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Abstract— This research aims to identify and analyze the influence of organizational culture, transformational leadership style, and 

organizational commitment on employee performance with Organizational Citizenship Behavior (OCB) as an intervening variable at Bank BPRS 

Bhakti Sumekar Sumenep. The benefits of this research have practical and theoretical advantages. The approach used in this research is a 

quantitative approach. The data collection technique used a questionnaire distributed to employees with a total sample of 74 from a population 

of 91 employees, while 70 questionnaires were returned from the number distributed. Testing was conducted using the PLS-SEM approach with 

the aid of statistical software, namely Smart PLS 3.0. The research results indicate that: (1). Organizational culture affects OCB, (2). 

Organizational culture affects employee performance, (3). Transformational leadership affects OCB, (4). Transformational leadership does not 

affect employee performance, (5) Organizational commitment affects OCB, (6). Organizational commitment affects employee performance, (7) 

OCB affects employee performance. 

 

Keywords— Organizational culture, Transformational leadership, Organizational commitment, Organizational citizenship behavior, Employee 
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I. INTRODUCTION  

Performance is a depiction of the level of achievement in the 

implementation of a policy activity in realizing goals, 

objectives, mission, vision, and organization. The quality of 

performance is considered successful if the desired objectives 

can be achieved well according to expectations or targets. 

Employee performance plays a vital role in an organization 

within a company. It is assumed that performance has been 

made as a reflection of ability. a company that is related to the 

management and allocation of its resources in a certain field. 

Juniarti, et al. (2012:25). Human Resources are a valuable asset 

in an organization and play a strategic role within the 

organization. Performance in a company can be influenced by 

various factors, including Organizational Culture, leadership 

style, and Organizational Commitment as well as 

Organizational Citizenship behavior. These factors can affect 

the rate of employee performance, the continuity of the 

company, and behavior within the company. 

According to Robbin (2006, in Gede Putu, 2020), 

organizational culture is a shared perception held by members 

of the organization, thus forming a system that is interpreted the 

same by all members. Organizational culture is one of the 

factors that can influence performance, where the function of 

organizational culture is as a driver to improve the quality of 

employees' work through the application of long-standing 

habits used in work life activities. Organizational culture is 

related to the values and norms held and practiced by employees 

through their work. Transformational Leadership is a type that 

can inspire their followers not only to trust themselves 

personally but also to trust their own potential to envision and 

create a better future for the organization. Transformational 

leadership is a leader who is able to stimulate and inspire 

(transform) their followers to achieve extraordinary things 

according to Robbins in Edison et al. (2017:98). Another 

element that can certainly impact the rise and fall of employee 

performance is organizational commitment. Organizational 

commitment is closely related to workers' behavior in realizing 

loyalty and participation while working within an organization 

or company. According to Edison (2017), commitment is 

defined as a positive psychological motivation, where if 

employees want their careers to advance, it must be based on 

strong commitment. Organizational citizenship behavior is also 

closely related to employee performance. OCB is very strongly 

associated with the behavior that exists within an individual in 

the work environment, arising from initiative and being 

voluntary. This extra attitude is created based on the individual 

contributing beyond their role at work and can allow for 

rewards to be given according to their performance. 

Bank BPRS Bhakti Sumekar is a Regional-Owned 

Enterprise (BUMD) of Sumenep Regency engaged in the 

service sector. BPRS Bhakti Sumekar has 27 branch offices 

spread across Sumenep Regency. The phenomenon of the 

company's organizational culture that has been socialized has 

not yet been fully understood and applied. This affects the 

company's activities, resulting in suboptimal achievement of 
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targets. The organizational culture implemented will encourage 

employee performance so it can maximize what the company 

targets. Bank BPRS Bhakti Sumekar added that the value of the 

culture The organization is called “BHAKTI” (Growing, 

Harmonious, Trustworthy, Satisfaction, Transparent, Integrity) 

With a strong work ethic and high creative ideas as well as 

development towards the future, anticipating challenges and 

opportunities for growth by carrying out innovations. A sense 

of brotherhood, a sense of togetherness becomes a guide in life. 

 Based on the existing phenomenon, the leadership used by 

the director of BPRS Bhakti Sumekar will become a model that 

will be emulated by his subordinates to achieve the company's 

success. The director of BPRS Bhakti Sumekar always provides 

insights on the importance of the company's vision, mission, 

and goals, in addition to fostering respect and trust toward his 

subordinates, so that employees are motivated to work 

optimally and are responsive in facing any changes that occur 

both internally and externally at BPRS Bhakti Sumekar. 

Organizational commitment is an important part in maintaining 

the consistency and sustainability of the organization. The 

commitment of BPRS Bank in improving existing resources 

relies on reliable and trained human resources. Organizational 

commitment is based on loyalty, trust, and responsibilities that 

must be fulfilled. At the same time, organizational citizenship 

behavior is not separate from its relationship with employee 

performance. BPRS employees individually always contribute 

to other individuals beyond their roles at work; this is an attitude 

demonstrated through individual productivity outside of their 

responsibilities. 

Hypothesis 

Hypothesis 1: Organizational Culture Positively and 

Significantly Affects Organizational 

Citizenship Behavior (OCB) at BPRS 

Bhakti Sumekar Bank in Sumenep 

Hypothesis 2: Organizational Culture has a positive and 

significant effect on Employee 

Performance at BPRS Bhakti Sumekar 

Sumenep Bank. 

Hypothesis 3: Transformational Leadership has a positive 

and significant effect on Organizational 

Citizenship Behavior (OCB) at BPRS 

Bhakti Sumekar Sumenep. 

Hypothesis 4: Transformational leadership has a positive and significant effect on 

employee performance at DiBank BPRS Bhakti Sumekar 

Sumenep. 

Hypothesis 5: Organizational commitment has a positive and 

significant effect on Organizational Citizenship Behavior at 

BPRS Bhakti Sumekar Sumenep 

Hypothesis 6: Organizational commitment has a positive and 

significant effect on Organizational 

Citizenship Behavior at BPRS Bhakti 

Sumekar Sumenep 

Hypothesis 7: Organizational commitment has a positive and 

significant effect on Organizational 

Citizenship Behavior at BPRS Bhakti 

Sumekar Sumenep 

 

II. RESEARCH METHOD 

In conducting this research, the Author used a Quantitative 

approach by applying descriptive and verificative methods. The 

data collection technique used questionnaires distributed to 

employees with a total sample of 74 out of a population of 91 

employees, while 70 questionnaires were returned from the 

distributed amount. The testing was carried out using the PLS-

SEM approach with the aid of statistical software, namely 

Smart PLS 3.0. 

III. RESULTS AND DISCUSSION 

The results of the respondents' characteristic descriptions 

are presented in Table 5.3. 
 

TABLE 1: Description of Respondent Characteristics 

Respondent Profile Description Frequency Percentage 

Gender 
Male 50 71,4 

Female 20 28,6 

Age 

21-30 years old 26 37,1 

31-40 years old 36 51,4 

41-50 years old 6 8,6 

> 50 years old 2 2,9 

Education 

SMA 7 10,0 

S1 61 87,1 

S2 2 2,9 

 

It shows that the permanent employees at PT Bank BPRS 

Bhakti Sumekar Sumenep are mostly male, totaling 50 people 

or 71.4 percent, far more than female employees, who number 

20 people or only 28.6 percent. Most employees are aged 31-40 

years, totaling 36 people or 51.4 percent, and the last education 

level is a bachelor's degree (S1) for 61 people or 87.1 percent. 

Outer Model Analysis Results 

Evaluation of the measurement model to assess the validity 

and reliability of the model. 

1. Testing Convergent Validity 

convergent validity analysis for each indicator of the 

variables of organizational culture, transformational leadership, 

organizational commitment, organizational citizenship 

behavior, and performance. 
 

TABLE 2: Convergent Validity 

Construct Indicator 
Outer 

Loading 

T 

Statistic

s 

P 

Value

s 

Organizatio

nal Culture 
(X1) 

Innovation and Risk 
(X1.1) 0.713 8,121 0,000 

Attention to Detail 

(X1.2) 0.866 17,734 0,000 

Results Orientation 
(X1.3) 0.749 10,178 0,000 

Orientation to People 

(X1.4) 0.888 19,240 0,000 

Team Orientation 

(X1.5) 0.869 15,829 0,000 

Aggressiveness (X1.6) 0.910 24,490 0,000 

Stability (X1.7) 0.883 21,447 0,000 

Transformat

ional 
Leadership 

(X2) 

Charisma (X2.1) 0.866 15,887 0,000 

Inspirational 

Motivation (X2.2) 0.939 30,940 0,000 

Individual Attention 

(X2.3) 0.916 26,206 0,000 
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Intellectual 
Stimulation (X2.4) 0.924 25,191 0,000 

Organizatio

nal 
Commitmen

t (X3) 

Affective(X3.1) 0.927 30,190 0,000 

Normative(X3.2) 0.926 24,729 0,000 

Continuance(X3.3) 0.926 25,612 0,000 

Organizatio
nal 

Citizenship 

Behavior(Z) 

Alturism(Z1.1) 0.862 15,489 0,000 

Countess(Z1.2) 0.899 21,762 0,000 

Sportsmanship(Z1.3) 0.918 29,094 0,000 

Conscientiousness(Z1.

4) 0.886 21,323 0,000 

Civic Virtue(Z1.5) 0.917 27,565 0,000 

Performanc
e (Y) 

Quality of Work 
(Y1.1) 0.805 11,534 0,000 

Quantity of Work 

(Y1.2) 0.930 23,932 0,000 

Accuracy (Y1.3) 0.925 24,330 0,000 

Cooperative (Y1.4) 0.894 17,573 0,000 

Initiative (Y1.5) 0.908 19,732 0,000 

 Condition ≥ 0.50 ≥ 1.96 ≤ 0.05 

 

The results of the convergent validity test showed that all 

indicators produced an outer loading value greater than 0.50, a 

T statistic greater than 1.96, and a p-value less than 0.05, so it 

was concluded that all indicators met convergent validity and 

are valid in measuring the constructs of organizational culture, 

transformational leadership, organizational commitment, 

organizational citizenship behavior, and performance.Hasil 

pengujian validitas konvergen setiap indikator pada variabel 

budaya organisasi, transformational leadership, organizational 

commitment, organizational citizenship behavior, and 

performance can also be seen in Figure  

Direct Effect Analysis 

Testing the significance of the influence paths between 

variables according to the research hypothesis using SmartPLS 

software was carried out using the path coefficient table 

obtained from bootstrapping. The results of the bootstrapping 

test can be seen in the following figure. 

 

 
Figure 3. PLS Bootstrapping Results 

Results of Direct Effect Hypothesis Testing 

 

 

No Direct Influence Coeff. 
T-

Stat 

P-

Values 
Note: 

1 

Organizational Culture 

(X1)→Organizational 

Citizenship Behavior (Z) 

0.311 4,065 0,000 
H1 

accepted 

2 
Organizational Culture 

(X1)→Performance (Y) 
0.323 2,659 0.008 

H2 

accepted 

3 

Transformational 
Leadership 

(X2)→Organizational 

Citizenship Behavior (Z) 

0.443 4,094 0,000 
H3 is 

accepted 

4 
Transformational 

Leadership 

(X2)→Performance (Y) 

0.128 1,474 0.141 
H4 is 

rejected 

5 

Organizational 

Commitment 

(X3)→Organizational 

Citizenship Behavior (Z) 

0.316 3,410 0.001 
H5 is 

accepted 

6 
Organizational 
Commitment 

(X3)→Performance (Y) 

0.313 2,495 0.013 
H6 is 

accepted 

7 
Organizational Citizenship 
Behavior(Z)→Performance 

(Y) 

0.307 2,047 0.041 
H7 

accepted 

 

The results of hypothesis testing using PLS bootstrapping 

results according to the table above can be explained as follows: 

Organizational culture has a positive and significant 

influence on organizational citizenship behavior. The 

coefficient value of the influence of organizational culture on 

organizational citizenship behavior is 0.311 (positive) with a T-

statistic of 4.065 (≥1.96) and a p-value of 0.000 (≤5%), so it is 

decided that organizational culture has a positive and 

significant effect on organizational citizenship behavior, 

meaning that the better the implementation of the value system, 

norms, and beliefs adopted by employees, the higher the 

employee's contribution to the company and coworkers exceeds 

the standard tasks assigned to him. Based on these results, the 

first hypothesis stating that organizational culture has an effect 

on organizational citizenship behavior on permanent employees 

of PT Bank BPRS Bhakti Sumekar Sumenep, can be accepted 

(H1 is accepted). 

Organizational culture has a positive and significant influence 

on performance. The coefficient value of the influence of 

organizational culture on performance is 0.323 (positive) with 

a T-statistic of 2.659 (≥1.96) and a p-value of 0.008 (≤5%), so 

it is decided that organizational culture also has a positive and 

significant effect on performance, meaning that the better the 

implementation of the value system, norms, and beliefs adopted 

by employees, the higher the abilities, skills, and work results 

of the employees in carrying out their duties. Based on these 

results, the second hypothesis which states that organizational 

culture has an effect on performance in permanent employees 

of PT Bank BPRS Bhakti Sumekar Sumenep, can also be 

accepted (H2 is accepted). 

Transformational leadership has a positive and significant 

influence on organizational citizenship behavior. The 

coefficient value of the influence of transformational leadership 

on organizational citizenship behavior is 0.443 (positive) with 

a T-statistic of 4.094 (≥1.96) and a p-value of 0.000 (≤5%), so 

it is decided that transformational leadership has a positive and 

significant effect on organizational citizenship behavior, 
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meaning that the higher the leader's ability to inspire employees 

to put aside personal interests for the good of the organization, 

it will encourage the employee to contribute to the company and 

coworkers beyond the standard tasks given to him. Based on 

these results, the third hypothesis which states that 

transformational leadership has an effect on organizational 

citizenship behavior in permanent employees of PT Bank BPRS 

Bhakti Sumekar Sumenep, can also be accepted (H2 is 

accepted). 

Transformational leadership does not have a significant effect 

on performance. The coefficient value of the influence of 

transformational leadership on performance is only 0.128 with 

a T-statistic of 1.474 (<1.96) and a p-value of 0.141 (>5%), so 

it is decided that transformational leadership does not have a 

significant effect on performance, meaning that the higher the 

leader's ability to inspire employees to put aside personal 

interests for the good of the organization, has not been able to 

provide a strong impetus to improve employee work results. 

Based on these results, the fourth hypothesis which states that 

transformational leadership has an effect on performance in 

permanent employees of PT Bank BPRS Bhakti Sumekar 

Sumenep, cannot be accepted (H4 is rejected). 

Organizational commitment has a positive and significant effect 

on organizational citizenship behavior. The coefficient value of 

the influence of organizational commitment on organizational 

citizenship behavior is 0.316 (positive) with a T-statistic of 

3.410 (≥1.96) and a p-value of 0.001 (≤5%), so it is decided that 

organizational commitment has a positive and significant effect 

on organizational citizenship behavior, meaning that the higher 

the emotional bond of employees and the stronger the 

employee's desire to stay in the company, it will encourage the 

employee to contribute to the company and coworkers beyond 

the standard tasks given to him. Based on these results, the fifth 

hypothesis which states that organizational commitment has an 

effect on organizational citizenship behavior on permanent 

employees of PT Bank BPRS Bhakti Sumekar Sumenep, can be 

accepted (H5 is accepted). 

Organizational commitment has a positive and significant effect 

on performance. The coefficient value of the influence of 

organizational commitment on performance is 0.313 (positive) 

with a T-statistic of 2.495 (≥1.96) and a p-value of 0.013 (≤5%), 

so it is decided that organizational commitment has a positive 

and significant effect on performance, meaning that the higher 

the emotional bond of employees and the stronger the 

employee's desire to stay in the company, it will encourage the 

employee to provide better work results. Based on these results, 

the sixth hypothesis which states that organizational 

commitment has an effect on performance in permanent 

employees of PT Bank BPRS Bhakti Sumekar Sumenep, can 

also be accepted (H6 is accepted). 

Organizational citizenship behavior has a positive and 

significant effect on performance. The coefficient value of the 

influence of organizational citizenship behavior on 

performance is 0.307 (positive) with a T-statistic of 2.047 

(≥1.96) and a p-value of 0.01413 (≤5%), so it is decided that 

organizational citizenship behavior has a positive and 

significant effect on performance, meaning that the higher the 

employee's contribution exceeds the standard of the task given 

to him, it will encourage the employee to provide better work 

results. Based on these results, the seventh hypothesis which 

states that organizational citizenship behavior has an effect on 

performance in permanent employees of PT Bank BPRS Bhakti 

Sumekar Sumenep, can also be accepted (H7 is accepted). 

Discussion 

The Influence of Organizational Culture on Organizational 

Citizenship Behavior (OCB). Organizational Culture (X1) Has 

a positive and significant effect on OCB (Z) with a coefficient 

value of 0.096 (positive) and a p-value of 0.034 (less than 0.05.) 

The stronger the organizational culture that applies to the 

company, the more it shapes employee behavior so that 

employees are more loyal to the company, have high loyalty 

and sincerity without needing to be controlled by the company. 

This research is in line with research conducted by Yohanas, 

(2019) which states that organizational culture has a positive 

and significant effect on OCB. With the conclusion This 

condition shows that if organizational culture increases, 

employee OCB also increases. Putu (2020) organizational 

culture as a shared perception held by all members of the 

organization so as to form a system that is interpreted the same 

by all members of the organization. Meanwhile (Saleem and 

Amin, 2013). is defined as behavior that benefits the 

organization or intends to benefit the organization directly and 

leads to the role of expectations. Thus OCB is a functional, 

extra-role, prosocial behavior that directs individuals, groups or 

organizations. 

The Influence of Organizational Culture on Employee 

Performance, Organizational culture (X1) has a positive and 

significant effect on Employee Performance at Bank BPRS 

Bhakti Sumekar Sumenep (Y) with the coefficient value of 

organizational culture on performance being 0.323 (positive) 

with a T-statistic of 2.659 (≥1.96) and a p-value of 0.008 (≤5%), 

meaning that the better the implementation of the value system, 

norms, and beliefs adopted by employees, the higher the 

abilities, skills, and work results of the employees in carrying 

out their duties. This finding is in line with empirical evidence 

from the research results of Vera Sylvia Saragi Sitio's research 

(2021) that organizational culture has a positive and significant 

effect on employee performance. Organizational culture is a 

habit that is carried out repeatedly by and within an 

organization. According to Putu (2020) organizational culture 

is a shared perception held by all members of the organization 

so that it forms a system that is interpreted the same by all 

members of the organization. Organizational culture is a variety 

of social knowledge in an organization regarding rules, norms 

and values that shape the attitudes and behavior of employees 

in a company or organization. Meanwhile, Edy Sutrisno (2010) 

In achieving the goals that have been set by the organization, 

the aspects of quality, quantity, work time and cooperation are 

the results of work which are the meaning of performance. 

Employee performance is the result of employee work in it 

consisting of quantity, quality and work time. 

The Influence of Transformational Leadership on 

Organizational Citizenship Behavior (OCB). Based on the 

results of hypothesis testing using PLS 3, transformational 

leadership (X2) has a positive and significant effect on 
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organizational citizenship behavior (OCB) (Z) at Bank BPRS 

Bhakti Sumekar, Sumenep (Y). This research finding aligns 

with empirical research conducted by Muflikatun Naimah et al. 

(2022) that found transformational leadership has a positive and 

significant effect on organizational citizenship behavior. 

According to Edison (2017:99), transformational leadership is 

a type that inspires followers not only to believe in themselves 

personally but also to believe in their own potential to envision 

and create a better future for the organization. Transformational 

leaders create significant change, both within themselves and 

their organizations. Meanwhile, Saleem and Amin (2013) state 

that OCB is a term used to identify employee behavior. OCB 

refers to the construct of "extra-role" behavior”, defined as 

behavior that benefits the organization or is intended to benefit 

the organization directly and leads to role expectations. Thus, 

OCB is a functional, extra-role, prosocial behavior that directs 

individuals, groups, or organizations. 

The Influence of Transformational Leadership on Employee 

Performance. Based on the results of Hypothesis Testing using 

PLS 3, Transformational Leadership (X2) does not significantly 

influence Performance (Y) at Bank BPRS Bhakti Sumekar 

Sumenep (Y). The results of this study are in line with empirical 

research conducted by Sugiono, Ida Ayu Brahmasari, I Dewa 

Ketut Raka Ardiana (2019) that Transformational Leadership 

does not significantly influence employee performance. 

Transformational leadership according to Edison (2017:99) 

is a type that can inspire their followers not only to believe in 

themselves personally, but also to believe in their own potential 

to imagine and create a better future for the organization. 

Transformational leaders create major changes, both within 

themselves and their organizations. Meanwhile, Edy Sutrisno 

(2010) In achieving the goals set by the organization, the 

aspects of quality, quantity, work time, and cooperation are the 

results of work that constitute the definition of performance. 

Employee performance is the result of employee work, 

consisting of quantity, quality, and work time. 

The Influence of Organizational Commitment on OCB. 

Organizational Commitment (X3) has a positive and significant 

effect on OCB (Z) at Bank BPRS Bhakti Sumekar, Sumenep. 

This is in line with empirical research conducted by Erina 

Rulianti and Rita Hannawati (2022), which found that 

organizational commitment has a positive and significant effect 

on Organizational Citizenship Behavior (OCB). Organizational 

commitment is an individual's commitment to the organization 

where they work. A person's commitment to an organization is 

one way to ensure its sustainability. Organizational 

commitment, as an attitude, is most often defined as a strong 

desire to remain a member of the organization, a willingness to 

strive according to the organization's wishes, and a specific 

belief in and acceptance of the organization's values and goals 

(Wijya, 2021:174). Meanwhile, Saleem and Amin (2013) state 

that OCB is a term used to identify employee behavior. OCB 

refers to the construct of "extra-role behavior," defined as 

behavior that benefits the organization or is intended to benefit 

the organization directly and leads to role expectations. Thus, 

OCB is a functional, extra-role, prosocial behavior that directs 

individuals, groups or organizations. 

The Influence of Organizational Commitment on Performance. 

Based on the results of hypothesis testing using PLS, 

Organizational Commitment (X3) has a positive and significant 

effect on performance (Y) at Bank BPRS Bhakti Sumekar, 

Sumenep. These results align with empirical research 

conducted by Rendi Pratama and Muhammad Alkirom (2023) 

that Organizational Commitment has a positive and significant 

effect on employee performance. 

Wijya (2021:174) states that Organizational Commitment is 

an individual's commitment to the organization where they 

work. A person's commitment to an organization is one of the 

guarantees for maintaining the organization's sustainability. 

Organizational commitment, as an attitude, is most often 

interpreted as a strong desire to remain a member of the 

organization, a desire to strive according to the organization's 

wishes, and as a certain belief and acceptance of the 

organization's values and goals. Meanwhile, Edy Sutrisno 

(2010) states that in achieving the organization's predetermined 

goals, aspects of quality, quantity, work time, and cooperation 

are the results of work that constitute the definition of 

performance. Employee performance is the result of employee 

work, consisting of quantity, quality, and work time. 

The Influence of Organizational Citizenship Behavior (OCB) 

on Performance. Based on the results of hypothesis testing 

using PLS, Organizational Citizenship Behavior (Z) has a 

positive and significant effect on performance (Y) at Bank 

BPRS Bhakti Sumekar, Sumenep. These results align with 

empirical research conducted by Joel Sutardy and Maya S. 

Effendi (2023), which found that Organizational Citizenship 

Behavior (OCB) has a positive and significant effect on 

employee performance. Edy Sutrisno (2010) notes that in 

achieving organizational goals, aspects of quality, quantity, 

work time, and cooperation are the outcomes of work, which 

constitute the definition of performance. Employee 

performance is the result of employee work, including quantity, 

quality, and work time. behavior. OCB refers to the construct 

of "extra-role behavior," defined as behavior that benefits the 

organization or is intended to benefit the organization directly 

and leads to role expectations. Thus, OCB is a functional, extra-

role, prosocial behavior that directs individuals, groups or 

organizations. 

IV. CONCLUSION 

Organizational Culture (X1) has a positive and significant 

influence on OCB (Z). The stronger the organizational culture 

that applies in the company, the more it shapes employee 

behavior so that employees are more loyal to the company, have 

high loyalty and sincerity without needing to be controlled by 

the company. Organizational culture (X1) on employee 

performance (Y) shows proven results that have a positive and 

significant influence on employee performance. The stronger 

the organizational culture that is applied, the stronger the 

employee performance, this shows that organizational culture 

greatly influences employee performance. A good 

organizational culture within the company will create 

conditions where employee performance increases. 

Transformational Leadership (X2) has a positive and significant 

effect on OCB (Z). Transformational leaders create major 
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changes, both within themselves and the organization. 

Transformational leaders are the type who can inspire their 

followers not only to believe in themselves personally, but also 

to believe in their own potential to imagine and create a better 

future for the organization. Transformational Leadership (X2) 

Does not have a significant effect on Performance (Y) this 

shows that the implementation of transformational leadership 

for each level should be implemented according to the level of 

knowledge and education of employees. Placing employees in 

jobs that match the employee's education and skills is more 

important than placing employees who do not match their skills, 

which causes employee performance to decline. Organizational 

Commitment (X3) has a positive and significant effect on OCB 

(Z) Organizational commitment is a person's commitment to the 

organization where he works. Organizational commitment as an 

attitude is most often interpreted as a strong desire to remain a 

member of the organization, a desire to strive according to the 

wishes of the organization and as a certain belief and acceptance 

of the values and goals of the organization so as to create 

employee behavior that prioritizes the company. Organizational 

Commitment (X3) has a positive and significant effect on 

Performance (Y), this shows that organizational commitment is 

a form of employee loyalty to the company for the success of 

achieving the company's goals. Employees who have 

commitment, have high loyalty, then employees will work 

optimally to achieve good performance. Organizational 

Citizenship Behavior (Z) has a positive and significant effect on 

Performance (Y), this shows that organizations that have good 

employee behavior will have better performance than other 

organizations. So employees who have employee behavior will 

have a better impact on performance in a company. This shows 

that the behavior between employees within the company 

applies the nature of helping each other in overcoming 

problems that occur within the company, so that this has an 

impact on increasing employee performance. 

Suggestion 

The organizational culture at Bank BPRS is the most 

dominant factor affecting performance, thus necessitating the 

maintenance of the existing organizational culture, including 

organizational commitment. The implementation of 

transformational leadership at each level should be 

implemented according to the level of knowledge and education 

of employees. Placing employees in jobs that match their 

education and skills is prioritized over placing employees who 

do not match their expertise, thus preventing a decline in 

performance. Future research should expand the research by 

adding other variables, such as work competency and mediating 

variables. 
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