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ABSTRACT :The research employs quantitative methods. The sample were teachers at SMK PANJATEK, 

North Bekasi. Probability sampling is the technique used. A questionnaire with likert scale was used to collect 

data in this researchthat was given directly to the respondents, namely the teachers of SMK PANJATEK North 

Bekasi. The analytical method used is Partial Least Square (PLS) using WarpPLS 7.0 software. The Result show 

the positive and important impact on organizational citizenry behavior is transformational leadership. 

Motivation affects the conduct of organizational citizenship behaviour in a positive and significant manner. The 

organizational citizenship behavior has a positive and important performance impact. Leadership in 

transformational does not affect performance. Motivation affects performance positively and significantly. The 

influence of transformation leadership on performance can mediate the behavior of organizational citizenship. 

The relationship between motivation and performance could be mediated by organizational citizenship 

behavior. 
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I. INTRODUCTION 
Amid the time of instruction 4.0, it is unavoidable that information is the key to each entryway of 

organizational alter and advancement. Subsequently, the carriage of altering must be bolstered by instructive 

organizations, counting schools. Changes and alterations in instructive education are a need within the current 

time of information. In the meantime, the execution of instructive teach cannot be isolated from the execution of 

the centre competence of school instructive teach, specifically teacher[1]. 

Human assets are one of the foremost imperative and indivisible components in an organization, both 

companies, and instructive education. Right now, there are unused advancements that see workers not as they 

were as assets but moreover as resources or capital to be supervised and developed for the company. In order to 

achieve office greatness and accomplish organizational objectives, an office must be bolstered by human assets 

who are competent and can accomplish the obligations and requests of the organization in specific and the more 

extensive community in common[2]. The human aspect has a very important role in the company, because they 

are the driving force of the company so that it can run, develop, survive and improvise in advancing the 

company. Therefore, humans are intangible assets/human capital which includes the level of education, 

knowledge, skills, competencies, work attitudes, leadership, motivation, organizational citizenship behaviour, 

relationships with colleagues and so on[3]. 

Representative execution is an vital part of an organization. It can characterize the organization's level 

within the advertise environment and offer assistance accomplish organizational objectives. Here, organizational 

execution is characterized as behaviour or activities to attain organizational objectives. Execution is the result of 

worker work. A multidimensional execution in which the estimation depends on different variables. Different 

components influence representative execution, and one of the components is authority. Here, worker execution 

is impacted by transformational administration[4]. 

In the original conceptualization, transformational leadership incorporates four measurements of 

pioneer behaviour. Idealized impact alludes to the to what extent pioneers show honourablebehaviours that 

cause adherents to distinguish themselves from them. Motivational inspiration alludes to the degree to which the 

pioneer expresses a vision that pulls in and motivates devotees. Mental incitement alludes to the to what extent 

pioneers take dangers, suspicions challenge, and assemble followers' thoughts. Person thought alludes to the 

degree to which the pioneer tunes in to followers' concerns, goes to their needs, and acts as a guide or coach[5]. 

In addition, another factor that affects teacher performance is work motivation. Motivational tendencies and 

behavioral selectivity are controlled by the relationship between consequences and the tendency to set goals 

until they are achieved[6]. Humans as one of the basic components in public organizations must have motivation 

stored in their hearts or desires that can spur them to achieve what they aspire to. Motivation shows the forces 

that exist within the employee that initiate and can direct the person's behavior. An employee needs to increase 

his motivation first so that he can produce good performance[7]. 
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The accomplishment of representative execution, particularly benefit execution, must be upheld by the most 

extreme endeavors of each representative. For this reason, companies require worker support to do what is best 

for the organization. Great execution requires representatives to do their employees' in-role work and work 

exterior of extra-role work. This behaviour is also known as Organizational Citizenship Behaviour (OCB)[8]. 

Realities appear that organizations with great OCB representatives will perform way better. Great representative 

execution can increment client fulfilment from the company. Based on clarification over, this consider utilized 

Organizational Citizenship Behaviour as an interceding variable between transformational administration and 

inspiration on execution[8]. 

 

II. LITERATUR RIVIEW 
Performance 

Execution can be characterized as the sum of exertion made by the educator to total his work. In the 

interim, execution is depicted as a composed archive coming about from the completion of errands or work 

carried out by instructors within a certain period of time. Within the setting of this inquire, educator execution 

assessment employments two-dimensional work targets and work behaviour. Work targets bargain with yearly 

work plans that are focused on being completed by one educator. The target of work comprises of work amount, 

quality, length, and taken a toll. Work behaviour is related to the state of mind of the educator when completing 

his assignment. This behaviour comprises factors such as benefit introduction, judgment, commitment, teach, 

collaboration, and authority[9]. 

Transformational Leadership 

The transformational leadership refers to an approach by pioneers to distinguish themselves from and 

fulfil past desires by devoting themselves to the objectives and interface of the organization. Transformational 

leadership  plays a vital role in bringing about fundamental changes to sustainable 

management[10].Transformational leadership is capable of turning organizations around through its vision in 

the long term and can involve representatives in order to fulfil that vision. These pioneers normally show four 

distinctive conducts: idealized influence, inspiration, intellectual inspiration and individualized thinking. In 

short, "charisma" or idealized impact, alludes to a pioneer who shows tall guidelines of ethical and moral 

behaviour. They are self-confident, held in tall respect actually, and act as solid part models for supporters[11]. 

Motivation 

Motivation can be characterized as numerous analysts and creators propose as a mental drive that 

controls the level of exertion of the individual, as well as the timelessness of an individual within the deterrents 

experienced at work. Another definition is “Work inspiration can moreover be characterized as a mental drive 

inside an individual that decides the heading of that person's behaviour in an organization[12]. The most 

components within the over definition are; exertion, coordinate control, and diverse courses to behaviour and 

exertion. These mentioned words interpret as approaches individuals utilize to realize tall levels of execution 

that will benefit their organizations diligently. So, if an individual is “moved to do something” to realize an 

objective, usually considered a form of inspiration, though in the event that an individual has got to do 

something and he or she isn't moved or motivated to do so, this can be called demotivation or inspiration[13]. 

Organizational Citizenship Behaviour 

Organizational citizenship behaviourconcept was included within the administration writing within the 1980s 

and has as of late ended up a point of intrigue to numerous analysts. The concept of organizational citizenship 

behaviour speaks to personal behaviour that's not specifically or expressly officially recognized compensation 

framework, but which moreover contributes to the successful and productive operation of the organization. It 

comprises of the intentional endeavours and extra-role behaviour of people past the benchmarks set by them in 

their work environment. organizational citizenship behaviour has seven measurements counting accommodating 

behaviour, kindness, organizational commitment, organizational cohesion, person activity, civic 

accomplishment, and individual improvement[14]. Organ (1988), who created and used the extra-role behaviour 

as a "organizational citizenship behavior” concept, has disentangled this concept into five measurements as 

benevolence, scruples, goodness, civic ideals, and liberality[15]. 

 

III. HYPOTHESES 
The Connectionof Transformational Leadership and Organizational Citizenship Behaviour 

Transformational leadership which contains values such as charisma, motivation, individual 

consideration, and mental boost incorporate a solid relationship to empower positive states of mind and 

behaviors of employees to emerge.One of the positive outcomes or behavior is organizational citizenship 

behavior[16]. Outcomes in the form of attitudes and behavior are mostly due to the role of leadership. The 

impact of the dimensions of leadership transformational such as the individual attention given by the leader to 

his employees, which aims for employees to maximize their work performance and have a high sense of self-
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confidence and even build emotional bonds not only with superiors but also with the organization. This allows 

employees to have greater a sense of caring for their colleagues and their organization[17]. 

H1: Transformational leadership contains a positive and critical impact on organizational citizenship behavior 

H6: Organizational citizenship behavior can intervene the impact of transformational leadership on performance 

The Connectionof Motivation and Organizational Citizenship Behavior 

The motivation given by the company is a motivation that comes from outside and will provide good 

feedback to the company. The feedback obtained from employees is in the form of better performance provided 

to the company by employees. work motivation can is defined as the morale that exists in employees that makes 

them able to work to achieve certain goals. The company motivates so that the performance of employees can be 

optimal[18]. Optimal performance does not only include formal work but can include non-formal work or extra 

work which is often called organizational citizenship behavior. Successful companies need employees who are 

able and willing to do tasks that are not their formal duties. Work motivation affects OCB because when 

employees are motivated, employees can make them feel valued so that they can influence their attitude to 

accept any job and carry it out. As a result, the stronger the work motivation, the more OCB nature there is. 

[19]. 

H2: Motivation has a positive and significantimpactt on organizational citizenship behavior 

H7: Organizational citizenship behavior can mediate the impact of motivation on performance 

The Connectionof Organizational Citizenship Behavior and Performance 

In general, organizations believe that the highest level of personal performance must be achieved to 

achieve excellence. In principle, The performance of individuals affects the performance of a team or working 

group and finally affects the performance of the whole organization[20]. Based on the above opinion explains 

that the organizational citizenship behavior (OCB) affects employee performance positively, because OCB can 

increase job satisfaction and employee performance so that the higher job satisfaction felt by employees will be 

able to improve performance. Thus, to achieve high performance, companies need to improve the formation of 

OCB behavior to their employees, namely behavior that exceeds their duties as stipulated in the job description 

and the formation of a collective work system[21]. 

H3: Organizational citizenship behavior has a positive and significant impact on performance 

The Connectionof Transformational Leadership and Performance 

Transformational leadership has an effective influence on subordinates so that their way of thinking becomes 

creative and innovative. The existence of transformational leaders makes an effective influence on their 

subordinates, encourages and motivates them to think positively, creatively, and innovatively because it 

provides a high job by supporting the actions of subordinates to make choices. Companies that have good 

leaders, their simple logic will be loved by their subordinates. Good at sharing thoughts and prioritizing to 

prioritize those who need help. The quality of a leader also affects the quality of employee performance. This 

will make the spirit of leadership in a leader achieve the vision. The higher the leadership spirit of a leader, the 

higher the quality of employee performance[22]. 

H4: Transformational leadership has a positive and significant effect on performance 

The Connectionof Motivation and Performance 

Work motivation is the impetus for someone to do work. In the end, encouragement both from within 

and from outside a person will produce a good performance, and vice versa if employees are not motivated to do 

their jobs, the result will decrease the performance of the employees themselves. Thus it can be said that 

motivation affects a person's performance. The more motivated a person is to do a job, the performance will 

increase, and vice versa, the more unmotivated someone is to do the job, the performance will decrease[23]. 

H5: Motivation has a positive and significant effect on performance 

 
Figure 1 Theoretical Frame Work 

 

IV. METHODOLOGY 
This research uses quantitative methods. The sample in this study were teachers at SMK PANJATEK, 

North Bekasi. The sampling technique used is probability sampling[24]. A questionnaire was used to collect 

data in this study with likert scale was given directly to the respondents, namely the teachers of SMK 
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PANJATEK North Bekasi. With a Likert scale, each variable will be divided into several indicators, then the 

indicators will be described in the form of questions that must be answered by the respondent. There are 5 

answers on the Likert scale, strong consent (score five), consent (score four), indecided agreement (score three), 

disagreement (score two) and strong disagreement (score one))[25]. Partial Least Square (PLS) with WarpPLS 

7.0 software is the analytical method employed. For predictive purposes, PLS is the component-based method 

for Structural Equation Modeling (SEM). The technique of Partial Least Square (PLS) for a complex predictive 

analysis is widely used and is not supported by theory. with the aim of exploration Testing of the entire model 

will also be carried out[26]. 

Table 1 Indicator of Variabel 

 
Source: ([27],[28],[29],[30]) 

 

I. RESULT AND DISCUSSION 

Convergent Validity 

Table II Result of Convergent Validity Test 

 
The loading factor value can be measured for convergent validity with a minimum limit of 0.50 to 0.60. In this 

case, the researcher uses a minimum limit of 0.60 loading factor to determine the level of indicator validity[31]. 

The loading factor value is known to be based on table II of each item is greater than the minimum limit of 0.60. 

Thus, all items can be found to be declared valid. 

Discriminant Validity  

When the AVE root of each structure exceeds the correlation between other structures in the model, the model 

has good discrimination effectiveness[32]. The AVE results are provided below root test from WarpPls . 

 

Table III Result of Discriminant Validity Test 
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On the basis of the above table, the correlation between the AVE root and the hidden variables above, all 

variables are declared valid, because the AVE root is greater than the correlation between other variables. 

Composite Reliability 

This test is used for consistent measurement. and stability of the hidden variables in the study. If the 

design is in accordance with the rules of thumb, the value of Cronbach‟s alpha and cumulative reliability must 

be greater so that it is declared reliable. In the following, the researcher summarizes the table of test results from 

composite reliability[33]. 

Table IV Result of Composite Reliability Test 

 
It can be concluded from the table above that based on these data, if all the latent variables used in the study 

exceed the Cronbach alpha value, then statistically it is reliable. 

The Coefficient of Determination (R
2
) 

The value of the determination coefficient (R-squared) is used to measure the level of variance between 

thevariable[34]. The results below areof the coefficient of determination test: 

Table V Result of The Coefficient of Determination (R2) Test 

 
The table shows that the R-squared value of all independent variables can explain the 0.264 change in 

the Organizational Citizenship Behaviour variable. Thus, it can be construed that all independent variables can 

explain 26.4% of variations in the Organizational Citizenship Behaviour variable, while Other variables outside 

of the model explain the remaining 73.6 percent. 

The R-squared value can be seen in the table of all independent variables can explain changes in the output 

variable of 0.333. Thus, it can be interpreted that all explanatory variables can explain 33.3% of changes in 

performance variables, while the remaining 66.7% are explanated by other external variables. 

Good of Fit Model Test 

The model suitability test itself is carried out by analyzing 3 quality indices, namelyaverage variance 

inflation factor (AVIF), average R-squared (ARS), and average path coefficient (APC). The requirement for the 

index average path coefficient (APC) and average R-squared (ARS)to be accepted is that the P-value of the 

model is < 0.05. While the average variance inflation factor (AVIF) index is concluded to pass if the value is < 

5[35]. 

Table VI Result of Good of Fit Model Test 

 
Partial Least Square 

 
Figure 1 Result of Partial Least Square Analysis 
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Table VII Result of Hypotheses Test 

 
It is well known that p-value is based on the findings of the partialleast square of transformation 

leadership's influence on the conduct of organizational citizenship0.03 < 0.05 with a coefficient of 0.25. This 

means that the transformation leadership's positive and significant impact of organizational citizenship, so H1 is 

accepted. The higher transformational leadership, the higher the citizenship behavior of the organization. Then 

for the motivating influence on the conduct of organizational citizenship, the p-value is known 0.01 <0.05 with a 

coefficient of 0.39. TThis means that motivation affects the organizational citizenshipbehavior positively and 

significantly, so H2 is accepted. The higher the motivation, the higher the organizational citizenship behavior. 

Furthermore, It is known that the effect of organizational citizenship citizenship on performance is p-value is 

0.01 <0.05 with a coefficient of 0.41. This means the positive and significant impact on performance of 

organizational citizenship, so H3 is accepted. The higher the organizational citizenship behavior will improve 

performance. The influence of transformational leadership on performance, known p-value 0.17> 0.05 with a 

coefficient of 0.13. So transformational leadership has no effect on performance, H4 is accepted. The higher the 

transformational leadership, it will not improve performance. The impact of motivation on performance, it is 

known that the p-value is 0.02 < 0.05 with a coefficient of 0.27. This means motivation has an effect on 

performance that is positive and significant, so H5 is accepted. The higher the motivation, the better the output.. 

Transformational leadership's influence on performance through organizational citizenship behavior, the p-value 

is known is 0.04 < 0.05. That implies that the relation between the impact of transformational leadership on 

performance can be mediated, so H6 is accepted. The motivating influence on performance through 

organizational citizenship behavior, the p-values are known 0.03 < 0.05. This means that the 

organizationcitizenship behavior can mediate the motivation relationship to performance, so H7 is accepted 

 

CONCLUSIONS 
The positive and important impact on organizational citizenshipbehavior is 

transformational leadership.Motivation affects the organizational citizenshipbehavior positive and significantly. 

Organizational citizenship behavior has a positivehas a positive and significant impact on performance. 

Transformational leadership does not affect performance. Motivation affects performance positively and 

significantly. The influence of transformation leadership on performance can mediate the behavior of 

organizational citizenship. The relationship between motivation and performance could be mediated by 

corporate citizenship. 
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