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	ABSTRACT
Purpose: This study aims to examine the influence of spiritual leadership and job satisfaction on Organizational Citizenship Behavior and spirituality at work as a mediating variable in millennial employees at an electronic assembly company in Batam. Methodology: This research uses a quantitative approach with a sample of 261 employees and data analysis is carried out statistically to test the relationship between variables. Results: This study shows that spiritual leadership has no significant effect on OCB (T-Statistics 1.059, P-Value 0.290). In contrast, job satisfaction had a positive and significant effect on OCB (T-Statistics 4.090, P-Value 0.000). Spirituality at work did not mediate the effect of spiritual leadership on OCB, but did significantly mediate the relationship between job satisfaction and OCB. Findings: Job satisfaction influenced OCB more than spiritual leadership, with workplace spirituality mediating the relationship and driving employee motivation. Novelty: The study found that spiritual leadership indirectly influenced OCB, but job satisfaction was a significant mediator, particularly among millennial employees in the electronics manufacturing industry. Originality: This study highlights that spiritual leadership indirectly affects OCB, but job satisfaction is a significant mediator, offering a new perspective on the importance of focusing on job satisfaction among millennial employees in the electronics manufacturing industry. Conclusion: The study concluded that spiritual leadership does not directly influence OCB, but job satisfaction is a significant mediator. Organizations need to improve job satisfaction to encourage OCB among millennial employees. Type of Paper: This type of article is a research article that presents empirical findings on the effect of spiritual leadership on Organizational Citizenship Behavior (OCB) with a focus on the role of job satisfaction as a mediator. 
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INTRODUCTION
Human resources are strategic assets that determine the success of an organization in achieving goals. According to Hasibuan in Dira & Kusniawati (2020), humans act as actors, planners, and determinants of organizational success, thus becoming a key element in every organizational activity. Competent and qualified employees can produce high performance standards, while positive employee behavior can be an indicator of organizational success in achieving its vision and goals Saputri & Husna, (2022). One important form of positive behavior is Organizational Citizenship Behavior, which is voluntary employee behavior that goes beyond their formal responsibilities. Pratiwi, (2020)
The millennial generation is known as “Generation Y”. According to Kotler & Armstrong, (2016), this group includes those born between 1977 and 2000. This generation is often associated with the ability to master technology and has unique characteristics (Mutia, 2017). Many argue that the millennial generation plays an important role in driving the development of modern civilization. The planned future is in their hands (Mutia, 2017). According to Anitha and Aruna in Forastero, (2018), this generation is also known for its distinctive behavior. However, they also tend to be less loyal to organizations with an average tenure of >3 years. According to Thompson, (2011), the millennial generation's motivation to remain loyal can increase if they are given opportunities that support leadership development. In the context of the dynamic electronics manufacturing industry, millennials are considered relevant to study due to their significant role in driving technological innovation and workplace efficiency.
Spiritual leadership is a leadership style that emphasizes the values, attitudes, and behaviors necessary to motivate oneself and others through a sense of spirituality and meaning in work. Research in the last decade shows that spiritual leadership has a significant influence on Organizational Citizenship Behavior (OCB), which is the voluntary behavior of employees that goes beyond their formal responsibilities. For example, a study by Hasibuan & Wahyuni, (2022) found that spiritual leadership positively influences OCB through the mediation of workplace spirituality and job satisfaction. Similarly, a study by Jufrizen, (2021) showed that spirituality in the workplace mediates the effect of spiritual leadership on OCB. This study showed a positive significant result between spiritual leadership and OCB, which supports the second hypothesis. This finding is in line with research conducted by Djaelani et al., (2022). However, some studies show that the direct effect of spiritual leadership on OCB is not significant Pio & Lengkong, (2020), so other variables such as workplace spirituality are needed as mediating variables to explain the relationship.
[bookmark: _Hlk189655631]Job satisfaction refers to the positive feelings that employees have towards their jobs, which are influenced by various factors such as working conditions, compensation, interpersonal relationships, and development opportunities. The level of employee job satisfaction is significantly related to OCB, which in turn improves the achievement of company goals and performance. Previous research shows a strong relationship between job satisfaction and OCB Organ, (2018). Spirituality in the workplace is also influenced by employee experiences Meezenbroek et al., (2012). When employees show concern for others, this triggers an inner awareness to find meaning in work, which can lead to experiences of transcendence. These positive experiences encourage employees to work with joy and go beyond the tasks set Kazemipour & Mohd Amin, (2012).
Spirituality in the workplace is an experience that helps employees find meaning and purpose in their work, which then encourages them to go beyond the formal job description Kazemipour & Mohd Amin, (2012). According to Sharma & Jain, (2014), a supportive work environment can increase a sense of community and shared purpose, thus encouraging OCB. Another study also found that job satisfaction plays an important role in increasing OCB Ridlo et al., (2021). However, there are mixed results regarding the relationship between job satisfaction and OCB, with some studies reporting a negative relationship Maulida & Suriansyah, (2019).
Organizational Citizenship Behavior (OCB) refers to voluntary employee behaviors that go beyond formal duties and contribute positively to the organization, such as helping co-workers and participating in organizational activities. Research shows that OCB is associated with improved organizational performance and interpersonal relationships in the workplace. Organ, (2018) suggested that OCB can improve team performance, while (Podsakoff et al, 2014) found a link between OCB and job satisfaction that affects organizational effectiveness.
This study was conducted to answer the differences in results from previous studies with a focus on the influence of spiritual leadership, job satisfaction, and spirituality in the workplace on OCB. This study was conducted on millennial employees working in the electronics manufacturing industry in Batam City, with the aim of making theoretical and practical contributions to organizations in creating a supportive work environment and increasing employee engagement.
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Figure 1. Conceptual Framework

HI : Spiritual leadership affects OCB
H2: Job satisfaction affects OCB
H3: Spiritual leadership has an indirect effect on OCB through spirituality in the workplace
H4: Job satisfaction has an indirect effect on OCB through workplace spirituality

METHOD
Metode Analisis
This research uses a quantitative approach based on positivism, which aims to study a particular population or sample. This method collects data using research instruments and then analyzes it quantitatively and statistically. The data collection technique is carried out through a questionnaire, which involves submitting a series of written questions to respondents to obtain relevant information. 
Research variables are divided into independent, dependent, and mediating variables, which are measured using research instruments. The data analysis technique uses the SEM-PLS method, which is suitable for reflective and formative constructs and can be applied in small samples. Data analysis also includes descriptive analysis to explain respondents' responses using a Likert scale. Data validity was tested using convergent and discriminant validity to ensure there was no significant correlation between the measurements of the various constructs. With this systematic research design, researchers can clearly define what will be measured and ensure accountable results. 
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RESULTS
Analysis of Measurement Model Test Results (Outer Model)
Convergent Validity
Based on the data in the convergent validity table, the results show that each variable has a value of >0.7. Therefore, these variables are declared valid. 
Tabel 1. Convergent Validity Test Results
	Item
	Spiritual Leadership
	Job Satisfaction
	Organizational Citizenship Behavior
	Spirituality in the Workplace
	Description

	SL1.1
	0.981
	
	
	
	Valid

	SL2.1
	0.995
	
	
	
	Valid

	SL3.1
	0.991
	
	
	
	Valid

	SL4.1
	0.990
	
	
	
	Valid

	SL5.1
	0.995
	
	
	
	Valid

	JS1.1
	
	0.955
	
	
	Valid

	JS2.1
	
	0.954
	
	
	Valid

	JS3.1
	
	0.950
	
	
	Valid

	JS4.1
	
	0.789
	
	
	Valid

	JS5.1
	
	0.789
	
	
	Valid

	OCB1.1
	
	
	0.850
	
	Valid

	OCB2.1
	
	
	0.731
	
	Valid

	OCB3.1
	
	
	0.841
	
	Valid

	OCB4.1
	
	
	0.859
	
	Valid

	OCB5.1
	
	
	0.798
	
	Valid

	SW1.1
	
	
	
	0.974
	Valid

	SW2.1
	
	
	
	0.990
	Valid

	SW3.1
	
	
	
	0.978
	Valid


Source: Processed Data, 2024


Discriminant Validity
Each indicator can be considered capable of representing its variable better than other variables if the cross loading value of the indicator is higher on the latent variable being measured than other latent variables Ghozali & Latan (2014) in Sitio, (2021). Based on table 2, the results show that the highest cross loading is found in each indicator for each variable. This indicates that each indicator on the variable can be declared valid.

Tabel 2. Discriminant Validity Test Results
	Item
	Spiritual Leadership
	Job Satisfaction
	Organizational Citizenship Behavior
	Spirituality in the Workplace

	SL1.1
	0.981
	0.055
	0.076
	-0.089

	SL2.1
	0.995
	0.064
	0.102
	-0.084

	SL3.1
	0.991
	0.054
	0.100
	-0.080

	SL4.1
	0.990
	0.053
	0.114
	-0.082

	SL5.1
	0.995
	0.060
	0.112
	-0.079

	JS1.1
	0.040
	0.955
	0.317
	-0.231

	JS2.1
	0.029
	0.954
	0.320
	-0.238

	JS3.1
	0.055
	0.950
	0.326
	-0.241

	JS4.1
	0.067
	0.789
	0.292
	-0.065

	JS5.1
	0.081
	0.789
	0.292
	-0.059

	OCB1.1
	0.133
	0.241
	0.850
	-0.231

	OCB2.1
	0.107
	0.149
	0.731
	-0.164

	OCB3.1
	0.035
	0.131
	0.841
	-0.305

	OCB4.1
	0.066
	0.412
	0.859
	-0.317

	OCB5.1
	0.089
	0.352
	0.798
	-0.183

	SW1.1
	-0.073
	-0.199
	-0.296
	0.974

	SW2.1
	-0.081
	-0.193
	-0.287
	0.990

	SW3.1
	-0.090
	-0.198
	-0.305
	0.978


Source: Processed Data, 2024

Value Average Variance Extracted (AVE)
Based on table 3, the validity test results show that the AVE values of the four variables used in this study have met the criteria with a value of> 0.50 Abdillah & Jogiyanto, (2015).

Table 3. Value Average Variance Extracted (AVE)
	Variabel
	Nilai Average Variance Extracted (AVE)

	Spiritual Leadership (X1)
	0.981

	Job Satisfaction (X2)
	0.793

	Organizational Citizenship Behavior (Y)
	0.668

	Spirituality in the Workplace (Z)
	0.962


Source: Processed Data, 2024

Reliability Test
A construct can be considered reliable if both components have a value of 0.70 Ferdinand, (2014) in Fazriansyah et al., (2022), the results in the table show that the variables have passed the reliability test and are considered reliable.

Table 4. Value Cronbach’s Alpha dan Composite Reliability
	[bookmark: _Hlk189593156]Variable
	Cronbach's Alpha
	Composite Reliability
	Description

	Spiritual Leadership (X1)
	0.995
	0.996
	Reliable

	Job Satisfaction (X2)
	0.934
	0.950
	Reliable

	Organizational Citizenship Behavior (Y)
	0.879
	0.909
	Reliable

	Spirituality in the Workplace (Z)
	0.980
	0.987
	Reliable


Source: Processed Data, 2024

Analysis of Structural Model Test Results (Inner Model)
R-Square
R-Square values are classified into three categories: strong, moderate, and weak. If the R-Square value reaches 0.75, it is categorized as strong, a value of 0.50 is included in the moderate category, and a value of 0.25 is categorized as weak Hair et al., (2011). The results in the table below indicate that the R-Square values for both variables are in the weak category.

Table 5. R- Square Result
	Variable
	R-Square
	R-Square Adjusted

	Organizational Citizenship Behavior (Y)
	0.181
	0.171

	Spirituality in the Workplace (Z)
	0.045
	0.038


Source: Processed Data, 2024

Hypothesis Test
Table 6. Direct Effect Test
	Variable
	Original Sample (O)
	Sample Mean (M)
	Standard Deviation (STDEV)
	T-Statistics (|O/STDEV|)
	P-Values

	Direct Effect

	Spiritual Leadership (X1) -> Organizational Citizenship Behavior (Y)
	0.066
	0.069
	0.062
	1.059
	0.290

	Job Satisfaction (X2) -> Organizational Citizenship Behavior (Y)
	0.295
	0.298
	0.072
	4.090
	0.000


Source: Processed Data, 2024

H1 : The effect of spiritual leadership on Organizational Citizenship Behavior
The first test results show that spiritual leadership has no significant effect on Organizational Citizenship Behavior, with a path coefficient of 0.066, T-Statistics 1.059 < 1.96, and P-Value 0.290 > 0.05. H1 is rejected.
H2 : The effect of job satisfaction on Organizational Citizenship Behavior
Testing the second hypothesis shows that job satisfaction has a positive and significant effect on Organizational Citizenship Behavior, with a coefficient of 0.295, T-Statistics 4.090 (>1.96), and P-Value 0.000 <0.05. H2 is accepted.
Table 7. Indirect Effect Test
	Variable
	Original Sample (O)
	Sample Mean (M)
	Standard Deviation (STDEV)
	T-Statistics (|O/STDEV|)
	P-Values

	Indirect Effect

	Spiritual Leadership (X1) -> Spirituality in the Workplace (Z) -> OCB (Y)
	0.017
	0.017
	0.014
	1.199
	0.231

	Job Satisfaction (X2) -> Spirituality in the Workplace (Z) -> OCB (Y)
	0.047
	0.046
	0.018
	2.594
	0.010


Source: Processed Data, 2024

H3: The effect of spiritual leadership on Organizational Citizenship Behavior through spirituality in the workplace
Testing the third hypothesis shows that spiritual leadership on Organizational Citizenship Behavior through spirituality in the workplace has no significant effect, with a path coefficient of 0.017, T-Statistics 1.199 < 1.96, and P-Value 0.231 > 0.05. H3 is rejected.
H4: The effect of job satisfaction on Organizational Citizenship Behavior through spirituality in the workplace.
Testing the fourth hypothesis shows that job satisfaction on Organizational Citizenship Behavior through spirituality in the workplace has a positive and significant effect, with a path coefficient of 0.047, T-Statistics 2.594> 1.96, and P-Value 0.010 <0.05. H4 is accepted.

DISCUSSION
Spiritual leadership has a positive and insignificant effect on OCB, in line with Pio & Lengkong, (2020). OCB may be more influenced by organizational culture, job satisfaction, or relationships between employees, so a more relevant approach is needed to increase employee contributions beyond formal responsibilities.
Job satisfaction has a positive and significant effect on OCB. Satisfied employees tend to be more motivated to help colleagues, support organizational goals, and go beyond the main task. This finding is in line with Ridlo et al., (2021), which shows that job satisfaction increases OCB in employees in Batam through emotional attachment and commitment to the organization, creating a collaborative and supportive work environment. 
Spiritual leadership research on OCB with the mediation of spirituality in the workplace has no significant effect. Although spiritual leadership supports harmonious working relationships, its influence is not strong enough to increase employees' extra-role behavior. Other factors such as job satisfaction, rewards, or interpersonal relationships may be more dominant Fathiyah et al, (2021). These results are in line with Jufrizen, (2021), who found that spiritual leadership has not fully aligned with the needs or motivations of employees in a Batam company. Factors such as work environment and company policies influence employee behavior more. A more comprehensive approach is needed to integrate spirituality in the workplace to encourage OCB.
Job satisfaction research mediated by spirituality in the workplace has a positive effect on OCB. Spirituality in the workplace creates a harmonious environment, gives work meaning and increases employee attachment, strengthening motivation to help coworkers. This result is in line with Dubey et al., (2022), who found that the mediation of spirituality at work supports employees' extra-role behavior in Batam companies. With a balance between spiritual values, job satisfaction, and organizational culture, employees are more motivated to contribute beyond primary duties. Companies can utilize this strategy to significantly increase OCB.
CONCLUSION
Based on the analysis, spiritual leadership does not have a significant influence on Organizational Citizenship Behavior (OCB). However, job satisfaction has a positive effect on OCB, where employees who are more satisfied with their jobs tend to exhibit extra behaviours that support the organization. In addition, spirituality at work can mediate the relationship between job satisfaction and OCB, strengthening the link between spiritual values and employees' motivation to contribute more actively. Thus, while spiritual leadership has a significant direct impact, spirituality at work can strengthen the influence of job satisfaction on OCB.
This study only focused on the relationship between spiritual leadership, job satisfaction, OCB and workplace spirituality, without considering other influencing variables. Data was collected through a questionnaire that relied on respondents' perceptions, so the results are dependent on their subjective views. This study is also limited to a specific context and cannot be generalized to other populations or locations. For future research, it is recommended to expand the sample, consider moderating or mediating variables, and use mixed research methods for a more in-depth understanding. Researchers can also explore other variables such as transformational leadership style and organizational commitment.
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