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ABSTRACT
Objectives : The aim of this study was to discover and examine the relationship between organizational culture and work satisfaction, as well as the relationship between job satisfaction and organizational citizenship behavior.
Methodology : This study uses a causal type of research using a quantitative approach with a sample of 67 respondents who are employees of PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru.  To evaluate the seven hypotheses put out in this study, data was collected via interviews and a list of assertions, such as questionnaires, and data analysis methods employing Partial Least Square (SmartPls).
Findings : According to the findings of this study, Servant Leadership has a significant and positive impact on Job Satisfaction, whereas Organizational Culture has no significant and positive impact on Job Satisfaction. Servant Leadership has a significant and positive influence on organizational citizenship behavior, and organizational culture has a significant and positive influence on organizational citizenship behavior. Job Satisfaction has a significant and positive effect on Organizational Citizenship Behavior at PT Pelindo (Persero) Branch TPK Perawang Pekanbaru.
Conclusion : This study examines how servant leadership and organizational culture influence employee job satisfaction and organizational citizenship behavior in order to achieve company goals. As a result, this condition is undoubtedly a source of concern for the company in terms of improving leadership and aligning all employees' perceptions of the organizational culture system that will be implemented in the company.
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INTRODUCTION
Various kinds of effects of changes that occur in a developing era require a company to be able to open itself in formulating strategies and making policies in an effort to deal with a growing business environment. One of the things that can support the success of the strategy lies in the management of human resources. Companies must be able to implement appropriate human resource management in order to achieve company goals and to obtain efficient resources. In order to contribute to the accomplishment of the organization's strategic aims, human resources are one of the crucial supports for the operation of internal operations. In corporations, human resources are those people who devote all of their time, skills, and creativity to the company.

Organizational success is achieved because of the existence of people behind the organization who must be arranged in such a way as to support the achievement of the organization's vision. Organizational success will be difficult to realize, if its resources are not managed properly and do not have the same goals in achieving the organization's vision (Hanggraeni, 2012).
An organization's or a company's human resources are one of the components that, of course, have a variety of backgrounds. With these different backgrounds, good management is needed so that organizational goals can be achieved. Human resources in the organization play a critical role in the organization's success in achieving its goals. Employees are seen as more than just a source of capital or an expense; they are also a type of organizational resource that can boost organizational competitiveness. Therefore, in order for employees to become the main resource and be able to complete all tasks and work well, their abilities must be developed and they must always be supported by the organization.
In the organization, of course, there are several problems that an employee may face with a number of duties and responsibilities and of course there are demands for his professional role. With the limitations that these employees have, it is very necessary for organizations to pay attention to how satisfied employees are at work and the behavior that plays a role more than employees is known as organizational citizenship behavior.
Facts demonstrate that firms with employees that exhibit positive organizational citizenship behavior (OCB) outperform other organizations (Handayani et al., 2020). A company or organization that is supported by employees through the presence of a good OCB indicates that the employee is satisfied with what the company provides. So that employees voluntarily improve their performance in order to provide maximum benefits for the company.

Job satisfaction and organizational citizenship behavior do not just grow in individuals or employees. Of course, there are many things that can have an influence to encourage the creation of this behavior. One of the factors that influence job satisfaction and organizational citizenship behavior externally is the leadership style applied by superiors. Through the application of servant leadership leadership will be able to increase employee job satisfaction and organizational citizenship behavior in their work.

One of the newest leadership philosophies in use today is servant leadership, which is highly sought after by academics. The needs of followers are typically given first priority by leaders that employ the servant leadership leadership style, and they are treated as coworkers, resulting in a highly tight relationship between the two because of their involvement with one another. Improper application of the servant leadership concept causes job satisfaction and organizational citizenship behavior to be low. This is consistent with the findings of (Handayani et al., 2020) who discovered that servant leadership had no significant effect on employee organizational citizenship behavior.
In addition to servant leadership , one of the factors that influence an organization to form a quality employee who has organizational commitment is organizational culture . The existence of an organizational culture that has been owned by every individual in the organization is expected to create satisfaction and positive behavior that is carried out outside the roles and obligations which is called organizational citizenship behavior. Organizational culture can have a positive and significant impact on job satisfaction, namely, employee job satisfaction can lead to good performance depending on the compatibility of the employee's characteristics with the existing or applied organizational culture. Organizational culture can also have a positive and significant impact on organizational citizenship behavior; specifically, the greater the employee's understanding of organizational culture, the greater the employee's organizational citizenship behavior. Organizational culture must be followed by all members of the organization. This is because organizational culture has a very important role in the organization, where to realize shared values and effective organizational commitment, all members of the organization must be involved.

In this study, researchers took PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru as the object of research. PT Pelabuhan Indonesia is a company engaged in world-class port and maritime services that offers integrated services between ports in Indonesia. The servant leadership phenomenon of PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru shows that servant leadership has not been maximally implemented and still needs improvement. This is because a leader gives tasks to his subordinates with short deadlines without giving examples and without directing or providing any steps in completing the work, thus making employees feel confused to complete the tasks given and the work results are less than optimal.

The phenomenon of organizational culture can be seen from the existence of employees who violate the organizational cultural values that have been set by the company, such as employees who have not implemented and do not understand the values of corporate culture, there are still employees who are not responsible for mistakes in carrying out their duties, as well as the presence of employees. who are still concerned with their own work without the cooperation of employees with each other. For example, there are still employees who come late, some employees leave the office during working hours without asking their superiors for permission first, and there are employees who are forced to comply with company values.

The phenomenon of job satisfaction at PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru is also seen from promotion opportunities for people closest to the leadership, this makes other co-workers not get the same opportunity, so that some employees feel that promotions are not measured by the employee's ability but only on the relationship factor alone with the leadership. In addition, there are leaders who rarely communicate with subordinates, resulting in employees feeling unsupported and feeling less confident when carrying out and completing their work.

The preliminary survey results show that there are indications of job dissatisfaction for employees caused by dissatisfaction because there is a gap in the salary received by the type of work provided by the company, such as the lack of service fees provided by the company and the lack of promotions received by employees for outstanding employees. Such incidents can lead to employee dissatisfaction at work.
Furthermore, the phenomenon of organizational citizenship behavior at PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru shows that employee organizational citizenship behavior is still not optimal. This is due to the lack of attention from the leadership to its employees so that they do not understand each other, communication is not smooth, and the lack of support from the leadership for completing the work of employees and the lack of tolerance given if they get into trouble or make mistakes at work. In addition, the OCB phenomenon can also be seen from the lack of a sense of cooperation or mutual respect between co-workers or superiors and subordinates and the work given exceeds the ability of employees which causes employees to be lazy to work. This phenomenon shows that employee organizational citizenship behavior still needs to be improved.
LITERATURE REVIEW
Servant Leadership
Servant leadership is a concept of ethical leadership introduced by Greenleaf in 1970, according to Spears (2010) who said that a servant leader is one who prioritizes service, beginning with the innate desire to serve and put service first. Servant leadership is a type of leadership that focuses on providing opportunity for followers to grow and develop rather of only serving the leader's personal interests (Robbins & Judge, 2015) . 

Servant leadership oriented to servant leadership, knowledge-based, participatory, process responsibility, ethical and social aspects can defuse scandals or conflicts within the organization. The application of the right servant leadership concept will be able to provide better job satisfaction for employees. Employees will be able to feel that their leaders position the needs of employees as a priority in leadership that can support employees in providing maximum performance. According to the findings of previous research (Siagian, 2019), servant leadership has a positive influence on job satisfaction.
H1 : Servant Leadership has an effect on Job Satisfaction
Organizational Culture
According to Ismaniar (2015), in order to employ resources, infrastructure, and data efficiently and effectively to achieve organizational goals, individuals congregate in an organizational culture that is methodical, planned, supervised, and regulated. Meanwhile, according to Saputra & Djastuti (2015), organizational culture is a social glue that holds the organization together by providing proper standards for employees to follow. Organizational culture has a very big role in creating the meaning of a company, because organizational culture is a guide for the behavior of every member of the organization, which is the basis for acting and guiding employees in solving problems.

Organizations must have a strong organizational culture in order to develop since it affects employee performance, job satisfaction, and overall organizational performance. To reduce extreme perception gaps among employees, a strong company culture will offer a more consistent structure and procedure for each employee. According to the results of previous research by Tumbelaka et al., (2016), (Sahyoni & Supartha, 2020),  (Jufrizen, Lumbanraja, Salim, & Gultom, 2017) concluded that there is a positive influence of organizational culture on job satisfaction .
H2 
: 
Organizational Culture has an effect on  Job Satisfaction
Organizational Citizenship Behavior
Organizational citizenship behavior (OCB) is a sort of individual behavior that is not officially or publicly recognized in a formal work system but can benefit organizational functioning when combined (Munir, 2020). According to Organ et al., (2006)  OCB is an individual behavior that is free (discretionary), not overtly or directly related to the reward system, and that when taken as a whole (aggregate), will help the organization become more effective and efficient. tasks performed by the organization. The right and good leadership system will provide high satisfaction for employees. Thus, the willingness of employees to give more performance and behavior to provide benefits for the organization will voluntarily increase. According to the findings of previous research by Gumelar (2021), servant leadership has a positive influence on organizational citizenship behavior.

H3 
: 
Servant Leadership has an effect on Organizational Citizenship Behavior

Organizational Culture  is things that refer to the system of shared meaning held by members that distinguishes the organization from other organizations (Robbins & Judge, 2015). According to Podsakoff et al., (2000)  Organizational effectiveness can be impacted by OCB for a number of reasons. First, OCB can aid in boosting coworkers' productivity. Second, OCB can aid in boosting management output. Third, OCB can aid in the productive utilization of organizational resources. Fourth, OCB can lessen the extent to which organizational resources are required to be provided for the maintenance of employees. The effectiveness of the company as previously defined is anticipated to rise with the adoption of a good and acceptable organizational culture system by every employee. According to the results of previous research by Husodo (2018), it is concluded that there is a positive influence of organizational culture on organizational citizenship behavior .
H4 
: 
Organizational Culture has an effect on Organizational Citizenship Behavior
Job Satisfaction
Various work-related attitudes and particular elements, such as pay, employment stability, job security, opportunity for promotion, fair job evaluation, and workplace social interactions, all contribute to job satisfaction (Rasyid & Tanjung, 2020). Nabawi (2019) states that job satisfaction is determined not by how hard or well a person works, but by how much a person enjoys a particular job. Job satisfaction refers to one's feelings or attitudes toward the work itself, compensation, possibilities for advancement or education, supervision, coworkers, workload, and other factors.

According to Sutrisno (2019), Job satisfaction is the attitude that a person has toward their work in relation to work settings, teamwork among coworkers, rewards gained at work, and issues connected to physical and psychological elements. Although OCB is defined as individual free behavior that is not directly and overtly recognized by the formal reward system, it promotes the effectiveness of organizational activities as a whole. Previous research by Triwibowo & Arsanti (2016),  (Mulyadi, Syahrizal, & Patrisia, 2019), (Tistianingtyas & Parwoto, 2021), (Kusumaninggati, Mukhtar, & Sujanto, 2018) concluded that job satisfaction has a positive influence on organizational citizenship behavior.

H5 
: 
Job Satisfaction has an effect on Organizational Citizenship Behavior
Organizational Citizenship Conduct (OCB), a rarely observed or recognized type of workplace behavior, is a component of organizational behavior study. The presence of OCB is a result of how individual organizational beliefs and perceptions affect the fulfillment of psychological contracts and commitments (Saleem & Amin, 2013) . The higher the job satisfaction possessed by employees, it is considered that the higher the Organizational Citizenship Behavior (OCB). So that leadership with servant leadership type will be able to provide encouragement or positive work motivation for employees, in the end will be able to provide good job satisfaction and have an impact on Organizational Citizenship Behavior (OCB). According to the results of previous research by Fanny & Admaja (2017) concluded that Servant leadership has a positive and significant impact on organizational citizenship behavior. Job satisfaction has a positive and significant impact on organizational citizenship behavior .
H6 
: 
Servant Leadership has an effect on Organizational Citizenship Behavior through Job Satisfaction
Organizational culture, also known as corporate culture, is a set of beliefs or standards that have been in existence for a long time and are shared by members of the organization (workers) as behavioral patterns in solving organizational challenges (company). A good and appropriate organizational culture will certainly make employees more comfortable at work. This will also encourage better employee job satisfaction so that it can have a positive impact on Organizational Citizenship Behavior (OCB).  According to the results of previous research by Husodo (2018) concluded that Organizational culture influences work satisfaction, job satisfaction influences Organizational Citizenship Behavior (OCB), and job satisfaction serves as an intervening variable in the relationship between organizational culture and organizational citizenship behavior (OCB).
H7 
: 
Organizational Culture has an effect on Organizational Citizenship Behavior through Job Satisfaction
Using previous research, the above explanation can be used to describe the influence of servant leadership and organizational culture on job satisfaction and organizational citizenship behavior as follows:


Figure 1. Conceptual Framework

METHOD
This study uses a quantitative research approach using a survey method, namely a questionnaire/questionnaire in which the population is large or small in scope, the data is taken from the sample. Survey research is referred to as practical research which is intended to improve something. This survey research method is focused on servant leadership and organizational culture that can affect employee job satisfaction and organizational citizenship behavior (OCB). A total of 67 employees from PT Pelabuhan Indonesia (Persero), comprising 12 women and 55 men, were used by the researchers. The population's size and makeup are represented by the sample. The researcher can employ samples obtained from that group if a huge research population makes it impossible to examine the entire population, for instance owing to a lack of resources, time, and people. This study used the saturated sample approach to determine the size and number of its sample, sampling up to 67 percent of the population.

The data in this study employs a quantitative descriptive methodology because the data were gathered, analyzed, and presented using numbers. As a result, descriptive research is carried out to determine the presence of independent variables, either solely on one or more variables without making comparisons or connecting with other variables (independent variables are independent variables, not independent variables, because if the independent variable is always paired with the dependent variable). The data analysis method used in this study is statistical analysis, specifically the partial least squares structural inquiry model (PLS-SEM), which tries to do route analysis utilizing latent variables..
RESULTS AND DISCUSSION
Analysis of the Measurement Model (Outer Model )

The analysis of the measurement model (outer model) determines whether the indicators indicator used in measuring variable latent reliability and validity.
1. Validity Test

A construct's discriminant validity measures how fundamentally distinct it is from other constructs (a construct is unique). The table below shows the results of the AVE (Avarage Variant Extracted ).

Table 1. AVE Test Results
	Indicator
	AVE value
	Test results

	Servant Leadership
	0.657
	Valid

	Organizational Culture
	0.696
	Valid

	Organizational Citizenship Behavior
	0.686
	Valid

	Job Satisfaction
	0.739
	Valid


              Source: SmartPLS 3 Data Processing Results (2022)

According to the preceding table, each variable's AVE (Avarage Variant Extracted) value is larger than 0.5. So it's clear that the variables or constructs are reliable.

The results of each question's cross loading value on the variable can also be utilized to determine the discriminant validity test. A number greater than 0.70 is selected as the reference value in this investigation. Additionally, the value of a construct's cross loading indicator can be used to determine the discriminant validity test. A construct can be deemed to be good if the value of each indicator and construct is higher than the value of the other constructs.
Table 2. Cross Loading Results
	Indicator
	X1
	X2
	Y
	Z

	SL1
	0.784
	0.561
	0.732
	0.538

	SL2
	0.704
	0.443
	0.639
	0.607

	SL3
	0.803
	0.451
	0.753
	0.648

	SL4
	0.824
	0.580
	0.716
	0.741

	SL5
	0.862
	0.602
	0.790
	0.790

	SL6
	0.822
	0.596
	0.747
	0.657

	SL7
	0.876
	0.534
	0.775
	0.770

	SL8
	0.840
	0.581
	0.732
	0.675

	SL9
	0.830
	0.464
	0.743
	0.709

	SL10
	0.749
	0.539
	0.676
	0.627

	OC1
	0.584
	0.889
	0.647
	0.476

	OC2
	0.532
	0.879
	0.620
	0.480

	OC3
	0.513
	0.855
	0.571
	0.444

	OC4
	0.585
	0.898
	0.712
	0.537

	OC5
	0.515
	0.844
	0.599
	0.433

	OC6
	0.497
	0.832
	0.542
	0.412

	OC7
	0.536
	0.733
	0.539
	0.486

	OC8
	0.569
	0.818
	0.630
	0.528

	OC9
	0.582
	0.864
	0.546
	0.477

	OC10
	0.446
	0.801
	0.476
	0.306

	OC11
	0.625
	0.755
	0.623
	0.436

	OC12
	0.527
	0.844
	0.570
	0.402

	OC13
	0.614
	0.837
	0.639
	0.633

	OC14
	0.537
	0.814
	0.589
	0.485

	OCB1
	0.823
	0.598
	0.886
	0.811

	OCB2
	0.787
	0.650
	0.892
	0.917

	OCB3
	0.735
	0.564
	0.721
	0.886

	OCB4
	0.772
	0.657
	0.859
	0.778

	OCB5
	0.758
	0.662
	0.874
	0.852

	OCB6
	0.836
	0.593
	0.889
	0.838

	OCB7
	0.643
	0.590
	0.749
	0.839

	OCB8
	0.686
	0.597
	0.791
	0.828

	OCB9
	0.688
	0.491
	0.783
	0.869

	OCB10
	0.715
	0.529
	0.816
	0.751

	JS1
	0.688
	0.513
	0.777
	0.904

	JS2
	0.769
	0.483
	0.821
	0.923

	JS3
	0.761
	0.438
	0.742
	0.879

	JS4
	0.789
	0.461
	0.780
	0.805

	JS5
	0.630
	0.391
	0.654
	0.839

	JS6
	0.654
	0.473
	0.754
	0.846

	JS7
	0.751
	0.500
	0.777
	0855

	JS8
	0.726
	0.513
	0.772
	0.826

	JS9
	0.704
	0.509
	0.747
	0.860

	JS10
	0.711
	0.591
	0.749
	0.854


        Source: SmartPLS 3 Data Processing Results (2022)
Based on table 2, all variables have an average indicator value above 0.70 so that each question indicator from all of these variables meets discriminant validity. In addition to seeing the cross loading value above 0.70, discriminant validity also looks at the cross loading value of a construct indicator that is greater than the cross loading value of the construct indicator.

2. Reliability Test

The internal consistency of the measuring instrument is evaluated during reliability testing. The dependability of a measuring instrument in making measurements demonstrates its accuracy, consistency, and precision. In PLS, two approaches for measuring reliability are available: composite reliability and Cronbach's alpha. Cronbach's alpha assesses the dependability of a construct's lower bound, whereas composite reliability assesses the real value of dependability. As a general rule, the composite reliability value and Cronbach's alpha value are defined as greater than 0.6 and greater than 0.6, respectively. With these measurements, a value of 0.60 indicates that the construct has high reliability.
Tabel 3. Construct Reliability and Validity
	Variable
	Cronbach's Alpha
	Composite Reliability
	Result

	Servant Leadership 
	0.942
	0.950
	Reliable

	Organizational Culture 
	0.966
	0.970
	Reliable

	Organizational Citizenship Behavior
	0.948
	0.956
	Reliable

	Job Satisfaction
	0.961
	0.966
	Reliable


        Source: SmartPLS 3 Data Processing Results (2022)


Each research variable has a Cronbach's alpha value and composite reliability > 0.60, as can be observed from the data shown above. The variables employed in the study can be deemed reliable based on the outcomes that were found.
Structural Model Analysis (Inner Model)

Three tests are used in structural model analysis: (1) R-Square; (2) F-Square; and (3) Hypothesis Test.
1. R-Square
The R-Square is used to evaluate the robustness of a model. If the value is 0.75, the model is considerable (strong); 0.50, the model is moderate (medium); and 0.25, the model is weak (bad) (Juliandi, 2018) .

Table 4. R-Square
	Variable
	R-Square
	R-Square Adjusted

	Organizational Citizenship Behavior 
	0.891 
	0.886 

	Job Satisfaction 
	0, 703
	0.694 


          Source: SmartPLS 3 Data Processing Results (2022)
Following is the result of the R-Square value test: Path model R-Square I = 0.891. This indicates that the model is substantial (strong) because the variables servant leadership and organizational culture explain 89.1% of organizational citizenship behavior, and (2) R-Square Path II = 0.703 indicates that the model is moderate because the variables servant leadership and organizational culture explain 70.3% of job satisfaction.
2. F-Square
These are the F-Square criteria: Exogenous variables have a little impact on endogenous variables if the value is 0.02; a small to moderate impact on endogenous variables if the value is 0.15; and a substantial impact on endogenous variables if the value is 0.35 (Juliandi,  2018).  

Table 5. F-Square
	Variable
	Servant Leadership
	Organizational Culture 
	Organizational Citizenship Behavior
	Job Satisfaction

	Servant Leadership
	
	
	0.392
	1,284

	Organizational Culture 
	
	
	0.218
	0.001

	Organizational Citizenship Behavior
	
	
	 
	 

	Job Satisfaction 
	
	
	0.479
	 


  Source: SmartPLS 3 Data Processing Results (2022)
Table 5 above shows the result of the F-Square value, which is as follows: The impact of exogenous variables on endogenous variables is significant, as seen by the servant leadership variable's value of = 0.392 on organizational citizenship behavior. The influence of varied organizational culture on organizational citizenship behavior is moderate/moderate from exogenous factors to endogenous, with a value of 0.218. The exogenous variable has a significant impact on the endogenous, as evidenced by the servant leadership variable's value of 1.284 on work satisfaction. The variable job satisfaction has a value of = 0.479, and the variable organizational culture on job satisfaction has a value of = 0.0 01, followed by the small effect of exogenous factors on endogenous.
3. Hypothesis Test
The path coefficient of the structural model was calculated via hypothesis testing. The direct and indirect consequences of the study's hypothesis testing are separated. The image of the direct and indirect influence hypothesis testing may be seen in the following route coefficients image, which is based on data processing done with the help of the SmartPLS 3.0 application.
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Figure 1. Path Coeffiecients
a) Direct Effect Hypothesis Testing
The direct effects hypothesis will be evaluated using the following criteria: First, let's go over the path coefficients. If the path coefficients are positive, a variable's influence on other variables is unidirectional; if the value of one variable rises or falls, the value of other variables rises or falls as well. If the path coefficients are negative, a variable's influence on other variables is bidirectional; if the value of one variable rises or falls, the value of other variables rises or falls. Second, consider the significance/probability value (P-Values): P-values are significant if they are less than 0.05, and they are not significant if they are greater than 0.05 (Juliandi, 2018) .
Tabel 6. Path Coeffiecients
	Construct
	Original Sample (O)
	Sample Mean (M)
	Standard Deviation (STDEV)
	Tstatistics

(|O/STDEV|)
	P-Values

	Servant Leadership → Organizational Citizenship Behavior
	0.415
	0.413
	0.106
	3.923
	0.000

	Servant Leadership → Job Satisfaction
	0.822
	0.823
	0.066
	12.482
	0.000

	Organizational Culture → Organizational Citizenship Behavior 
	0.205
	0.204
	0.075
	2.722
	0.007

	Organizational Culture → Job Satisfaction 
	0.025
	0.029
	0.079
	0.314
	0.753

	Job Satisfaction → Organizational Citizenship Behavior 
	0.419
	0.420
	0.094
	4.466
	0.000


   Source: SmartPLS 3 Data Processing Results (2022)

Based on Table 6 above, the test results can be used to answer the hypothesis in this study. Testing the hypothesis in this study by looking at the path coefficient (original sample), t-statistical value or p-value. With a significance ( [image: image2.png]


) = 5%, the hypothesis can be accepted if the t-statistic > ttable (1. 6 6) or the p-value <0.05. The path coefficients in the table above show that all path coefficient values are positive (seen in TStatistic (| O/STDEV |)), including:

1. Servant Leadership to Organizational Citizenship Behavior: TStatistic value (| O/STDEV|) = 3.923 and P-Value s = 0. 000 < 0.05 means, servant leadership's impact on Organizational Citizenship Behavior Positive and significant.

2. Organizational Culture to Organizational Citizenship Behavior: TStatistic value (| O/STDEV |) = 2 . 722 and P-Value s = 0.0 0 7 < 0.05, implying that organizational culture has a positive and significant impact on organizational citizenship behavior.

3. Servant Leadership to Job Satisfaction: TStatistic value (| O/STDEV |) = 12.482 and P-Value s = 0.0 00 < 0.05, that is, Servant Leadership has a positive and significant effect on Job Satisfaction.

4. Organizational Culture to Job Satisfaction: TStatistic value (| O/STDEV |) = 0 . 314 and P-Value s = 0.75 3 > 0.05,  this means that Organizational Culture has no effect on Job Satisfaction.
5. Job Satisfaction to Organizational Citizenship Behavior: TStatistic value (| O/STDEV |) = 4. 466 and P-Value s = 0.000 < 0.05, implying that job satisfaction has a positive and significant effect on organizational citizenship behavior.

b) Indirect Effect Hypothesis Testing
The following factors are used to determine the indirect effect: (1) The mediator variable (Z) mediates the effect of exogenous factors (X1 and X2) on endogenous variables if the P-Values are less than 0.05. (Y). The impact is hence indirect and (2) The mediator variable (Z) does not mediate the influence of an exogenous variable (X1 and X2) on an endogenous variable if the P-Values value is greater than 0.05. (Y). In other words, it has a direct impact.
Table  7. Specific Indirect Effects
	Construct
	Original Sample (O)
	Sample Mean (M)
	Standard Deviation (STDEV)
	Tstatistics

(|O/STDEV|)
	P-Values

	Servant Leadership → Job Satisfaction → Organizational Citizenship Behavior 
	0.344
	0.345
	0.079
	4.342
	0.000

	Organizational Culture → Job Satisfaction → Organizational Citizenship Behavior 
	0.010
	0.013
	0.033
	0.312
	0.755


Source: SmartPLS 3 Data Processing Results (2022)

According to table 7, the hypothesis testing is as follows:  The path coefficient of the effect of servant leadership on organizational citizenship behavior through job satisfaction is 0.344. Given the probability value (p-values) for this influence, which is 0.000 to 0.05, it can be stated that servant leadership significantly influences organizational citizenship behavior among employees of PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru. The path coefficient for the impact of organizational culture on organizational citizenship behavior via job satisfaction is 0.010. This influence has a probability value (p-values) of 0.755 > 0.05, which leads to the conclusion that organizational culture has no positive and significant impact on organizational citizenship behavior through job satisfaction for employees of PT Pelabuhan Indonesia (Persero) TPK Perawang Pekanbaru Branch.
c) Total effects
Total effects (total effects) are the sum of direct effects and indirect effects (Juliandi, 2018).
Table 8. Total Effects
	Construct
	Original Sample (O)
	Sample Mean (M)
	Standard Deviation (STDEV)
	Tstatistics

(|O/STDEV|)
	P-Values

	Servant Leadership → Organizational Citizenship Behavior 
	0.760
	0.758
	0.074
	10.258
	0.000

	Servant Leadership → Job Satisfaction 
	0.822
	0.823
	0.066
	12.482
	0.000

	Organizational Culture → Organizational Citizenship Behavior 
	0.215
	0.217
	0.086
	2.494
	0.013

	Organizational Culture → Job Satisfaction 
	0.025
	0.029
	0.079
	0.314
	0.753

	Job Satisfaction → Organizational Citizenship Behavior 
	0.419
	0.420
	0.094
	4.466
	0.000


     Source: SmartPLS 3 Data Processing Results (2022)

The following is the conclusion of the total influence value in the table above:
1. 
The total effect for the relationship between servant leadership and organizational citizenship behavior, the value of Tstatistics(O/STDEV|) is 10.258 with P-values 0.000 <0.05 (significant effect)

2. 
The total effect for the relationship between organizational culture and organizational citizenship behavior Tstatistics (O/STDEV|) is 2.494 with P-values 0.013 <0.05 (significant effect)

3. 
Total relationship effect of servant leadership and job satisfaction the value of Tstatistics(O/STDEV|) is 12,482 with P-values 0.000 < 0.05 (significant effect)

4. 
Total effect for organizational culture . relationship and job satisfaction the value of Tstatistics(O/STDEV|) is 0.314 with P-values 0.753 > 0.05 (no significant effect)

5. Total effect for the relationship of organizational citizenship behavior and job satisfaction the value of Tstatistics(O/STDEV|) is 4.466 with P-values 0.000 < 0.05 (significant effect)
DISCUSSION
The conclusions of this study relate to the appropriateness of the theory to research, opinions and prior research that have been expressed by the outcomes of prior studies, as well as the behavioral patterns that must be followed to overcome these issues. The analysis of the findings from this study will be divided into seven primary components, which are as follows:
The Effect of Servant Leadership on Job Satisfaction
The Servant Leadership variable significantly affects job satisfaction with a t-test of 12.482 > t table 1.66 and a significance value of 0.000, rejecting H0 and accepting Ha. As a result, employees of PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru can state that servant leadership has a positive and significant effect on job satisfaction. This study supports Gumelar (2021),  (Pratiwi & Nawangsari, 2021), which found that Servant Leadership has a significant positive effect on Job Satisfaction.Job satisfaction is certainly one of the important indicators that are considered for employees to work for a company. The measure of success possessed by employees is basically not far from the impact of job satisfaction they have. In this study, giving appreciation and appreciation from the leadership is needed by employees to increase job satisfaction.

The Effect of Organizational Culture on Job Satisfaction
Statistical test results show that Organizational Culture does not have a significant effect on Job Satisfaction with a t-test of 0.314 < ttable 1.66 and significance value 0.75 3 so H0 is accepted (Ha is rejected). This means that organizational culture does not have a positive and significant effect on job satisfaction for PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru employees. This is because several indicators of organizational culture still need to be improved. Improvements applied to improve the organizational culture system are expected to increase job satisfaction for employees. Some of these improvements include providing opportunities for employees to attend training and seminars related to their duties and job desks. This is useful for increasing employee insight so that they can provide input or innovation in advancing the company. In addition, the relationship between each other in the team needs to be improved so that any existing problems can be overcome together as part of a solid team. Organizations must have a strong organizational culture in order to grow since the strength of the culture affects job satisfaction. For each employee, a good organizational culture will offer a more consistent method and procedure, minimizing the variances in perceptions that are too great amongst employees. This study contradicts the findings of Tumbelaka et al., (2016),  (Silverthorne, 2004), (Syauta, Troena, & Setiawan, 2012), (Prayogi, Jufrizen, Fahmi, & Nasution, 2022) and (Muslih & Jufrizen, 2021) that organizational culture has a positive influence on job satisfaction.
The Effect of Servant Leadership on Organizational Citizenship Behavior
Servant leadership as discussed in the previous section relates to the concept of knowledge-based leadership, participatory, process responsibility, ethics and social aspects that can reduce scandal or conflict within the organization. The path analysis test results show that the Servant Leadership variable has a positive and significant effect on the Organizational Citizenship Behavior variable, with a t-test of 3.923 > ttable 1.66 and a significance value of 0.000, leading to the rejection of H0 (Ha is accepted). This indicates that Servant Leadership has a significant and beneficial impact on the organizational citizenship behavior of the staff at PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru.  The findings of this study are consistent with the findings of Fanny & Admaja (2017), who discovered that Servant leadership has a positive and significant impact on organizational citizenship behavior.  This study is also consistent with the findings of Sedarmayanti & Kuswanto (2015), who discovered that servant leadership has a strong impact on organizational citizenship behavior (OCB).
The Effect of Organizational Culture on Organizational Citizenship Behavior
Organizational culture basically refers to the characteristics or systems that are shared and differentiated from other organizations. Referring to the opinion of Saleem & Amin (2013) that OCB is a type of workplace conduct that is frequently overlooked or ignored. The presence of OCB is caused by how individual organizational beliefs and perceptions affect the fulfillment of psychological contracts and commitments.
The results of statistical tests show that organizational culture has a positive and significant effect on organizational citizenship behavior, with a t-test of 2.722 > ttable 1.66 and a significance value of 0.007. as a result, H0 is rejected (Ha is accepted). This means that organizational culture has a positive and significant impact on employees of PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru. The concept of Organizational Culture applied to this company has proven to be able to provide a significant influence on Organizational Citizenship Behavior for employees. However, there are still some things in the organizational culture that need to be improved so that OCB in employees can increase.

The findings of this study are consistent with previous research by Husodo (2018) which shows that organizational culture has a positive effect on organizational citizenship behavior. This research is also in line with research conducted by Cholis (2019),  (Muhdar, Muis, Yusuf, & Hamid, 2015), (Alizadeh, 2010) and (Harwiki, 2016) that influence of organizational culture on organizational citizenship behavior (OCB) is significant.
The Effect of Job Satisfaction on Organizational Citizenship Behavior

Increasing job satisfaction is important for companies to pay attention to because it can improve organizational citizenship behavior (OCB) for employees. This is in accordance with the results of this study which showed that Job Satisfaction had a positive and significant effect on Organizational Citizenship Behavior with a t-test of 4.466 > ttable 1.66 and a significance of 0.000. 007 so H0 is rejected (Ha is accepted). This means Job Satisfaction positive and significant effect on Organizational Citizenship Behavior to employees of PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru. According to Munir (2020), Organizational citizenship behavior (OCB) is an extraneous individual conduct that cannot be directly or clearly acknowledged in a formal work system but has the potential to improve the overall efficacy of organizational operations. Thus, the achievement of good job satisfaction for employees will certainly have an impact on the willingness of employees to behave extra and increase work effectiveness well. The results of this study are in line with research conducted by Triwibowo & Arsanti (2016), (Linda, Yonita, & Silvia, 2019), (Ekowati, Troena, & Noermijati, 2013), (Jufrizen & Hutasuhut, 2022), (Mulyadi et al., 2019) which discovered that job satisfaction influences organizational citizenship behavior. Job satisfaction is defined as employees' positive attitude toward their work while remaining disciplined and performing well. Job satisfaction or dissatisfaction is an emotional reaction to value judgments that increases the likelihood of OCB by the employee.
The Effect of Servant Leadership on Organizational Citizenship Behavior Through Job Satisfaction

The preceding section demonstrated that directly servant leadership has a positive and significant effect on OCB. This is consistent with the findings of statistical tests, which show that Servant Leadership has a positive and significant effect on Organizational Citizenship Behavior through Job Satisfaction with a t-test of 4.342 > ttable 1.66 and a significance of 0.000, implying that H0 is rejected (Ha is accepted). This means that Servant Leadership has a positive and significant effect on organizational citizenship behavior among employees of PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru through Job Satisfaction. Implementing the concept of servant leadership will undoubtedly increase OCB for employees, resulting in increased employee job satisfaction. Thus, through work satisfaction, servant leadership has a positive and significant effect on organizational citizenship behavior for employees of PT Pelabuhan Indonesia (Persero) TPK Perawang Pekanbaru Branch..
The Effect of Organizational Culture on Organizational Citizenship Behavior Through Job Satisfaction


Previously, it was discovered that organizational culture has a significant and positive impact on OCB. The implementation of the appropriate organizational culture can be accepted by all parts of the organization, increasing a sense of security at work. However, the results of statistical testing indicate that through Job Satisfaction, Organizational Culture has no positive and significat effect on Organizational Citizenship Behavior. with a t-test of 0.312 < ttable 1.66 and a significance of 0.755 so that H0 is accepted (Ha rejected). This means Organizational Culture no positive and significant effect on Organizational Citizenship Behavior through Job Satisfaction on employees of PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru. In this case, it means that organizational culture still needs to be improved in equating organizational members' perceptions of organizational systems and uniting organizational members to achieve organizational goals by providing opportunities for employees to attend training and seminars related to existing organizational systems. Employees who do not understand the applied organizational culture will result in a lack of employee OCB so that by itself job satisfaction for employees will decrease.

Thus, it can be concluded that organizational culture has no significant effect on OCB through job satisfaction to employees of PT Pelabuhan Indonesia (Persero) Branch TPK Perawang Pekanbaru.

CONCLUSION


Based on the previously stated research and discussion results, it is possible to draw the following conclusions from the research:
1. Servant Leadership have a significant and positive influence on Job Satisfaction to Employees of PT Pelindo (Persero) Branch TPK Perawang Pekanbaru. 
2. Organizational Culture does not have a significant and positive effect on Job Satisfaction to Employees of PT Pelindo (Persero) Branch TPK Perawang Pekanbaru.
3. Servant Leadership has a significant and positive influence on Organizational Citizenship Behavior on Employees of PT Pelindo (Persero) Branch TPK Perawang Pekanbaru.
4. Organizational Culture has a significant and positive influence on Organizational Citizenship Behavior on Employees of PT Pelindo (Persero) Branch TPK Perawang Pekanbaru.
5. Job Satisfaction has a significant and positive influence on Organizational Citizenship Behavior on Employees of PT Pelindo (Persero) Branch TPK Perawang Pekanbaru.
6. Servant Leadership has a significant and positive influence on Organizational Citizenship Behavior through Job Satisfaction to employees of PT Pelindo (Persero) Branch TPK Perawang Pekanbaru. Job Satisfaction as a mediator between Servant Leadership on Organizational Citizenship Behavior.
7. Organizational Culture does not have a significant and positive influence on Organizational Citizenship Behavior through Job Satisfaction on Employees of PT Pelindo (Persero) Branch TPK Perawang Pekanbaru. Job Satisfaction as a mediator between Organizational Culture and Organizational Citizenship Behavior.
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