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Abstract—The relationship between employee performance and job satisfaction lies in the achievement of a goal. The existence of 

organizational support signifies the implementation of leadership has run according to the needs of the organization. Job satisfaction has a 

direct influence on the dependent variable Organization Citizenship Behavior. This makes the Organization Citizenship Behavior a new 

concept in performance systems because high employee performance creates a high quality of work. Tujuan penelitian ini adalah 

mengetahui hubungan langsung dan tidak langsung antara leadership dan Organization Citizenship Behavior terhadap kinerja karyawan 

melalui variabel kepuasan kerja. The purpose of this study was to determine the direct and indirect relationship between leadership and 

Organization Citizenship Behavior on employee performance through job satisfaction variables. The path analysis technique is used to test 

the relationship between variables with the help of SPSS software. The primary data in this study were the results of the questionnaire 

related to the variables studied as many as 113 respondents from employees of PT. FIF Rantauprapat. The test results show leadership 

has no significant direct relationship to employee performance, whereas Organization Citizenship Behavior has a significant direct 

relationship to job satisfaction through employee performance variables because it has a p-value (0,000) smaller than the sig level (0,1) 

and has t-value (5,714) is greater than t-hit (1,96). 

Index Terms— Employee performance, Job satisfaction, Organization Citizenship Behavior, Path Analysis 

——————————      —————————— 

1 INTRODUCTION                                                                     

Achieving optimal performance satisfies work for individuals 
or groups[1]. Satisfaction arises from one's perception that the 
work output is relatively the same as the input. A person's 
perception based on experiences that have been experienced 
indirectly becomes a benchmark for the level of satisfaction or 
saturation[2].  
    The relationship between employee performance and job 
satisfaction lies in the achievement of a goal. The existence of 
organizational support signifies the implementation of 
leadership has run according to the needs of the 
organization[3]. This makes it easier for managers to engage 
employees in challenging jobs. Organizations are considered 
successful if employees do not only carry out their main tasks 
but also carry out extra tasks and actively participate in the 
organization.  
    Previous research[4] stated that the results of the path 
analysis test showed simultaneously the independent 
variables of transformational leadership. In another study also 
stated transformational leadership had a significant effect on 
team decision making and had a positive effect on employee 
performance[5][6].  
    Job satisfaction also has a direct influence on the dependent 
variable Organization Citizenship Behavior (OCB)[7]. This 
makes OCB a new concept in the performance system because 
high employee performance creates a high quality of work too. 
OCB can applicatively face various technical problems due to 
organizational changes[8].   
   The purpose of this study was to determine the direct and 
indirect relationship between leadership and OCB on 
employee performance through job satisfaction variables. It 
will also be known the direct relationship of job satisfaction to 
job satisfaction. 
 

2 METHODOLOGY 
2.1 Organizational Citizenship Behavior (OCB) 

Organizational Citizenship Behavior (OCB)[9] s a free 
individual behavior that is not directly recognized in the 
reward system. Free in the sense of behavior is not a 

requirement that must be carried out in certain roles or job 
descriptions[10]. OCB is an individual contribution that 
exceeds the role demands at work. This OCB involves several 
behaviors including helping people, volunteering for extra 
tasks, obeying the rules and procedures at work[11]. In simple 
terms, OCB can be in the form of employees who help solve 
other people's problems that are beyond the authority and 
responsibility of their work [11]. 
 
2.2 Employee Performance 

Performance is the result obtained by an organization that is 
both profit-oriented and non-oriented which is produced 
during a period time [12]. The results of the work obtained are 
under the objectives of the organization, namely the quality of 
work, quantity of work, and efficiency. Performance is also the 
ability and attitude of employees in completing their duties 
and responsibilities at work that can be seen from 3 indicators, 
namely quality, quantity, and presence[13][14].  
 
2.3 Job satisfaction 

Job satisfaction is a positive feeling about work that results 
from an evaluation of its characteristics[15]. Job satisfaction is 
a driving factor in increasing employee performance which in 
turn will contribute to improving organizational 
performance[16] 
 
2.3 Leadership 

Leadership is an activity or art that influences other people 
to work together based on the person's ability to guide others 
in achieving the desired goals of the group[17]. Leadership is 
the process of influencing an individual towards another 
person to achieve a common goal as the use of power and 
influence to direct followers' activities towards achieving 
goals[18] 
 
2.4 Path Analysis 

Path analysis is an extension of multiple linear analyses[19]. 
Path analysis techniques are used to analyze causal 
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relationships inherent in variables. This analysis is arranged in 
a temporary sequence using the path coefficient as the amount 
of value in determining the magnitude of the influence of 
exogenous independent variables on the endogenous 
dependent variable[20]. 

 
2.5 Data Sampling 

This research is an associative study aimed at knowing the 
relationship between two or more variables. The primary data 
in this study were the results of the questionnaire related to 
the variables studied as many as 113 respondents from 
employees of PT. FIF Rantauprapat. The path analysis 
technique is used to test the relationships between variables 
with the help of SPSS and AMOS software version 18. The 
thinking framework in this study is shown in Figure 1. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Fig. 1. Framework 

3 RESULT AND DISCUSSION 

The value of the relationship between data constructs is seen 
based on the probability value (p-value) with the basis of the 
decision if the value of P> 0.05 then H0 is accepted and if the 
value of P <0.05 then H0 is rejected. Figure 2 shows the path 
coefficients listed are not standardized so that comparing 
between coefficients with one another is used standardized 
coefficient.  
 
  

 
 
 
 
 
 

 
 
 
 

 
Fig.2 Output Path Analysis with AMOS 

 
Based on the test results, the coefficient of the renewable path 
can be seen in table 1.  
 
                                  Table 1 Regresian Weight  

          Variabel                          Estimate    S.E      C.R     P     Information 

Employee PerformLeadership      0 ,146  0,094   1,561  0,119    Not. Sig 

Employee PerformOCB                  0,469   0,091    5,174    ***      

Significant 

J. SatisfactionEmployee Perform  0,447    0,099   4,489   ***      

Significant 

J. SatisfactionLeadership             0,252    0,100   2,523  0,012  Not. Sig 

J. SatisfactionOCB          -,020    0,106   -,184   0,854  Not. Sig 

                                  
4 Conclusions 
The test results show leadership does not have a significant 
direct relationship to employee performance through job 
satisfaction variables because it has a p-value (0.119) greater 
than the level of sig (0.1) and has  t-value (1,561) smaller than 
t- hit (1.96). Whereas OCB has a significant direct relationship 
to job satisfaction through employee performance variables 
because it has a p-value (0,000) smaller than the value of the 
sig level (0,1) and has t-value (5,714) greater than t hit (1,96), 
although indirectly has a non-significant relationship to job 
satisfaction on employee performance variables because it has 
a p-value (0.854) greater than the value of the sig level (0.1) 
and has a smaller t-value (-0.854) even negative from t hit 
(1.96).           
     Leadership indirectly has a significant relationship to job 
satisfaction through employee performance variables because 
it has a p-value (0,000) smaller than the value of sig (0.1) and 
has  t-value (2,523) greater than t-hit (1, 96). For job satisfaction 
has a direct and significant relationship to job satisfaction 
because it has a p-value (0,000) greater than the value of the 
sig level (0,1) and has  t-value (4,489) smaller than t hit (1,96).  
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