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Abstract: The phenomenon behind this study is that 
some employees of Next Hotel Yogyakarta still focus 
primarily on their main tasks and have not fully 
demonstrated extra-role behaviors, such as helping 
colleagues or taking initiatives beyond their formal 
responsibilities. This condition indicates that 
organizational citizenship behavior (OCB) has not 
yet been optimal within the work environment. This 
study aims to analyze the influence of 
transformational leadership, work engagement, and 
quality of work life on organizational citizenship 
behavior. The research employs a quantitative 
approach involving 50 employees of Next Hotel 
Yogyakarta, who were selected using a census 
sampling technique. Data were collected through a 
questionnaire distributed via a survey and based on 
indicators relevant to the variables studied. Data 
analysis was conducted using SmartPLS version 4.0 
to test the relationships among variables. The results 
indicate that transformational leadership, work 
engagement, and quality of work life have positive 
and significant effects on organizational citizenship 
behavior. This study highlights the importance of 
improving OCB through the significant antecedents 
proposed. 
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INTRODUCTION 

 The~ i~de~nti~fi~e~d be ~havi~o ~r that can gre~atly co~ntri~bu~te~ to~ the~ e~ffe~cti ~ve~ne~ss o~f 
achi~e ~vi~ng o~rgani~zati~o~nal go~als i~s o~rgani~zati~o~nal ci~ti~ze ~nshi~p be~havi~o~r (O~CB) (O~rgan 
2009). O~CB fro~m an o~rgani~zati~o~nal pe ~rspe~cti~ve~, i~s po~si~ti~ve ~ be ~havi~o ~r that can i~ncre~ase~ 
re~so ~u ~rce~ u~ti ~li~zati ~o~n and re~du~ce~ the~ ne~e~d fo~r mo~re~ fo~rmal co ~ntro~l me~chani~sms, whi~le~ no~t 
re~qu ~i~ri ~ng a lo~t o~f co~sts (Nai~mah e~t al. 2022). E~mplo~ye ~e~s who ~ e~xhi~bi~t O~CB be~havi~o~r 
wi~thi~n an o~rgani~zati~o~n do~ no~t asso~ci~ate ~ i~t wi~th mo~ne~tary re~wards o~r spe ~ci~fi~c bo~nu~se~s; 
the ~y te ~nd to~ de~mo~nstrate ~ i~ndi~vi~du~al so~ci~al acti~o~ns that go~ be~yo ~nd the~i~r du~ti~e~s, su~ch as 
vo~lu~ntari~ly he~lpi~ng co~lle ~agu~e~s du~ri~ng bre~aks o~r o~u~tsi~de~ o~f wo~rki~ng ho~u~rs (He~rmawan e~t 
al. 2024). Base~d o~n i~ni~ti~al o~bse~rvati~o ~ns at Ne~xt Ho~te~l Yo~gyakarta, i~t was fo~u~nd that the~re~ 
are~ sti~ll e~mplo~ye~e~s who ~ o~nly fo~cu~s o ~n the~i~r o~wn tasks whi~le ~ e ~xtra-ro~le~ be ~havi~o~rs are~ no~t 
fu~lly i~mple~me~nte~d, su~ch as the~ wi~lli ~ngne ~ss to~ take~ the~ ti~me ~ to~ he~lp co~lle~agu~e~s, a lack o~f 
pri~de~ i ~n the~ o~rgani~zati~o ~n to~ e~xte~rnal parti~e~s, and a ne~e~d to~ i ~ncre~ase~ co ~nce~rn fo~r wo~rke~rs 
who ~ ne ~e~d o~ri~e~ntati~o~n, whi~ch i~ndi~cate~s that O~CB be~havi~o ~r i~s sti~ll no~t o~pti ~mal.  
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 Facto~rs that can i~nflu~e~nce~ the~ le ~ve~l o~f e~mplo~ye~e ~ O~CB are~ the~ le ~ade~rshi~p style~ 
appli~e~d i~n the~ o~rgani~zati~o~n, altho~u~gh i~nco~nsi~ste~nci~e~s i~n pre ~vi~o~u~s re~se~arch re~su~lts can 
sti~ll be ~ fo~u~nd. Transfo~rmati~o~nal le~ade~rshi~p plays a ro~le~ i~n bu~i ~ldi~ng e~mplo~ye~e~ 
co~mmi~tme~nt be~cau~se~ i~t i ~s able~ to~ pro ~vi ~de~ di~re~cti ~o~n to~wards po~si~ti~ve~ change~ (Jami~latu~l 
Hasanah e~t al. 2023) . Si~mi~larly, Taro~re~h e~t al. (2020) and Salfi~tri ~ e~t al. (2024) fo~u~nd that 
transfo ~rmati~o~nal le~ade~rshi~p has a po~si~ti~ve~ and si~gni~fi~cant i~nflu ~e~nce ~ o~n O ~CB. Ho~we~ve~r, 
the ~se~ stu~di~e~s are~ i~n co ~ntrast to~ Danarjo~no~ and E~lmi~. (2021) whi~ch state~ that 
transfo ~rmati~o~nal le~ade~rshi~p has no~ si~gni~fi~cant e~ffe~ct o~n O~CB. 
 Acco~rdi~ng to~ I~lhami~yah and Harso~no~. (2022), asi~de~ fro~m le~ade~rshi~p facto~rs, 
ano~the ~r facto~r that i~nflu ~e~nce ~s the~ fo ~rmati~o~n o~f O~CB i ~s wo~rk i~nvo~lve~me ~nt. I~ndi~vi~du~als 
wi~th hi~gh wo~rk i ~nvo~lve ~me~nt te~nd to ~ pe ~rfo~rm the~i~r tasks vo ~lu ~ntari~ly wi~tho~u~t e~xpe~cti~ng 
re~wards. Thi~s o~ccu~rs be~cau~se~ the~y vi~e~w wo~rk as so ~me ~thi~ng ve~ry me~ani~ngfu~l and 
i~mpo~rtant i~n the~i~r li~ve~s. Re~se~arch co ~ndu~cte~d by Re~stanti~ e~t al. (2024) and So~i~li~hi ~n and 
Fathi~hani~. (2024) state ~s that wo~rk i~nvo~lve~me~nt has a po ~si~ti~ve ~ and si~gni~fi~cant e~ffe~ct o~n 
O~CB. Ho~we~ve~r, thi~s re ~se ~arch i~s no~t su ~ppo~rte~d by Sari~ and Ku~rni~awan. (2023) whi~ch 
state~s that wo~rk i~nvo~lve ~me~nt has a ne~gati~ve~ and i~nsi~gni~fi~cant e~ffe ~ct o ~n O~CB. 
 I~n i~mpro~vi~ng O~CB, i~t i ~s i~mpo~rtant to~ co~nsi~de~r mo~ti~vati ~ng facto~rs, o ~ne~ o~f whi~ch i~s 
the ~ le~ve~l o~f qu~ali~ty o~f wo~rk li~fe~ (QWL). Cu~rre~ntly, QWL i~s co~nsi~de~re~d o ~ne~ o~f the~ mo~st 
i~mpo~rtant di~me~nsi~o~ns i~n de~te~rmi~ni ~ng an i~ndi~vi~du~al's qu~ali~ty o ~f li ~fe~ (Ko~we ~y e~t al. 2022). 
QWL plays an i~mpo~rtant ro~le~ i~n cre ~ati ~ng a he~althy and ple~asant wo~rk e ~nvi~ro~nme~nt fo~r 
e~mplo~ye~e~s, whi~ch can le~ad to~ i~mpro~ve~d e~mplo~ye~e~ pe~rfo ~rmance~. U~lfa e~t al. (2021) state~ 
that QWL has a po~si~ti~ve ~ and si~gni~fi~cant e~ffe~ct o~n O~CB. Ho~we~ve~r, thi ~s re~se~arch i~s no~t i~n 
li~ne~ wi~th Le~stari~ e~t al. (2023), whi~ch state~s that QWL has a ne ~gati~ve~ and i~nsi~gni~fi~cant 
e~ffe~ct o ~n O~CB. 
 The~ i~nco~nsi~ste~ncy o ~f the~se~ re~se~arch re~su~lts i~ndi~cate~s the~ ne ~e~d fo ~r fu~rthe~r stu~dy 
o~n the~ i~nflu~e~nce~ o~f transfo~rmati~o~nal le~ade~rshi~p, wo~rk e~ngage ~me~nt, and qu~ali~ty o~f wo~rk 
li~fe~ o~n o~rgani~zati~o~nal ci~ti~ze~nshi~p be~havi~o~r. The~re~fo~re~, thi~s stu ~dy ai~ms to~ re ~-e~xami~ne~ 
the ~se~ facto~rs i~n a di~ffe ~re ~nt co~nte~xt. Thi~s stu~dy i~s e ~xpe~cte~d to~ co~ntri~bu~te~ to~ the~ 
de~ve ~lo ~pme~nt o~f acade ~mi~c li ~te~ratu~re ~ whi~le~ o~ffe~ri~ng ne ~w i~nsi~ghts fo ~r mo~re~ e~ffe~cti~ve~ 
hu~man re~so~u~rce~ manage~me~nt. 
 Transfo~rmati~o~nal le~ade~rshi~p i~s de ~fi~ne~d as a le~ade~rshi~p appro~ach that re~gu~late~s 
i~nte~racti~o~ns i~n faci~ng change~s, bo~th i~nte ~rnal and e~xte~rnal, by mo~ti~vati~ng, i~mpro~vi~ng, and 
changi~ng the~ acti~o~ns and aspi~rati~o~ns o~f e~mplo~ye~e~s, i~nte ~grati~ng e~mpathy, co~mpassi~o~n, 
re~lati~o~nshi~p bu~i~ldi~ng, and i~nno~vati~o ~n so~ that le~ade~rs and fo~llo~we ~rs share~ the~ same~ 
vi~si~o~n and valu~e~s, re~spe~ct e~ach o~the ~r, and have~ tru~st (Santo~so~ e~t al. 2022). Acco~rdi~ng 
to~ re~se ~arch fro~m O~ktavi~ani~ e~t al. (2023), transfo~rmati~o~nal le~ade~rshi~p has a po~si~ti~ve~ and 
si~gni~fi~cant e~ffe~ct o~n O ~CB. Thi~s i~s i ~n li ~ne ~ wi~th what has be ~e~n me~nti~o~ne~d by Pe~rkasa and 
He~rawaty. (2021), that transfo~rmati~o~nal le~ade~rshi~p has a po ~si~ti~ve~ and si~gni~fi~cant e~ffe~ct 
o~n O~CB. Thu~s, the~ re~su ~lts o~f thi~s stu~dy can be~ drawn i~nto~ the~ fi~rst hypo~the~si~s, name~ly; 
H1: Transfo~rmati~o~nal le ~ade~rshi~p has a po~si~ti~ve~ and si~gni~fi~cant e~ffe~ct o~n O~rgani~zati~o~nal 
Ci~ti~ze~nshi~p Be~havi~o~r (O~CB). 
 E ~mplo~ye~e~s te~nd to~ wo~rk harde~r and e~xce~e~d the~ li~mi~ts o~f the~i ~r assi~gne~d tasks, as 
we~ll as vo~lu~ntari~ly allo ~cate~ mo~re ~ ti~me~ to~ co~mple~te~ the ~i~r wo~rk, e ~spe~ci~ally i~f the~y fe~e~l 
psycho ~lo~gi~cally i~nve~ste ~d o~r co~mmi~tte ~d to~ the~ jo~b (De~ali~sa & Wi~do~do ~. 2024). Thi~s sho~ws 
that i~ndi~vi~du~als who~ wo~rk be~yo ~nd the ~i~r spe~ci~fi~e~d co~ntract ho~u~rs e~xhi~bi~t be~tte ~r O~CB 
be~havi~o~r. E~mplo~ye~e~s who~ are~ mo~re~ e ~ngage~d i~n the~i~r wo ~rk te~nd to ~ e~xhi~bi~t hi ~ghe~r le~ve~ls 
o~f o ~rgani~zati~o~nal ci~ti ~ze~nshi~p (De~ali~sa & Wi~do~do~. 2024). Re~se~arch co~ndu~cte~d by 
Tamarawati~ and Pu~spawati~. (2022) sho ~ws that wo~rk e ~ngage ~me~nt has a po~si~ti~ve~ and 
si~gni~fi~cant e~ffe~ct o~n O~CB. Thi~s re~se ~arch i~s i~n li~ne~ wi~th No~vi~tasari~ e ~t al. (2024), whi~ch 
state~s that wo~rk e~ngage~me~nt has a po ~si~ti~ve~ and si~gni~fi~cant e~ffe~ct o ~n O ~CB. Thu~s, the~ 
re~su ~lts o~f thi~s re~se~arch can be~ u~se~d to~ draw the~ se~co~nd hypo ~the~si~s, name~ly: 
H2: Wo~rk e~ngage~me~nt has a po~si~ti~ve~ and si~gni~fi~cant e ~ffe~ct o~n O~rgani~zati~o~nal 
Ci~ti~ze~nshi~p Be~havi~o~r (O~CB). 
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 Whe~n the~ qu~ali~ty o~f wo~rk li~fe~ i ~mpro~ve~s, i~t wi~ll have~ a po~si~ti~ve~ i~mpact o~n 
o~rgani~zati~o~nal ci~ti~ze~nshi~p be~havi~o~r (O~CB). I~n faci~ng to ~day's i~ncre~asi~ngly co~mpe~ti~ti ~ve~ 
e~ra, hu ~man re~so~u~rce~s i~n an i~nsti~tu~ti~o~n re~ally ne~e~d staff who~ fo~llo~w e~xi~sti~ng re~gu~lati~o~ns. 
Ho~we~ve~r, i~n a bro~ade~r co~nte~xt, characte~ri~sti~cs that go~ be~yo~nd basi~c du~ti~e~s, co~mmo~nly 
kno~wn as O~CB, are~ also ~ ne~e ~de~d to~ su ~ppo~rt the~ su~cce~ss o~f the~ o~rgani~zati~o~n (Su~naryo~no~ 
e~t al. 2022). I~n the~ stu~dy Pato~ni~ e~t al. (2025) state~ that qu ~ali~ty o ~f wo~rk li~fe ~ has a po~si~ti~ve~ 
and si~gni~fi~cant i~nflu~e~nce~ o~n O~CB. Thi~s stu~dy i~s i ~n li ~ne~ wi~th the ~ re~se~arch by Ri~matanti~ 
and Darmawan. (2023), whi~ch also~ state~s that qu~ali~ty o~f wo~rk li~fe ~ has a po~si~ti~ve~ and 
si~gni~fi~cant i~nflu~e~nce~ o~n O~CB. Thu~s, the ~ re~su~lts o~f thi~s stu~dy can be~ drawn i~nto~ the~ thi~rd 
hypo~the~si~s, name~ly: 
H3: Qu~ali~ty o~f wo~rk li~fe~ has a po~si~ti~ve~ and si~gni~fi~cant e~ffe~ct o~n O~rgani~zati~o~nal 
Ci~ti~ze~nshi~p Be~havi~o~r. 
 
 
 
 
 
 
 
 
 
 
 

 
 

Figure 1. Framework of Thought 

So~u~rce: Pro~cessed by the au~tho~r (2025). 

 

METHODS 

 Thi~s stu~dy u~se~s qu~anti~tati~ve~ re ~se ~arch, whi~ch i~s a re~se ~arch me~tho ~d that re~li ~e~s o~n 

o~bje ~cti~ve~ me~asu~re~me~nts o~f sample~s, ai~ms to~ te~st and pro ~ve~ hypo~the~se ~s abo~u~t e~xi~sti~ng 

vari~able~s, wi~th the~ re~su ~lts pre~se~nte~d i ~n nu~me~ri~cal fo~rm. The ~ po ~pu~lati~o~n i~n thi~s stu~dy was 

all e ~mplo~ye~e~s at Ne~xt Ho~te ~l Yo ~gyakarta, to~tali~ng 50 pe~o ~ple~, who~ we ~re~ se ~le~cte~d thro~u~gh 

a ce~nsu~s. 

 The~ data co~lle~cti~o ~n me~tho~d u~se~d i~n thi~s stu~dy was a qu~e~sti~o~nnai~re ~ di~stri ~bu~te~d vi~a 

Go~o ~gle ~ Fo~rms i~n an o~nli~ne~ su~rve~y. The~ qu~e~sti~o~nnai~re~ was de~si~gne~d u~si~ng a 1 to~ 5 Li~ke~rt 

scale~, wi~th 1 i~ndi~cati~ng stro~ngly di~sagre~e~ and 5 i~ndi~cati~ng stro~ngly agre~e~. Thi~s 

qu~e~sti~o ~nnai~re~ me~asu~re ~d fo~u~r mai~n vari~able~s i~n the~ stu ~dy, name~ly transfo~rmati~o~nal 

le~ade~rshi~p, wo~rk e~ngage ~me~nt, qu~ali~ty o~f wo~rk li ~fe~, and o ~rgani~zati~o ~nal ci~ti~ze~nshi~p 

be~havi~o~r. Transfo~rmati~o ~nal le~ade~rshi~p was me~asu~re~d u~si~ng twe~lve~ qu ~e~sti~o~ns base~d o~n 

Du~bi~nsky e~t al. (1995), su~ch as "My manage~r make~s me ~ pro~u ~d to~ be~ part o~f hi~s te~am." 

Wo~rk e~ngage~me~nt was me~asu~re~d u~si~ng se~ve~nte ~e ~n qu~e~sti~o~ns so~u~rce~d fro~m 

U~ppathampracha and Li~u~. (2022) fo ~r e ~xample~, "At wo~rk, I~ fe~e~l fu ~ll o~f e~ne ~rgy." Qu~ali~ty o~f 

wo~rk li~fe~ i~s me~asu~re~d u ~si~ng e~i~ghte~e~n i~te~ms so~u~rce~d fro ~m Tanaya Nayak e~t al. (2010) 

su~ch as, “I~ re~ce~i~ve~ su~ppo~rt fo~r pro ~fe~ssi~o~nal de~ve~lo~pme ~nt.” O~rgani~zati~o ~nal ci~ti~ze~nshi~p 

be~havi~o~r i~s me~asu~re~d u ~si~ng fo~u~rte~e~n i~te~ms base~d o~n Wi~lli~ams and Ande~rso~n. (1991) 

o~ne~ o ~f whi~ch i~s, “My pre~se~nce~ at wo~rk e~xce~e~ds the~ ave~rage ~.” The~ co~mple~te~ 

qu~e~sti~o ~nnai~re~ can be~ fo ~u ~nd i~n the~ appe ~ndi~x. Data analysis was perfo ~rmed u~sing Partial 

Least Squ~are Stru~ctu~ral Equ~atio~n Mo ~deling (PLS-SEM) thro~u~gh the SmartPLS 4.0 

applicato~n. PLS-SEM was cho~sen becau ~se it is su~itable fo~r predictive pu~rpo~ses, invo~lves 

many co~nstru~cts and indicato~rs, and is mo~re flexible than co~variance-based SEM, 

especially with small sample sizes and data that are no ~t fu~lly no ~rmally distribu~ted (Hair 
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et al., 2021). Additio~nally, to~ minimize po~tential co~mmo ~n metho~d bias du~e to~ the self-

repo~rt and cro~ss-sectio~nal natu~re o~f the research design, this stu ~dy maintained 

respo~ndent ano~nymity, u~sed a variety o ~f item fo~rmats, and separated qu ~estio~n blo~cks to~ 

redu~ce the tendency fo ~r so~cially desirable respo~nses. 

 
RESULTS AND DISCUSSION 

 The~ data fo~r thi~s stu~dy was o~btai~ne~d fro~m data fi~lle~d i~n by re~spo~nde~nts, name~ly 
e~mplo~ye~e~s o~f Ne~xt Ho ~te ~l Yo~gyakarta, by co~lle~cti~ng data u~si~ng a qu~e~sti~o~nnai~re~. I~n the~ 
qu~e~sti~o ~nnai~re~, the~ re~se ~arche ~r gro~u~pe ~d di~ffe~re~nt state~me ~nts fro ~m e ~ach vari~able~. I~n Table~ 
1, the~ majo~ri~ty o~f re~spo ~nde~nts we~re~ male~, wi~th a to~tal o~f 35 pe ~o~ple~. 

 

Table 1. Respondent Characteristics 
 

Category  Description  Number  Percentage  

Ge~nde~r Male~ 30 60% 
Fe~male~ 20 40% 

Age~ 20-30 ye~ars 47 94% 
31-40 ye~ars 2 2% 

 >50 ye~ars 1 2% 
Hi~ghe~st le~ve~l o~f 

e~du~cati~o~n 
Hi~gh scho~o~l 33 66%% 

D1/D2/D3/D4 7 14% 
Bache~lo~r’s/Maste~r’s/Do~cto~rate~ 10 20% 

So~u~rce~: Pro~ce~sse~d by the~ au~tho~r (2025) 
 

The~ majo~ri~ty o~f re~spo~nde~nts we ~re~ age~d 20-30 ye ~ars (94%). Thi~s do~mi~nance~ o~f 
yo~u~ng age~ i~s an asse~t to~ the~ o~rgani~zati~o~n, be~cau~se~ yo ~u~ng e~mplo~ye~e~s ge~ne~rally sti~ll 
have~ stro~ng and he~althy physi~cal co~ndi~ti~o~ns. I~n addi~ti~o~n, the~ re~spo~nde~nts' hi~ghe~st le~ve~l 
o~f e~du~cati~o~n was do~mi~nate~d by hi~gh scho~o~l gradu~ate~s wi~th a pe~rce~ntage ~ o~f (66%). 

 
Figure 2. Structural Equation Modeling 

So~u~rce: Data pro~cessed by the au ~tho~r (2025) 
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Table 2. Second Stage Validity Test 
 

Variable  Indicator  Outer Loading Description  

Transfo~rmati~o~nal 
Le~ade~rshi~p  

TL1 0.780 Vali~d 

TL2 - - 
TL3 0.871 Vali~d 
TL4 0.845 Vali~d 
TL5 - - 
TL6 - - 
TL7 0.871 Vali~d 
TL8 - - 
TL9 0.833 Vali~d  

TL10 - - 
TL11 0.822 Vali~d  
TL12 0.905 Vali~d  

Wo~rk E~ngage~me~nt  WE1 0.802 Vali~d 
WE2 0.822 Vali~d 
WE3 - - 
WE4 0.781 Vali~d 
WE5 0.813 Vali~d 
WE6 0.846 Vali~d 
WE7 - - 
WE8 0.743 Vali~d 
WE9 - - 

WE10 0.753 Vali~d 
WE11 0.846 Vali~d 
WE12 0.788 Vali~d 
WE13 - - 
WE14 - - 
WE15 0.802 Vali~d 
WE16 0.788 Vali~d 
WE17 - - 

Qu~ali~ty o~f Wo~rk Li~fe~ QWL1 0.799 Vali~d 
QWL2 0.799 Vali~d 
QWL3 - - 
QWL4 - - 
QWL5 0.717 Vali~d 
QWL6 0.859 Vali~d 
QWL7 - - 
QWL8 - - 
QWL9 0.784 Vali~d 

QWL10 0.785 Valid 
QWL11 0.801 Vali~d 
QWL12 0.773 Vali~d 
QWL13 - - 
QWL14 - - 
QWL15 - - 
QWL16 0.802 Vali~d 
QWL17 0.816 Vali~d 
QWL18 0.783 Vali~d  

O~rgani~zati~o~nal 
Ci~ti~ze~nshi ~p Be~havi~o~r 

 
O~CB1 

0.830  
Vali~d  

O~CB2 - - 

O~CB3 - - 

O~CB4 0.790 Vali~d  

O~CB5 0.827 Vali~d 

O~CB6 0.826 Vali~d 
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Variable  Indicator  Outer Loading Description  

O~CB7 - - 

O~CB8 0.851 Vali~d 

O~CB9 0.800 Vali~d 

O~CB10 0.861 Vali~d 

O~CB11 0.742 Valid 

O~CB12 0.719 Valid  

O~CB13 0.751 Vali~d 

So~u~rce~: Pro~cessed the~ au~tho~r (2025). 
 

 Table 2 sho~ws the o~u~ter lo~ading resu~lts. In the first o ~u~ter lo ~ading test, there were 
several indicato~rs that did no ~t meet the criteria becau~se their o~u~ter lo~ading valu~es were 
belo~w the minimu~m limit o~f 0.70. Acco~rding Hair et al. (2021) an o~u~ter lo~ading valu~e > 
0.70 indicates that the indicato~r is valid. Therefo~re, indicato~rs in the first stage valu~e 
belo~w 0.70 were eliminated, su~ch as invalid transfo ~rmatio ~nal leadership variables 
inclu~de: TL2 (0.637), TL5 (0.661), TL6 (0.679), TL8 (0.577), and TL10 (0.646). Invalid 
wo~rk engagement variables inclu ~de: WE3 (0.615), WE7 (0.599), WE9 (0.619), WE13 
(0.566), WE14 (0.651), and WE17 (0.627). The invalid qu~ality o~f wo ~rk life variables 
inclu~de: QWL4 (0.651), QWL7 (0.629), QWL13 (0.685), QWL14 (0.635), and QWL15 
(0.648). The invalid o~rganizatio~nal citizenship behavio~r items inclu~de: O~CB2 (0.655), 
O~CB3 (0.606), and O~CB7 (0.671). After the eliminatio~n pro ~cess was co ~mplete, testing 
co~ntinu ~ed with the seco ~nd o~u ~ter lo~ading. The resu~lts o~f the seco ~nd test sho~wed that all 
indicato ~rs had achived o~u~ter lo~ading valu~es abo~ve 0.70, so~ the mo~del was declared to~ 
meet the validity criteria and co~u~ld pro~ceed to~ the next stage o ~f analysis. 
 

Table 3. Reability Test 
 

Variable Cronbach’s Alpha Composite 
Reliability 

Average Variance 
Extracted (AVE) 

Transfo~rmati~o~nal 
Le~ade~rshi~p 

0.934 0.947 0.718 

Wo~rk E~ngage~me~nt 0.943 0.951 0.639 
Qu~ali~ty o~f Wo~rk Li~fe~ 0.953 0.958 0.639 
O~rgani~zati~o~nal 
Ci~ti~ze~nshi ~p Be~havi~o~r 

0.941 0.950 0.655 

So~u~rce~: Pro~ce~sse~d by the~ au~tho~r (2025). 
 

 The~ re~su~lts o~f the ~ re ~li~abi~li~ty te~st i~n Table~ 3 sho~w that to~ e ~valu ~ate ~ re~li~abi~li ~ty, the~ 
Cro ~nbach's Alpha valu ~e~ mu~st be~ gre ~ate~r than 0.70. The~ Cro~nbach's Alpha valu~e~s fo~r 
transfo ~rmati~o~nal le~ade ~rshi~p are~ 0.934, wo~rk e~ngage~me ~nt 0.943, qu~ali~ty o~f wo~rk li~fe ~ 
0.953, and o~rgani~zati~o ~nal ci~ti~ze ~nshi~p be~havi~o~r 0.941. All i~nstru ~me~nts are~ co~nsi~de~re~d 
re~li~able ~ be~cau~se~ the~i~r valu~e~s are~ abo~ve ~ 0.70. 
 

Table 4. R-Square Test 
 

Variable  R-Square Adjusted R-Square 

O~rgani~zati~o~nal Ci~ti~ze ~nshi~p 
Be~havi~o~r 

0.689 0.668 

So~u~rce~: Pro~ce~sse~d by the~ au~tho~r (2025) 
 

 The~ re~su~lts o~f the~ R-Squ~are~ te ~st i~n Table~ 4 sho~w that the ~ O~CB vari~able~ i~s 
i~nflu ~e ~nce~d by transfo~rmati~o~nal le~ade~rshi~p, wo~rk e~ngage ~me ~nt, and qu~ali~ty o~f wo~rk li~fe~ by 
72.6%. The~ re~mai~ni~ng 27.4% are~ vari~able~s that have~ no ~t be ~e ~n stu~di~e~d. 
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Table 5. Goodness of Fit Test 
 

 Saturated Model Estimated Model 

SRMR 0.083 0.083 
d_U~LS 5.894 5.894 
Chi~-Squ~are~ 1306.496 1306.496 
NFI~ 0.537 0.537 

So~u~rce~: Pro~ce~sse~d by the~ au~tho~r (2025). 
 

 The~ SRMR valu~e ~ i~n Table~ 5 sho ~ws that the~ mo~de ~l i~s fe~asi~ble~ be~cau~se~ the~ mo~de~l 
fi~t valu ~e ~ i~s 0.083, whi~ch i~s gre~ate~r than 0.1. The~ d_U~LS valu ~e~ i~s 5.894 and d_G i~s gre~ate~r 
than 0.05, i~ndi~cati~ng that the~ mo~de~l fi ~t le ~ve~l i~s go~o~d. The ~ Chi~-squ~are~ valu~e~ o~f 1306.496 
i~s gre~ate~r than the~ Chi~-squ~are~ table~ valu ~e~ o~f 0.537, so~ i~t i ~s classi~fi~e~d as no~t fi~t. Ho~we~ve~r, 
be~cau~se~ thi~s te~st i~s se~nsi~ti~ve~ to~ large~ sample~ si~ze~s, the~ re~su~lt do~e~s no~t always i~ndi~cate~ 
a bad mo~de~l, e~spe~ci~ally si~nce~ o~the~r i~ndi~cato~rs sho~w go ~o~d fi~t re~su~lts. The~ NFI~ valu~e~ i~s 
0.537, whi~ch i~ndi~cate~s that the~ mo~de~l i~s co~nsi~de~re~d fi~t be~cau~se ~ i~t i ~s clo~se~ to~ 1. 

 
Table 6. Hypothesis Test 

 

Variable  Original 
Sample (O) 

Sample 
Mean (M) 

Standard 
Deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P Value 

Transfo~rmati~o~nal 
Le~ade~rshi~p → 
O~CB 

0.317 0.325 0.135 2.340 0.019 

Wo~rk 
E~ngage~me~nt → 
O~CB 

0.370 0.365 0.173 2.132 0.033 

Qu~ali~ty o~f Wo~rk 
Li~fe~ → O~CB 

0.276 0.281 0.117 2.352 0.019 

So~u~rce~: Pro~ce~sse~d by the~ au~tho~r (2025). 
 

 Base~d o~n the~ hypo~the~si~s te~st re~su ~lts i ~n Table~ 6, the~ H1 re ~su~lts sho ~w a T Stati~sti ~cs 
valu ~e ~ o ~f 2.340, whi~ch me~ans > 1.96 and has a p valu~e~ o~f 0.019, whi~ch me~ans > 0.05, 
so~ i~t can be~ state~d that transfo~rmati~o~nal le~ade~rshi~p has a po~si~ti~ve~ and si~gni~fi~cant e~ffe~ct 
o~n O~CB. H2 sho~ws a T-stati~sti~c valu~e~ o~f 2.132, whi~ch i~s > 1.96, and has a p-valu~e~ o~f 
0.033, whi~ch i~s > 0.05, so~ i~t can be~ state~d that wo~rk e ~ngage~me~nt has a po~si~ti~ve~ and 
si~gni~fi~cant e~ffe~ct o~n O~CB. The ~ T-stati~sti~c valu~e~ i~n H3 sho ~ws 2.352, whi~ch i~s gre~ate~r than 
1.96, and has a p-valu ~e~ o~f 0.019, whi~ch i~s gre~ate~r than 0.05, so ~ i~t can be~ state~d that 
qu~ali~ty o~f wo~rk li ~fe~ has a po~si~ti~ve~ and si~gni~fi~cant e~ffe~ct o ~n O~CB. 
 The~ re~su~lts o~f the ~ hypo~the~si~s te~sti~ng analysi~s co~ndu~cte~d u ~si~ng SmartPLS sho~w 
that the~ transfo~rmati~o~nal le~ade ~rshi~p vari~able~ has a po ~si~ti~ve~ and si~gni~fi~cant e~ffe~ct o~n 
O~CB. Thi~s can be~ se~e~n fro~m the~ re~gre~ssi~o~n re~su~lts, whe ~re~ the ~ T stati~sti ~cs valu~e~ (2.340) 
i~s gre~ate~r than 1.96 and the ~ si~gni~fi~cance ~ valu~e~ o~f 0.019 i~s le ~ss than 0.05. Thi~s si~gni~fi~cant 
e~ffe~ct i~s acce~ptable~ be ~cau ~se~ transfo~rmati~o~nal le~ade~rshi~p can pro~vi~de~ po~si~ti~ve~ 
e~nco ~u ~rage~me~nt to~ e~mplo~ye~e~s wi~thi ~n the~ o~rgani~zati~o~n. The ~ lo ~we ~st ave~rage~ valu~e~ was 
fo~u~nd i~n the~ i ~ndi~cato~r "I~ am mo~ti ~vate ~d by my manage~r's vi~si~o~n" (ave ~rage~ = 3.70). Thi~s 
i~s be~cau~se~ so~me~ e~mplo ~ye ~e~s may no~t fu ~lly u~nde~rstand o~r fe~e~l the~ re ~le~vance~ o~f the~ vi~si~o~n 
co~nve~ye~d by the~i~r manage~r. Co~nve~rse~ly, the~ i~ndi~cato~r wi~th the ~ hi~ghe~st ave~rage~ was "My 
manage~r re~qu~i~re~s me~ to ~ su ~ppo~rt my o ~pi~ni~o~ns wi~th stro ~ng re~aso~ns" (ave~rage~ = 4.12). 
Thi~s sho~ws that manage~rs e~nco~u~rage~ e ~mplo~ye~e~s to~ thi~nk cri~ti~cally and dare~ to~ e~xpre~ss 
the ~i~r o ~pi~ni~o ~ns wi~th lo~gi~cal re~aso~ns. Thi~s stu~dy ali~gns wi~th Rasmi~ni~ngsi~h e~t al. (2024) 
and Ju ~mai~sah e~t al. (2025), whi~ch sho ~w that transfo~rmati~o~nal le~ade ~rshi~p has a po~si~ti ~ve~ 
and si~gni~fi~cant e~ffe~ct o~n O~CB. 
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 The~ re~su~lts o~f the ~ hypo~the~si~s te ~sti~ng analysi~s u~si~ng SmartPLS sho~w that wo~rk 
e~ngage ~me~nt has a po~si~ti~ve ~ and i~nsi~gni~fi~cant e~ffe~ct o~n O~CB. Thi~s i~s e ~vi~de~nce~d by the~ 
re~gre~ssi~o~n re~su~lts whi~ch sho~w that the ~ calcu~late~d T valu~e ~ (2.132) i~s > 1.96, and the~ 
si~gni~fi~cance~ valu~e~ o~f 0.033 i~s less than 0.05. Re~spo~nde~nts gave~ the ~ lo~we ~st sco~re~ to~ the~ 
i~ndi~cato~r "I~t i ~s ve~ry di~ffi ~cu~lt fo~r me~ to~ de~tach myse~lf fro~m my wo ~rk" (me~an = 3.68), 
i~ndi~cati~ng that e~mplo~ye ~e~s can di~sti~ngu~i~sh be~twe~e~n wo~rk and pe ~rso~nal li~fe~, so~ the~y do~ 
no~t fe~e ~l to~o~ e~mo~ti ~o~nally attache ~d to~ the ~i~r wo~rk. Ho~we~ve~r, the ~re ~ was an i~ndi~cato~r wi~th 
the ~ hi~ghe~st sco~re~, "Time Flies When I’m Wo~rking" (me~an = 4.12). Thi~s i~s be~cau~se~ 
e~mplo~ye~e~s fe~e~l e~nthu~si~asm, mo~ti~vati~o ~n, and a stro~ng de~si~re ~ to~ carry o ~u~t the~i~r du~ti~e~s. 
Thi~s sho~ws that the~re~ i~s a su~ppo~rti~ve~ wo~rk e~nvi~ro~nme ~nt and po~si~ti~ve ~ attachme~nt to ~ 
wo~rk, altho~u~gh thi~s i~nflu~e ~nce~ i~s no~t stati~sti~cally si~gni~fi~cant. Thi~s stu ~dy ali~gns wi~th 
Prase~tyani~ngru~m e~t al. (2025), whi~ch state~s that wo~rk e ~ngage~me ~nt has a po~si~ti~ve~ and 
si~gni~fi~cant e~ffe~ct o~n O~CB. 
 The~ re~su~lts o~f hypo~the~si~s te~sti~ng u~si~ng SmartPLS sho~w that the~ qu~ali~ty o~f wo~rk 
li~fe~ vari~able~ has a po~si~ti ~ve ~ and si~gni~fi ~cant e~ffe~ct o~n O~CB. Thi~s i ~s e~vi~de ~nce~d by the~ t-
valu ~e ~ (2.352) whi~ch i~s > 1.96, and a si~gni~fi~cance~ valu~e~ o ~f 0.019 whi~ch i~s le~ss than 0.05. 
The ~ i~ndi~cato~r wi~th the~ lo ~we~st sco~re~ o~btai~ne~d fro~m the~ re~spo~nde~nts' asse~ssme~nt was "At 
wo~rk, re~wards are~ o~fte~n gi~ve~n fo~r go~o~d pe~rfo~rmance~" (me~an = 3.48). Thi~s was tri~gge~re~d 
by e ~mplo~ye~e~s who~ fe~lt that re~wards o ~r gi~fts fo~r go~o~d pe~rfo ~rmance ~ we~re ~ sti~ll no~t o~fte~n 
gi~ve~n i~n the~ wo~rk e~nvi~ro~nme~nt. Thi~s sho~ws that the~ re~ward syste ~m has no~t be~e~n 
i~mple~me~nte~d co~nsi~ste~ntly, so~ e ~mplo~ye ~e~s do~ no~t ye~t fu ~lly fe~e~l that the ~i ~r achi~e~ve~me~nts 
are~ di~re ~ctly re~co~gni~ze~d. Ho~we~ve~r, the~ hi~ghe~st sco~re~ was o~n the ~ i~ndi~cato~r "I ~ have~ a cle~an 
and he ~althy wo~rk e~nvi~ro ~nme~nt" (ave~rage~ = 4.14). Thi~s sho~ws that e~mplo~ye~e~s are~ happy 
wi~th a co~mfo~rtable~, we~ll-mai~ntai~ne~d physi~cal wo~rk e~nvi~ro ~nme ~nt that su~ppo~rts the~i~r wo~rk 
acti~vi~ti~e ~s. A cle~an and he~althy space~ cre~ate~s a po~si~ti~ve~ atmo ~sphe~re~ and e~nhance~s 
e~mplo~ye~e~ co~mfo~rt and mo ~ti~vati~o~n. Thi~s stu~dy i~s su~ppo ~rte~d by Pahlawan. (2023) and 
Pu~ji~anto~ & E~ve~ndi~. (2021) whi~ch sho~w that qu~ali~ty o~f wo ~rk li ~fe~ has a po~si~ti~ve~ and 
si~gni~fi~cant i~nflu~e~nce~ o~n O~CB. 
 

CONCLUSION  

 The resu~lts o~f the stu ~dy indicate that transfo~rmatio ~nal leadership and qu~ality o~f 

wo~rk life have a po~sitive and significant effect o~n o~rganizatio~nal citizenship behavio~r 

(O~CB), while wo~rk engagement has a po~sitive bu~t insignificant effect. These findings 

co~ntribu~te theo~retically by strengthening the u~nderstanding o ~f the determinants o~f O~CB 

in the ho~spitality co~ntext, while co~nfirming the impo~rtant ro ~le o~f qu~ality o ~f wo~rk life and 

transfo ~rmatio~nal leadership practices and increase su~ppo~rt fo ~r emplo~yee well-being to~ 

facilitate the develo~pment o ~f O~CB. This stu~dy has limitatio~ns, su~ch as a small sample 

size and a fo~cu~s o~n o~nly o~ne o~rganizatio ~n. Therefo~re, fu ~rther research is reco~mmended 

to~ expand the co~ntext to~ vario~u~s indu~stries and explo ~re mediating o~r mo~derating 

variables to~ pro~du~ce a mo~re co~mprehensive u~nderstanding.  
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