence of
transformational leadership on organizational citizenship behavior (OCB) on employees of PT.
Bank BRI (Persero) Tbk. Banda Aceh Branch Office. The results of this study are in accordance
with the research of Aisha et al (2015) which show the results of transformational leadership
have a significant effect on Organizational Citizenship Behavior (OCB) in employees in the
Pakistan Banking Sector. Akhmad’s research (2018) also finds that transformational
leadership has a positive effect on Organizational Citizenship Behavior (OCB).

The results of testing the sixth hypothesis show that trust in leaders mediates the
effect of transformational leadership on Organizational Citizenship Behavior (OCB). The
results of this study are in accordance with the research of Aisha et al. (2015) which explains
that trust in leaders mediates the effect of transformational leadership on organizational
citizenship behavior (OCB) in the Pakistani banking sector. Research by Nohe and Hertel
(2017) also find that trust in leadership partially mediates the positive relationship between
transformational leadership and organizational citizenship behavior (OCB).

The results of testing the seventh hypothesis show that job satisfaction mediates the
effect of transformational leadership on Organizational Citizenship Behavior (OCB). Research
conducted by Nguni et al. (2006) find that job satisfaction is a mediator of the influence of
transformational leadership on OCB. Kartono's et al. (2015) research also shows that
employee job satisfaction mediates the role between transformational leadership and
Organizational Citizen Behavior in PD employees. Cirebon People's Credit Bank (BPR). Similar
research results is also found by Tresna (2016) who states that transformational leadership
significantly affects OCB with job satisfaction as a mediator variable.

Conclusion and Recommendation
Conclusion

Transformational leadership has a significant effect on trust in leadership, job
satisfaction, and organizational citizenship behavior. The variables of trust in leadership and
job satisfaction also have a significant effect on organizational citizenship behavior. Job
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satisfaction has been shown to mediate the relationship between transformational leadership
and organizational citizenship behavior.
Suggestion

For employees of PT. Bank BRI (Persero) Tbk. Banda Aceh Branch Office should
continue to improve its discipline and continue to form a strong discipline culture with
superiors as role models so that it will create better performance in the future. The leaders
of PT. Bank BRI (Persero) Thk. Banda Aceh Branch Office to continue to provide clear and easy-
to-understand directions for subordinates so that work can be completed properly and
perfectly and to continue to establish good relationships between fellow subordinates to
improve loyal attitudes so that strong trust is formed in the various leadership policies that
are implemented.
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