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Abstract. Realization of tax acceptance as one of the main performance indicators 

(IKU) Tax Office (KPP) is very important in supporting state financing. Year 2017 and 

2018 KPP Pratama Jakarta Kalideres can reach the realization of acceptance which is 

the target of 118.48% and 139.33%.  In the year 2019 the realization of acceptance did 

not reach the target of 96.52%. From the results of the factor-factor studies that have 

not achieved the achievement of target acceptance is the organizational commitment 

(X1), transformational Leadership (X2) and Motivation (X3) through organizational 

citizenship behavior (OCB) (Y1) to Performance (Y2). The number of samples in this 

study was all KPP employees totaling 102 people. Data collection techniques are 

through internal data collection, interviews and questionnaires. Data analysis 

techniques using track analysis with SmartPLS processing software (Partial Least 

Square). The results of the hypothesis testing showed that: 1) the organizational 

commitments positively and significantly affect the OCB; 2) Transformational 

leadership is positively and significantly influential against OCB; 3) The motivation of 

positive and significant influence on OCB; 4) Organizational commitments have a 

positive and significant impact on performance; 5) Transformational leadership has a 

positive and significant influence on performance; 6) The motivation has a positive and 

significant influence on performance; 7) OCB has a positive and significant influence 

on performance; 8) The organizational commitment indirectly proves the influence of 

performance through OCB; 9) The transformational leadership indirectly also proves 

the influence of performance through OCB; 10) Indirect motivation also proves the 

influence of performance through OCB. The study concluded that an increase through 

understanding of organizational commitments, transformational leadership, and 

motivation would affect the OCB of employees who would influence improving KPP's 

performance. The results of this research can be a reference for the organization to 

understand the variables that affect the OCB as a material of study and evaluation for 

performance enhancement. 
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1   Introduction 

One of the main performance indicators of the Tax Office (KPP) is the realization of tax 

revenue. Achievement of Tax Revenue at KPP Pratama Jakarta Kalideres for the 2017 s.d. 
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2019 amounted to 118.48%, 139.33% and 96.52%. Not achieving the revenue target in 2019 

is based on the results of an interview with the Head of the Jakarta Kalideres KPP Pratama 

Office, that to achieve the target which is always increasing every year requires cooperation 

and synergy from all employees of KPP Pratama Jakarta Kalideres, apart from commitment 

to organization, guidance and supervision from supervisors and the motivation of the 

employees concerned. 

From the pre-survey results that the variables that affect performance are organizational 

commitment, transformational leadership, motivation through Organizational Citizenship 

Behavior. Based on research conducted by Maharani et al at PT Bank Syariah Mandiri 

Malang, East Java, that OCB does not mediate transformational leadership on performance. 

From the results of the pre-survey and research gap, we will carry out the research process at 

KPP Pratama Jakarta Kalideres with the title “The Influence of Organizational Commitment, 

Transformational Leadership and Work Motivation Through Organizational Citizenship 

Behaviors on Performance In The Pratama Tax Office, Jakarta Kalideres”. 

Based on the background and problem identification, the purpose of this research is to 

identify and analyze; 1) The influence of organizational commitment on employee OCB at 

KPP Pratama Jakarta Kalideres; 2) The influence of transformational leadership on employee 

OCB at KPP Pratama Jakarta Kalideres; 3) The influence of work motivation on employee 

OCB at KPP Pratama Jakarta Kalideres; 4) The influence of organizational commitment on 

performance at KPP Pratama Jakarta Kalideres; 5) The influence of transformational 

leadership on performance at KPP Pratama Jakarta Kalideres; 6) The influence of motivation 

on performance at KPP Pratama Jakarta Kalideres; 7) The influence of employee OCB on 

the performance of KPP Pratama Jakarta Kalideres; 8) The influence of organizational 

commitment on the performance of KPP Pratama Jakarta Kalideres with OCB as the 

mediation; 9) The influence of transformational leadership on the performance of KPP 

Pratama Jakarta Kalideres with OCB as mediation; 10) The influence of work motivation on 

the performance of KPP Pratama Jakarta Kalideres with OCB as the mediation. 

 

1.1 Theoretical Background 

1.1.1 Performance 

Gary Dessler (2015: 13) suggests that performance means the willingness of a person or 

group of people to carry out activities and improve them according to their responsibilities 

with results as expected. The basis for measuring the performance of DGT employees is 

described in the main Performance Indicators (IKU) in accordance with the Minister of 

Finance Decree number KMK-467 / KMK.01 / 2014 concerning the Performance 

Management within the Ministry of Finance as amended by KMK number 556 / KMK.01 / 

2015. Employee performance appraisal is carried out by measuring the Employee 

Performance Value (NKP) which comes from the KPI achievements as the basis for 

achieving the organization's strategic goals set out in the balance scorecard (BSC) and the 

Value of Behavior (NP). 

 

1.1.2 Organizational Citizenship Behavior 

According to Robbins and Judge (2017: 40) defines OCB as a choice behavior that is not 

part of an employee's formal work obligations but supports the influence functioning of the 

organization. In the world of organization, the OCB behavior of an employee is a very 

important element of an employee's attitude towards his job. OCB is an extra behavior that 

can be used as evaluation material which can have a special influence on the organization 

and the achievement of organizational inoffensiveness. 



 

 

 

 

 

1.1.3 Organizational Commitment 

According to Jex and Thomas (2008) in Kaswan (2015: 125), the definition of 

organizational commitment is as follows: Organizational commitment can be considered as 

the level of employee dedication to the organization where he works and the willingness to 

work on behalf of / for the benefit of the organization, and the possibility of maintaining his 

membership. Based on this definition, it can be interpreted that organizational commitment 

in the business world is the level of employee loyalty to the organization. 

 

1.1.4 Transformational Leadership 

According to Bass (1985) in the book Yukl (2013, p. 313) explains that transformational 

leadership is a condition in which the followers of a transformational leader feel that there is 

trust, admiration, loyalty, and respect for the leader, and they are motivated to do more than 

at first, they expected. Transformational leadership is concerned with strong self-

identification, the creation of a shared vision for the future and the relationship between 

leaders and followers based on one thing that is more than rewarding for obedience. The 

transformational leader defines the need for change, creates a new vision, mobilizes 

commitment to live the vision and transforms followers both individually and in teams. 

 

1.1.5   Motivation 

Steers and Porter (2015: 33) argue that: "Work motivation is an effort that can lead to 

behavior, direct behavior, and maintain or maintain behavior in accordance with the work 

environment in the organization". According to Gitosudarmo (2015: 109) motivation is a 

factor that encourages someone to do a certain activity, therefore motivation is often 

interpreted as a driving factor for one's behavior. Based on this opinion, employee 

motivation is an inner drive that drives and controls and influences their willingness to work. 

 

1.1.6 Research Framework 

 

 
Fig 1. Research Framework 

1.2 Hypothesis 

Based on the research objectives and theoretical basis and problem formulation previously 

described, the hypothesis proposed in this research is as follows: 

 



 

 

 

 

H1. Is there an influence of organizational commitment on employee OCB at KPP Pratama 

Jakarta Kalideres? 

H2. Is there an influence of transformational leadership on employee OCB at KPP Pratama 

Jakarta Kalideres? 

H3. Is there an influence of work motivation on employee OCB at KPP Pratama Jakarta 

Kalideres? 

H4. Is there an influence of organizational commitment on performance at KPP Pratama 

Jakarta Kalideres? 

H5. Is there an influence of transformational leadership on performance at KPP Pratama 

Jakarta Kalideres? 

H6. Is there an influence of work motivation on performance at KPP Pratama Jakarta 

Kalideres? 

H7. Is there an influence of employee OCB on the performance of KPP Pratama Jakarta 

Kalideres? 

H8. Is there an influence of organizational commitment to the performance of KPP Pratama 

Jakarta Kalideres with OCB as the mediation? 

H9. Is there an influence of transformational leadership in the performance of KPP Pratama 

Jakarta Kalideres with OCB as mediation? 

H10. Is there an influence of work motivation on the performance of KPP Pratama Jakarta 

Kalideres with OCB as the mediation? 

2   Research Method 

This research is descriptive quantitative research with a causality research approach 

between the independent variable and the dependent variable. The dependent variable in this 

study is Organizational Citizenship Behavior (Y1) and performance (Y2). The independent 

variables are organizational commitment (X1), transformational leadership (X2) and work 

motivation (X3). In order to avoid different definitions of the variables used in this study, it 

is necessary to make a definition or definition of each variable as follows: 

 

Table 1. The operational definition of a variable 

Variable Dimension 

Organizational Commitment (X1) 1. Affective Commitment 

Mayer and Allen in Luthan (2011) 2. Continued Commitment 

  3. Normative Commitment 

Transformational Leadership (X2) 1. Idealized influence 

Bass and Avolio (1985) in Yukl (2013;313) 2. Inspirational motivation 

 3. Intellectual simulation 

  4. Individualized consideration 

Motivation (X3) 1. Need for achievement 

McClelland (in Latif and Latief, 2018:115)  2. Need for Power 

  3. Need for Affiliation 

Organizational Citizenship Behavior (Y1) 1.  Sportsmanship 

Organ (Kaswan, 2015:84) 2.  Altruism 

 3.  Civic virtue 



 

 

 

 

  4.  Courtesy 

Performance (Y2) 1. Quantity of work 

KMK-556/KMK.01/2015 Performance 

Management within the Ministry of Finance 

2. Quality of work 

3. Individual values 

 

2.1 Sample and Population 

The population in this study was all employees who worked at KPP Pratama Jakarta 

Kalideres with a total of 102 employees. The sampling technique used in this study is a 

saturated or census sampling technique. So that the sample used in this study were all 

populations, as many as 102 people as respondents. 

 

2.2 Data Analysis Method 

The author uses descriptive statistics to establish a table of frequency distribution to 

determine whether the rate of value (score) entered the study variables in categories: very 

low, low, medium, high, and very high. In this study the data analysis was processed using 

SmartPLS (Partial Least Square).  

 

2.3 Evaluation of Measurement Model (Outer Model) 

a. Convergent Validity 

Convergent validity wants to confirm construct measurements.  The rule of thumb that is 

usually used to assess factor loading must be greater than 0.7 (Latan and Ghozali, 

87:2014) 

 

 
Fig 2. Construct Outer Model  

 

Based on Figure 2, all instrument / item values are above 0.7 so that it can be said to be valid. 

 

b. Reliability Test (Composite Reliability and Cronbach’s Alpha) 

To measure reliability with the Composite Reliability and Cronbach Alpa (α) statistical 

test. A variable is said to be reliable if it provides α> 0.70. The results can be seen in the 

following table: 

Tabel 3. Reliability Test 

Variabel 
Cronbach's 

Alpha 

Composite 

Reliability 
Result 

Organizational Commitment 0.884 0.915 Reliable 



 

 

 

 

Transformational Leadership 0.962 0.967 Reliable 

Motivation 0.908 0.926 Reliable 

OCB 0.952 0.958 Reliable 

Performance 0.916 0.931 Reliable 
Resources: Output SmartPLS 3.3.2, 2020 

 

2.4 Structural Model Evaluation / Hypothesis Test (Inner Model) 

2.4.1 R-Square Test 

The R-Square score in PLS can be used to explain an influence of certain exogenous 

latent variables on endogenous latent variables (Ghozali and Latan, 2017:91). 

 

Tabel 4. R-Square Score 

Variable R Square 

Performance 0.588 

OCB 0.622 
   Resources: Output SmartPLS 3.3.2, 2020 

 

The results of the R-square test show that the R-square value for the Performance variable 

(Y2) is 0.588 and the OCB (Y1) variable is 0.622 which has a value above 0.33 and below 

0.67, so it can be said that the structural model is moderate. 

 

2.4.2 Goodness of Fit Model 

The Goodness of Fit structural model on the inner model uses the predictive-relevance 

(Q-square) value. The Q-square value is greater than zero (0) indicating that the model has a 

predictive relevance value. The predictive relevance value can be calculated by the formula: 

Q2 = 1 – (1 – R1) (1 – Rp) 

Q2 = 1 – (1 – 0.588) (1 – 0.622) 

Q2 = 0.844 

The Q-square calculation above, the predictive-relevance value is 0.844 (> 0), which means 

that 84.4% of the variation in the OCB and performance variables is explained by the 

variables used. Thus, the model is said to have a relevant predictive value. 

 

2.5 Hypothesis Test (Path Coefficient) 

 
Fig 3. Indirect Influence Model 1 and 2  



 

 

 

 

3 Results and Discussion 

3.1 The Influence of Organizational Commitment (X1) on OCB (Y1) 

Organizational commitment has an influence of 0.339 on OCB because it has a T-statistic 

value (17,701) that is higher than the t-table 1,984 and a p-value below the alpha value of 

0.05 (5%), namely 0,000; Or it can be said that Organizational Commitment has a positive 

and significant influence on OCB so that it can be concluded that hypothesis 1 is accepted. 

The results of this study are consistent with the results of research from Netra Gunawan 

(2017) showing that Organizational Commitment has a positive and significant influence on 

OCB employees in PT. BPR ASHI. 

 

3.2 The Influence of Transformational Leadership (X2) on OCB (Y1) 

Transformational leadership has an influence of 0.179 on OCB because it has a T-statistic 

value (9.454) which is higher than the t-table 1.984 and a p-value below the alpha value of 

0.05 (5%), namely 0.000; or it can be said that transformational leadership has a positive and 

significant influence on OCB so that it can be concluded that hypothesis 2 is accepted. The 

results of this study are consistent with the results of research from Vipraprastha, et al (2018) 

showing that Transformational Leadership has a positive and significant influence on OCB 

PT Sarana Arga Gemeh Amerta in Denpasar City. 

 

3.3 The Influence of Motivation (X3) on OCB (Y1) 

Motivation has an influence of 0.431 on OCB because it has a T-statistic value (22,727) 

that is higher than the t-table 1.984 and a p-value below the alpha value of 0.05 (5%), namely 

0,000; or it can be said that work motivation has a positive and significant influence on OCB 

so that it can be concluded that hypothesis 3 is accepted. This is also in line with research by 

Al-Mahasneh (2015) which shows that work motivation has a positive influence on OCB. 

 

3.4 The Influence of Organizational Commitment (X1) on Performance (Y2) 

Organizational commitment has an influence of 0.305 on performance because it has a T-

statistic value (13.715) which is higher than t-table 1.984 and a p-value below an alpha value 

of 0.05 (5%), namely 0.000; Or it can be said that Organizational Commitment has a positive 

and significant influence on performance so that it can be concluded that hypothesis 4 is 

accepted. The results of this study are in line with the results of research from Andrew 

(2017) showing that Organizational Commitment has a positive influence on employee 

performance. 

 

3.5 The Influence Transformational Leadership (X2) on Performance (Y2) 

Transformational leadership has an influence of 0.047 on performance because it has a T-

statistic value (2.473) which is higher than the t-table 1.984 and a p-value below the alpha 

value of 0.05 (5%), namely 0.020; or it can be said that Transformational Leadership has a 

positive and significant influence on performance so that it can be concluded that hypothesis 

5 is accepted. The results of this study are in line with the results of Grace Akoth Dola's 

(2015) study showing that transformational leadership positively affects employee 

performance.   

 

3.6 The Influence of Motivation (X3) on Performance (Y2) 

Work motivation has an influence of 0.121 on performance because it has a T-statistic 

value (4.805) which is higher than the t-table 1.984 and a p-value below the alpha value of 



 

 

 

 

0.05 (5%), namely 0.000; or it can be said that work motivation has a positive and significant 

influence on performance so that it can be concluded that hypothesis 6 is accepted. This is 

also in line with research by Kehinde Adebayo (2015) showing that there is a positive 

influence on work motivation and leadership on employee performance. 

 

3.7 The Influence of OCB (Y1) on Performance (Y2) 

OCB has an influence of 0.492 on performance because it has a T-statistic value (16,755) 

which is higher than t-table 1,984 and a p-value below an alpha value of 0.05 (5%), namely 

0,000; or it can be said that OCB has a positive and significant influence on performance so 

that it can be concluded that hypothesis 7 is accepted. This is also in line with research by 

Chelagat, et al (2015) which shows that there is a positive influence of OCB on performance. 

 

3.8 The Influence of Organizational Commitment (X1) on Performance (Y2) with OCB 

(Y1) as a mediating variable 

Tables 5 and 6 on lines P2, a, P3.a and P1.a show that organizational commitment has a 

positive and significant influence on OCB (path P2.a "0.339"), the influence of direct 

organizational commitment on performance by involving the OCB variable gets the best 

results. Significant (path P3.a "0.305") and while the influence of direct organizational 

commitment on performance without involving OCB variables got significant results (path 

P1.a "0.471"), with a larger path coefficient value. The mediating nature of OCB to the 

relationship between direct organizational commitment to performance is a partial mediating 

variable. So, it can be concluded that hypothesis 8 is accepted. This research can complement 

the research conducted by Khan (2016), which states that employee performance is not 

significantly affected by an organizational commitment to the public sector. 

 

3.9 The Influence of Transformational Leadership (X2) on Performance (Y2) with OCB 

(Y1) as a mediating variable 

Tables 5 and 6 on lines P2, b, P3.b and P1.b show that transformational leadership has a 

positive and significant influence on OCB (line P2.b "0.179"), OCB has a positive and 

significant influence on performance (path P4) , the influence of direct transformational 

leadership on performance by involving OCB variables got significant results (path P3.b 

"0.047"), while the influence of direct transformational leadership on performance without 

involving OCB variables got significant results (path P1.b "0.134"), with a larger path 

coefficient value. That is, the mediating nature of OCB on the relationship between direct 

transformational leadership and performance is a partial mediating variable. So, it can be 

concluded that hypothesis 9 is accepted. This study is not in accordance with research 

conducted by Maharani et al (2015), who found that OCB does not mediate transformational 

leadership on performance at PT Bank Syariah Mandiri Malang, East Java. 

 

3.10 The Influence of Motivation (X3) on Performance (Y2) with OCB (Y1) as a 

mediating variable 

Hypothesis testing by including and without including the OCB variable as a mediating 

variable in the influence of work motivation on performance is presented in Tables 5 and 

6.Work motivation has a positive and significant influence on OCB (path P2.b), OCB has a 

positive and significant influence on performance (Path P4), the influence of direct work 

motivation on performance by involving OCB variables got significant results (path P3.c 

"0.121"), while the influence of direct work motivation on performance without involving 

OCB variables got significant results (path P1.c " 0.335 ”), with a larger path coefficient 



 

 

 

 

value. That is, the mediating nature of OCB on the relationship between direct work 

motivation and performance is a partial mediating variable. So, it can be concluded that 

hypothesis 10 is accepted. 

 

4   Conclusions 

Based on the results of research and analysis on the KPP Pratama Jakarta Kalideres, the 

following conclusions can be drawn: (1) Organizational commitment has a positive and 

significant influence on OCB, so it can be concluded that hypothesis 1 is accepted; (2) 

Transformational leadership has a positive and significant influence on OCB, so it can be 

concluded that hypothesis 2 is accepted; (3) Work motivation has a positive and significant 

influence on OCB, so it can be concluded that hypothesis 3 is accepted; (4) Organizational 

Commitment has a positive and significant influence on performance, so it can be concluded 

that hypothesis 4 is accepted; (5) Transformational leadership has a positive and significant 

influence on performance, so it can be concluded that hypothesis 5 is accepted; (6) Work 

motivation has a positive and significant influence on performance, so it can be concluded 

that hypothesis 6 is accepted; (7) OCB has a positive and significant influence on 

performance, so it can be concluded that hypothesis 7 is accepted; (8) Mediation from OCB 

to the relationship between direct organizational commitment to performance is a partial 

mediating variable, so it can be concluded that hypothesis 8 is accepted; (9) Mediation from 

OCB to the relationship between direct transformational leadership on performance is a 

partial mediation variable, so it can be concluded that hypothesis 9 is accepted; (10) 

Mediation from OCB to the relationship between direct work motivation and performance is 

a partial mediation variable, so it can be concluded that hypothesis 10 is accepted. 

Based on the results of research and analysis on the KPP Pratama Jakarta Kalideres, the 

following recommendation can be drawn: (1) Organizational Commitment. For employees, 

they feel they have an obligation to stay in the organization, one of which can be done by 

periodically holding a Corporate Value Internalization (ICV) in order to instill organizational 

values; (2) Leadership Transformational. To build attitudes that will make employees feel 

confident in their leaders. This can be done by holding in-house training, regular briefings at 

certain times and family gatherings to increase a sense of togetherness and better 

communication with employees and their families; (3) Motivation. The leader feels the need 

to provide and inform clearly about the targets that must be achieved from the level of each 

individual and provide opportunities for employees to develop themselves and achieve in the 

organization (DJP); (4) OCB. Leaders need to remind employees to be willing to do what is 

not part of formal work obligations but supports the influence functioning of the 

organization. Work according to organizational goals through the office (KPP Pratama 

Jakarta Kalideres), by providing full support to employees for the achievement of 

organizational goals (DJP); (5) Performance. Leaders need to provide understanding for all 

employees that the performance of the institution is the work of all employees of KPP 

Pratama Jakarta Kalideres. Commitment to the organization, transformational leaders, strong 

work motivation from employees and OCB employees both to agencies, especially the 

organization will support the achievement of organizational goals. 
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