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Abstract: This research aimed to analyze the mediating role of organizational commitment on 

the influence of leadership behavior and work environment towards organizational citizenship 

behavior. The research was conducted from October 2019 to April 2020 at AJB Bumiputera 

1912 Headquarter. The populations in this research were 317 employees. There were 177 

employees were taken as sample using Slovin’s formula with 5% error tolerance. Then, a quota 

sampling method was used in administering questionnaires to respondents. Data collected were 

analyzed using Structural Equation Modeling with the help of SmartPLS software version 3.2.8 

for Windows. The results showed that leadership behavior had a slight positive, but not 

significant influence on organizational citizenship behavior. However, work environment had a 

positive and significant influence on organizational citizenship behavior. Meanwhile, the 

organizational commitment had positively and significantly mediated the influences of both 

leadership behavior and work environment on organizational citizenship behavior. 

Keywords: Leadership behavior, work environment, organizational commitment, 

organizational citizenship behavior. 

 

INTRODUCTION 

For this surviving of an organization, the organization should create sense of belonging to 

employee so they would volunteer to bring forward the organization or commonly called as 

organizational citizenship behavior (OCB) because when employee have no high OCB 

behavior to organization, it would impact to its continuity. 

 

Background of Problem 

AJB Bumiputera 1912 organization which was established 107 years ago thats not easy 

to run organization for long time. Based on interviews result with Human Resources Manager 
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and development manager of AJB Bumiputera 1912 related to these organization condition that 

explained about the weakness of voluntary attitude from employee regarding the progress from 

AJB Bumiputera, which is unable to compete with foreign insurers. This was made worse by 

failures to collaborate with PT Evergreen Invesco, Tbk which had an impact to disconnecting 

between Bhinneka Insurance and AJB Bumiputera 1912. During this split time, there 

restructuring occurred which eventually became moments for employee to move to Bhinneka 

Insurance when they had chance and opportunity. As Amounted of 200 employees from AJB 

Bumiputera 1912 headquarters had finally moved to Asuransi Bhinneka during restructured 

period on 2017 with laid off status.  

These two resource people realized about this importance of volunteer attitude or usually 

referred as OCB to surviving the company. Lots of employee refused when they have to work 

on holiday to sort of the problems or when they have to work overtime after working hours. 

Beside that, there were few employees who has low conscientiousness regarding working hours 

times which consider as an important matter moreover had expected them to exceed the jobs 

more than company standard. This could be seen from company's data which shows the 

increasing of " lost hours " on employee during last 6 years. These resource people said during 

these restructured period there's no shown any commitment from employees. They decided to 

left AJB Bumiputera 1912 though they had worked for years. Not to mention all the data before 

they moved, there had several data that were deleted to eliminated the traces of unknown errors 

which made difficult for employee who were still work at AJB Bumiputera 1912. Beside that, 

Lots of leaders who were elected without procedure because the previous section leaders were 

moved to Bhinneka Insurance which made AJB Bumiputera 1912 is weaker. That two resource 

people were also explained that head of department was appointed as a substitute without going 

through fit and proper tests such as forming of cadre, making papers, presentations and 

interviews. It causing these leadership behaviors still not been formed properly and get many 

complaints from employees. The Resource people also admitted that it was very difficult to 

change these work environments that has been formed for long time which accustomed to 

relax, a lot of conversations between employee because the workspace was open without any 

borders and just doing routine or less innovations. 

In previous research was also found that relationship of these problems. Ananda's prior 

research  (2017) it was also found about this matters. In Ananda's research (2017) it was found 

the influence from leadership behavior to organization commitment, Umamaheswari research 

(2016) found the influence from work environment towards organization commitment, Dartey-

Baah's research (2019) revealed about leadership behavior influence over OCB  but in Olcer's 

research (2014) stated opposite that transformational leadership had none influence over OCB, 

it triggered the research gap that would created mediation variables. Waspodo's research (2019) 

stated that work environment had influence towards OCB but in Syahriani's research (2017) 

said the opposite that work environment had none impact to OCB, so there has research gap 

which could triggered of these emergence of the mediation variables. Research by Mahardika 

(2019) explains that organization commitment had positive and significant impact against 

OCB. Beside that, in Pitaloka research  (2014) organization commitment was succeeded in 

becoming intervened variable between work environment and OCB and in Pingping's research 
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(2009) organizational commitment had proven to mediated and distributed the leadership 

variable to OCB.  

From these explanations above, it shown the possibility if leadership and work 

environment did not reach optimal that is why the commitment to organization becomes low 

and it does influence to lack of organizational citizenship behavior. Based on this background, 

the researchers were interested to carry out the research that related to “The Mediating Impact 

of Organization Commitment on the Influence of Leadership Behavior and Work Environment 

on Organizational Citizenship Behavior at AJB Bumiputera 1912 Headquarter”. 

 

LITERATURE REVIEW 

Leadership Bahaviour 

According to George R. Terry in Kartono (2011) explained that leadership is an activity 

of influencing people so they would like to try to achieve the group goals. 

In Robbins it was explained anything related to several leadership styles such as 

charismatic leadership styles, transformational leadership styles, and behavior leadership styles 

(Robbins and Judge, 2018). In this research the concept theory of leadership behavior would be 

used as basis. Yukl explained that leadership behavior is a leadership style which aimed to 

influence the satisfaction and performance on subordinates. Yukl in Lo, et.al. (2011) has divide 

this leadership behavior into three dimensions which is task-oriented leadership, relations-

oriented leadership, transform-oriented leadership. 

 

Work Environment 

According to Sedarmayanti (2013), work environment is the overall tools, materials and 

surrounding environment which faced by person at works, both methods and its procedures as 

individuals or as groups. Based on Manpower Minister regulation number 5 from 2018 

regarding Occupational Safety and Healthy Work Environment which explained that work 

environment is an hygiene aspect at workplace which includes factors whose presence at work 

that could affect safety and health on workforce. 

Sedarmayanti was explained that work environment was divided into two namely 

physical environment and non-physical environment. 

 

Organizational Commitment 

According to Robbins statement that organization commitment is how employee would 

identifies the organization, its goals and hopes to remain as member of organization (Robbins 

and Judge, 2018). According to Meyer et. al. in Shanker (2016), organization commitment is 

attitude and behavior towards the owner that could defined as relative strength, individual 

identification and employee involvement with particular organization. Meyer and Allen in 

Klein that re-quoted in Luthans (2011) was explained that there are three dimensions of 

organization commitment, such as affective commitment, continuance commitment, normative 

commitment. 
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Organizational Citizenship Behavior (OCB) 

According to Organ in Kidwell quoted that repeated in Luthans (2011) said that OCB is 

individual behavior which discretionary, not directly or explicitly recognized by formal reward 

system and aggregately had promotes the effective functioning of organization. According to 

Robbins and Judge (2018), OCB is behavior from individuals which talked positively about 

their organization, help others and exceed the normal expectations of their work. According to 

Organ in Shanker (2016) there has five dimensions of OCB such as altruism, 

conscientiousness, civic virtue, courtesy, sportsmanship. 

The research theoretical framework model was described as in below: 

Hypothesis 

H1: Leadership behavior had positive and significant influence on OCB. 

H2: Leadership behavior had positive and significant influence on organization commitment. 

H3: Work environment had positive and significant influence towards OCB. 

H4: Work environment had positive and significant towards organization commitment. 

H5: Organization commitment had positive and significant impact to OCB. 

H6: Leadership behavior had positive and significant influence towards OCB which mediated 

by organization commitment. 

H7: Work environment had positive and significant influence against OCB which mediated by 

organizational commitment. 

 

RESEARCH METHODS 

This research used descriptive method by quantitative and causal research method. These 

Research objects was all employee from AJB Bumiputera 1912 headquarters as many as 177 

respondents filled these questionnaires, the research sample took by Slovin formula from total 

population of 317 employee into 177 respondents. The sampling technique used quota 

sampling and data were analyzed by SmartPLS (Partial Least Square) path analysis application. 
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FINDINGS AND DISCUSSION 

Frequency Distribution 

According to questionnaire results which distributed, 70.6% for men while 29.4% for 

women. In terms of age, most at ages of more than 40 years was 39.5%, for ages more than 30 

to 40 years as many as 27.7% and remaining 32.8% were aged 20 to 30 years. Whereas for 

length of work that experienced by employee, who worked for 1 to 5 years of 29.9%, employee 

who had worked for more than 5 to 10 years were 21.5% then employee who had worked for 

more than 10 to 15 years were 24.9 % and employee who had worked for more than 15 years 

which amounted 23.7%. If based on department, there has obtained from Administration and 

Service as many as 2.3%, Actuarial as many as 3.4%, Accounting as many as 4%, Legal as 

many as 3.4%, Agency as many as 1.1%, Claim as many as 9.6%, Management Risk as many 

as 1.7%, Internal Control as many as 3.4%, Corporate Planning as many as 1.1%, Coverage as 

many as 6.8%, Portfolio as many as 3.4%, Property as many as 2.3%, Information Systems as 

many as 4%, General as many as 10.7%, Fund Management as many as 2.3%, Marketing as 

many as 7.9%, DPLK as many as 4%, Subsidiaries as many as 15.3%, Secretariat as many as 

4.5%, Foundations as many as 4%. 

 

Outer Model Evaluation 

According to Ghozali and Latan (2015), the indicator considered had high level of 

validity if it has loading factor value greater than 0.70. However, loading factors of 0.50 to 0.60 

are still considered as acceptable Loading factor value used in this research > 0.6 so if loading 

factor value < 0.6 from estimation bookkeeping model result (outer model) then it will be 

removed from model and performed and recounted. 

 
Based on first calculation, there are some of invalid indicators that excluded from model 

thats why it was conduct recalculated for second times. Then convergent validity second test 

was performed according to outer loading result was declared valid. 
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Then discriminant validity test was performed according to cross loading result and were 

declared valid. 

 

Then reliability test based on composite reliability and cronbach’s alpha with each 

condition above 0.70 then instrument will be considered as reliable. 

 
 

Inner Model Evaluation 

First step to examined these determination coefficients by looking at value of R Square, 

where Ghozali and Latan (2015) explain that value of R-Square 0.75; 0.50; 0.25 which is 

strong, moderate and weak model. 
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From these results it could be concluded that between leadership behavior and work 

environment had Moderately affect by organization commitment and OCB. Further step was 

conducted Goodness of Fit Index (GoF) test. 

GoF Index  = √AVE x R
2  

= √((0,636 + 0,605 + 0,632 + 0,504) / 4) x ((0,692 + 0,722) / 2) 

= √(0,594 x 0,707) 

= 0,648
   

 

Based on calculation, it could be said that GoF Index value was considered bigger than 

0.36. And the last step was conduct hypothesis test, which earned table value of 1.97377 with 

significant level from significance (α) of 0.05. 

 
Based on this research's results it was showed that direct influence from leadership 

behavior to OCB did not huge. These results were in line with prior research that conducted by 

Olcer (2014) and opposite to Dartey-Baah research (2019). However, when its mediated by 

organization commitment, then it became positive and significant influence towards OCB. 

Leadership behavior also had positive and significant influence over organization commitment 

and were in line with Ananda's research (2017), and organizational commitment had positive 

and significant impact towards OCB that were in line with Mahardika's research (2017). This 

becomes a hub between leadership behaviors which affect by organization commitment 

variable and would had an impact towards OCB. In this case, organization commitment acts as 

perfect mediator between leadership behavior to OCB. 

1) According to this research it shown that there had positive and significant influence which 

occurs from work environment to OCB and were in line with Waspodo research [5], so it 

said if work environment gets better then OCB also get higher, besides this influence from 

work environment to OCB could be stronger if it was mediated by organization 

commitment. In this research shows that work environment had positive and significant 

influence over organization commitment and were line with Umamaheswari research [2] 

explained earlier that organization commitment had positive and significant impact 
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towards OCB and organization commitment strengthens it. So it said that organization 

commitment acts as partial mediator between work environment and OCB. 

 

CONCLUSION AND SUGGESTION  

Conclusion  

From these research results it could be concluded that direct influence from leadership 

behavior to OCB gives positive impact but not significant, by indirect impact from mediating 

organization commitment variable, it was Strengthen the leadership behavior influence towards 

OCB which now become positive and significant impact. So, it could be concluded that 

organization commitment perfectly mediated leadership behavior influence on OCB. And the 

direct influence of work environment on OCB gave smaller impact than the indirect one. So, it 

could be said that organization commitment had partially mediated the influence from work 

environment to OCB.  
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