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ABSTRACT

Effect of moderating variable Organizational Citizenship Behaviour: Both Teffl) Member Exchange and Servant Lead-
ership when changing Organizational Citizenship Behaviour will strengthen the Performance of foreign-owned life
insurance employees in the Riau@lands Province, Indonesia. This study aims to determine the effect of Servant Lead-
ership, Teaff@Member Exchange on Organizational Citizenship Behaviour, and employee performance in the Foreign
Ouwnership Life [france industry in the Riau Islands Province. The Sample in this study was as many as 160 re-
spondents with a purposive sampling method was designed. Data were collected using a questionnaire with a Likert
scaldipd then analyzed using the SEM AMOS v21 program. The results of the analysis prove that Servant Leader-
ship has a positive and significant effect on Organizational Citizenship Behaviour; Servant Leadership has a Positive
and Significant impf§l on Team Member Exchange; Servant Leadership has a positive and significant effect on Em-
ployee Performance; Team MembeldExchange has a positive and significant impact on Organizational Citizenship Be-
haviour; Team Member Exchange has a negative and significant effect on Employee Performance; Organizational Cit-
izenship Behaviour has a positive and significant impact on employee performance. The implicatioffi)that foreign
ownership life insurance: Employees perform beyond their jobs (OCB rolEJand engage in TMX if they have high-
quality social exchange relationships with members of their workgroups, followers working under Servant Leadership
can develop strong personal bonds, employees have low levels of autonomy in their work, can improve better Perfor-
mance if mediated by OCB.

words:

ant Leadership, Team Member Exchange (TMX), Organizational Citizenship Behaviour (OCB), Employee per-
formance

STRAK

Pengaruh Varial Pemoderasi Organizational Citizenship Behavior: Baik Team Member Exchange maupun Servant Leadership
saat mengubah Organizational Citizeflflp Behavior akan memperkuat Kinerjo karyawan Asuransi Jiwa Kepemilikan Asing di
Provinsi Kepulauan Riau, [onesia. Penelitian ini bertujuan untuk mengetahui pengaruh variabel Servant Leadership, Team
Member Exchange (TMX) terhadap Organizational Citizenship Behavior, dan Kinerja karyawan pada industri Asuransi Jiwa
Bpemih'kﬂn Asing di Provinsi Kepulauan Riau. Sampel dalam penelitian ini diambil sebanyak 160 responden dengan metode
purposive saggling. Pengumpulan data menggunakan kuesioner dengan skala Likert kemudian dianalisis menggunakan SEM
AMOS v21. Hasil analisis membuktikan bahwa Servant Leadership berpengaruh positif dan signifikan terhadap Organizational
(B3 zenship Behavior (OCB); Servant Leadership berpengaruh Positif dan Signifikan terhadap Team Member Exch (TMX);
Servant Leadership berpengaruh positif dan signifikan terhadap Kinerja Pegawai; Team Member Exchange (TMX) berpengaruh
positif dan signifikan terhadap Organizational Citizenship Behavior; Team Member Exchange berpengaruh negatif dan signifikan
terhadap Kinerja Karyawan; Organizational Citizenship Behavior berpengaruh positif dan signifikan terhadap kinerja karyawan.
Implikasinya adalah bahwa asuransi jiwa kepemilikan asing: Karyawan melakukan melampaui pekerjaan mereka (peran OCB) dan
terlibat dalam TMX jika mereka memiliki hubungan pertukaran sosial berkualitas tinggi dengan anggota kelompok kerja mereka,
pengikut yang bekerja di bawmervant Leadership dapat mengembangkan ikatan pribadi yang kuat, karyawan yang memiliki
tingkat otonomi yang rendah dalam pekerjaannya, dapat meningkatkan kinerja yang lebih baik jika dimediasi OCB.
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Author 1: It should reflect ...

1. INTRODUCTION

There are 54 names of life insurance companies operating in Indonesia, according to data from the Fi-
nancial Services Authority (OJK). As shown in Table 1.

Table 1.[FLife Insurance Companies in Indonesia

a Perusahaan Asuransi Jiwa No MNama Perusahaan Asuransi Jiwa
1 Asuransi Jiwa Bersama Bumiputera 1912 28 PT Avrish Assurance
2 PT Ace Life Assurance 29 B’ AXA Financial Indonesia
3 PT AIA Financial 30 PT AXA Life Indonesia
4 EVSAsuransi Aviva Indonesia 31 PT AXA Mandiri Financial Services
5 PT Asuransi Allianz Life Indonesia 32 PT BNI Life Insurance
6 PT Asuransi Cigna 33 PT Brent Asuransi Jiwa
7 PT Asuransi Jiwa Adisarana Wanaartha 34 PT Central Asia Financial
8 B’ Asuransi Jiwa Bakrie 35 PT CIMB Sun Life
9 PT Asuransi Jiwa BCA 36 PT Commonwealth Lite
10 PT Asuransi Jiwa Bringin Jiwa Sejahtera 37 PT Equity Life Indonesia
11 PT Asuransi Jiwa Cenral Asia Raya 38 PT Finansial Wiramitra Danadyaksa
12 PT Asuransi Jiwa Generali Indonesia 39 PT Great Eastern Life Indonesia
13 PT Asuransi Jiwa Indosurya Sukses 40 PT Hanwha Lige Insurance Indonesia
14 PT Asuransi Jiwa Inhealth BFnesia 41 PT Heksa Eka Life Insurance
15 PT Asuransi Jiwa Manulife Indonesia 42 PT Indolife Pensiontama
16 PT Asuransi Jiwa Mega Indonesia 43 PT Lippo Life Assurance
17 PT Asuransi Jiwa Mega Life 44 PT MNC Life Assurance
18 PT Asuransi Jiwa Recapital 45 PT Panin Dai-ichi Life
19 PT Asuransi Jiwa Reliance 46 PT Pasaraya Life Insurance
20 PT Asuransi ]iwauis Financial 47 PT Prudential Life Assurance
21 PT Asuransi Jiwa Sequis Life 48 PT Capital Life Indonesia
22 PT Asuransi Jiwa Sinansari Indonesia 49 PT Sun Life Financial Indonesia
23 mAsuransi Jiwa Sinarmas MSIG 50 PT Tokio Marine Life Insurance Indonesia
24 PT Asuransi Jiwa Taspen 51 PT ERFich Topas Life
25 PT Asuransi Jiwa Tugu Mandiri 52 PT Asuransi Jiwa Amanahjiwa Giri Artha
26 PT Asuransi Jiwasraya 53 PT Asuransi Jiwa Syariah Al-Amin
27 PT Asuransi Jiwa Kresna 54 PT Asuransi Takatul Keluarga

Source: Otoritas Jasa Keuangan (2020)

Of the 54 Life Insurance companies operating in Indonesia, 24 foreign-owned Life Insurance compa-
nies are shown in Table 2.

Table. 2. Foreign-Owned Life Insurance Company in Indonesia

. . % Foreign
No Company Name State Foreign Share Ownership Ownership
1 PT . Asuransi Allianz Life Indone- Ger Allianz of Asia Pacific & Africa 99.76
sia GMbH
2 gi:kmwha Life Ingurance Indo- Korea Hanhwa Life Insurance, Ltd. 99.61
S5 PT. Great Eastern Life Indonesia Singapura L Gne?t L AT e S o 99.48
Co.Ltd.Singapura
4 I"T. Chubb Life Insurance Indone- USA CHUBB INA International Holdings, 98.22
sia Ltd
5 giaAsu.rarm Jiwa Generali Indo- Italy Generali Asia N.V. 98.00
6 PT. Tokio Marine Life Insurance Japan Tokio Marine & Nichido Fire Insur- 97.80
Indonesia ape ance Co. Ltd. ’
7 PT. Sun Life Financial Indonesia Canada Sun Life Assurance Company of 97.61

* Suhardi, email address: Suhardi_rasiman@yahoo.com




Canada

8 PT. AIA Financial Hong Kong  AIA International Limited 95.00
9 P’T: Asuransi Jiwa Manulife Indo- Canada The Manucfacturers Life Insurance 95,00
nesia Company
10 PT. Prudential Life Assurance English Il:rn‘:jff‘e;‘al Corporation Holdings 94,60
National Mutual International
11 PT. AXA Financial Indonesia France Pty.Ltd, AXA Societe Anonyme (AXA  91.00
SA)
12 PT. Zurich Topas Life Switzerland ~ Zurich Insurance Company Ltd 83.67
13 PT. Asuransi CIGNA USA Cigna Worldwide Insurance 80.00
CMG Asia Life Holding Ltd, Com-
14 PT. Commonwealth Life Australia monwealth International Holdings 80.00
I}t)'?
15  PT.FWD Lie Indonesia Hong Kong Ii?ﬁfroup Financial Services, 75.33
16 PT. Astra Aviva Life English Aviva International Holdings Ltd 50.00
17 PT. Asuransi Jiwa Sinarmas MSIG ~ Japan Mitsui Sumitomo Insurance Co,. Ltd.  50.00
18  PT. Asuransi Jiwa Mega Indonesia ~ USA Pruco Life Insurance Company 49.00
PT. AXA Mandiri Financial Ser- National Mutual International
19 ; France 49.00
vices Pty.Ltd
20 Asuransi Takaful Keluarga Malaysia Syarikat Takaful Malaysia Bhd. 4273
21 PT. BNI Life Insurance Japan Sumitomo Life Insurance Company 39.99
22 Avrist Assurance Japan ]:':;Il Yasuda Life Insurance Com- 2087
23 PT. Panin Dai-ichi Life Japan Dai-Ichi Life Holdings, Inc. 5.00
24 PT. Asuransi Jiwa Sequis Life Japan Nippon Life Insurance Company 0.01

Total of 25 Joint Venture Life Insurance Companies
% 25 Joint Venture Life Insurance Companies Against Total
Total 54 Life Insurance Companies
Source: Otoritas Jasa Keuangan & Finance Publication Report (2020)

Based on Table 2, it is noted that Japan is the country with the most investment in life insurance com-
panies in Indonesia, followed by the United States, Canada, France, England, Germany, Switzerland, Italy,
Korea, Hong Kong, Malaysia, and also Singapore. Seeing the phenomenon of the life insurance industry
business, researchers surveyed insurance companies in Batam, which was part of the 2018 Dissertation
Grant Research Continuation Plan; it is necessary to look for other factors that can irrmjve employee per-
formance in life insurance companies due to the current impact of Covid-19, namely Servant Leadership,
Team Member Exchange (TMX), and the role of Organizational Gitizenship Behaviour (OCB), to survive in
increasing com@i@itive advantage in this Covid-19 era.

Behaviour e relationship between Servant Leadership and Team. As a growing area of research,
Servant Leadership has been recognized as a leadership philosophy that addresses Efues of morality, eth-
ics, and virtue (Saleem et al.,, 2020; Lanctot & Irving, 2010; Carter Baghurst, 2014; Parris & Peachey, 2013).
It has attracted research interest in human resource management studies in the last decade with particular
attention to the role of Organizational Citizenship Behaviour and Servant Leadership. Servant Leadg}ship
inspires and contains ethical issues (Carter & Baghurst, 2014). Organizational Citizenship Behavior has
been highlighted as part of an essg}tial mediating process for Servant Leadership to influence organiza-
tional outcomes (Zhu et al., 2013; Van Dierendonck, 2011) and distances theory from the homo oeconomi-
cus (economic man) model that incorporates the unique role of Organizational Citizenship. We specifically
examine the mediafjg effect of Organizational Citizenship Behaviour between Servant Leadership, Team
Member Exchange, and Performance in this article.

The mediating role of Organizational Citizenship Behaviour has been studied in other contexts, includ-
ing the relationship between Transforfghtional Leadership and Organizational Performance such as OCB
behavior and employee performance (Zhu et al., 2013; Van Dierendonck, 2011[E}alling for a mediating ef-
fect of Organizational Citizenship Behaviour as it studies Servant Leadership. Some studg}s (e.g., Rezaei et
al., 2012) also have a collective view of Organizational Citizenship Behaviour. However, Newman et al.
(2017) point out that the individual-level mechanisms underlying the link between Servant Leadership and
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OCB are still poorly understd}l. However, a systematic examination of the mediating role of Organiza-
tional Citizenship Behaviour in the relationshipEftween Team Member Exchange, Servant Leadership, and
employee performance is still lacking. Previous research has only examined this mechanism on team per-
formance at the group level (Scaubroeck et al., 2011), and some studies combine the role of Organizational
Citizenship Behaviour in Servant Leadership (Rosnani, 2018), finding a positive relationship.

The concept of Team Member Exchange (TMX) has attracted our attention because Team Member Ex-
change (TMX) can provide a comprehensive understanding of the internal team exchange relationship,
compared to the Leadership Member Exchange (LMX) or Self-Managed Team (SMT), which can only reflect
the vertical relationship between superiors (leaders) and their subordinates (members). In other words, the
Team Member Exchange (TMX) variable can provide an additional role, in addition to vertical relationships
such as the Leadership Member Exchange (LMX) varfle, it can also reflect horizontal reciprocal relation-
ships with other members and colleagues (Saleem, F. et al., (2020); Banks et al., 2018; Newman et al., 2017;
Mustamil & Najam, 2020).

Another study examining the mediatinggFjle of Organizational Citizenship Behavior treats itas a uni-
dimensional variabff] (Jaramillo et al., 2015). Due to recent advances and application of Organizational Citi-
zenship Ephaviour in Leadership (Zhu et al, 2013), this distinction between Organizational Citizenship Be-
haviour in Servant Leadership is necessary to increase understanding of the underlying functional mecha-
nisnfgJof Servant Leadership towards Performance.

To fill this gap, we describe the role of different dimensions of Organizational Citfnship Behaviour in
mediating Servant Leadership, Team Member Exchange, and employee performance. Thus, we focus on
the impact of Servant Leadership Team Member Exchange on employee performance through Organiza-
tional Citizenship Behaviour as a mediating mechanism. To improve Performance in improving competi-
tive advantage strategies through descriptive research analysis, researchers wiff#xplore it with correla-
tional research variables Team Member Exchange (TMX), Servant Leadership on Employee Performance,
and the Role of Organizational Citizenship Behaviour studies at Foreign Ownership Life Insurance Compa-

sin the first, and in the second year of study at the National Ownership Life Insurance company. The
findings of this study might allow us to understand better how to leverage the effects of Servant Leadership
Team Member Exchange to promote desired employee performance through Organizational Citizenship
Behaviour.

2. TGORETICAL FRAMEWORK AND HYPOTHESES

Team Member Exchange, assessed by Farmer efffl. (2015), is essential in organizational behaviour, but
researchers are relatively new to this phenomenon. Seers, Petty, and Cashman (in Chen, 2018) define Team
Member Exchange as a process of exchanging ideas, ideas, feedback, and assistaffle with team members
sharing information (information @ring), efforts (effort sharing), and rewards. Meanwhile, according to
Banks, G.C. etal. (2014); Newman et al. (2017), Team Member Exchange wanted to assess the extent to
whinfeam members personally felt a sense of weakness in terms of task-based interactions.

sed on this view, itis concluded that Team Member Exchange is the individual perception of team
members on the overall reciprocal relationship in the form of sharing information and assistance among
team members. The Team Member Exchange indicator of this research refers to the views of Banks et al.
(2014) are:

1. Reciprocal: as a form of trust attitude based on the intentions or behavior of others.

2. Expectations: Individual expectations of other team members can influence how the team interacts
and how they interpret the behavior of other members, which will affect the way they behave.

3. Compatibility: Perceived similarity can provoke interaction with other members; this interaction
leads to communication behavior that encourages the conduct of sharing beliefs, ideas, and feedback
will occur, and these behaviors all lead to the occurrence of TMX.

4. Feedback environment: A person's perception of feedback from superiors or coworkers in an envi-

Bronment that supports the regular exchange of feedback.

From various theories regarding leadership styles, according to contemporary views, the most recent
leadership style currently in great demand by researchers is the Servant LeaErship style. According to
Greenleaf (2008) in Malingumu et al. (2016). Servant Leadership starts from sincere feelings that arise from
a heart that desires to serve. The orientation of servant leadership is to help followers with spiritual-moral
standards. Servant leaders usually prioritize followers’ needs as a top priority and treat them as coworkers.




The closeness between the two is very close because they are involved. According to Spears (2010: 255),
Servant Leadership is a leader who prioritizes service, starting with the natural feeling of someone who
wants to serve and prioritize service.

Leadership is still considered an essential factor in improving Performance. Still, along the way, there
have been shifts that were initially processed and result-oriented, then turned into a human (people) and
future-oriented (Saleem. F. et al. 2020). The main challenge in the concept of Leadership is developing and
empowering people who are under their coordination in a company/ organization. The characteristics of
Servant Leadership have several similarities with Transformational Leadership Malingumu et al,, (2016),
including Trust; Credibility; Influences; and Services; and Visionary: commitment to determining the future
vision of the company/organization by involving all members to choose a better organizational direction
together, but if viewed conceptually, there are differences and have additional predictive validity on top of
the exchange of leader members and Transformational Leadership. (Saleem, F. et al. (2020); Schnerder &
George (2011). Adopted the theory of Servant Leadership that researchers always use from Van Di-
erendonck (2011) view, who became one of the revolutionary pioneers of new leadership thinking; he said
Servant Leadership is a form of Charismatic Leadership influenced by Schaubroeck et al. (2011). The focus
is on developing and empowering followers to encourage followers to become Servant Leadership. Then,
Peterson et al. (2012) view Servant Leadership as having humility characteristics synonymous with humil-
ity. Servant Leadership in leads its members to always respect and place the achievements of others higher
than their achievements; oriented to relational power and oriented to the moral development of members.
The Servant (#dership indicators in this study refer to the views of Van Dierendonck (2011), namely:

[Ef)ve: the cornerstone of the Servant leader-follower relationship

2. Empowerment: is giving power to others, and for the servant leader, it involves effective lis-
tening, making people feel significant, emphasizing teamwork, and valuing love and equality

3. Vision: thgggjt or power of imagination.

4. Humility: keeping one’s accomplishments and talents in perspective, which is self-acceptance,
and beffi; other-focused, rather than being self-focused

5. Trust: confidence in or reliance on another team member in terms of their morality and compe-
tence

Life insurance service companies whose main activities are carried out by nfiirketers in serving their
customers are still very likely to provide better services because (Suhardi, 2017) the meaning of life insur-
ance products does not depend on the sophistication of technology and equipment used but emphasizes
:re on the benefit of its officers based on the quality of human resources, for this reason, has conducted
this research to know the effect of the strength of human resources. Whose variables are work motivation,
competence, work environment, compensation for organizational citizenship behaviour, and the Perfor-
marf§ of life insurance officers in Batam City?

Performance is the result of work in quality and quantity achieved by an employee in carrying out his
duties following the responsibilities given to hifili(Anjani, 2019); Moeheriono, (2012: 61). Meanwhile, em-
plovee performance (Suhardi, Ratih, Sari, 2018) ¥the level of success of an employee/group of people in
carryiff out a task or activity assigned to him according to his responsibility with the expected results (Su-
hardi et al., 2018). Nonetheless, according to Setyawati et al. (2018: 136), employee performance is a com-
parison tool from a person's work adjusted to the rules that an organization has set.

Performance is to measure the success of an organization in achieving the goals of the organization, or
it can also be interpreted as a result achieved by a person in carrying out the duties and responsibilities as-
signed to him because it is based on the capabilities possessed (Uhing, 2018: 2400). Employee performance
is the result of work given by the company where employees carry out according to the rules set by the
company to achieve targets by company standards both in quality and quantity according to the responsi-
bilities given by the company (Handayani, 2016: 44). Performance indicators in this study refer to Indrasari
view (2017:55) are:

1. Quality of Resultfaccuracy and neatness of work, speed of completing work.

2. Productivity: the number of activities that can be completed according to the target given by
the organization

3. Punctuality: how quickly the work can be completed correctly and on time, according to the

(@ results of the work with the set time

4. Effectiveness: maximum utilization of existing resources to increase profits and reduce losses
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5. Independence: able to carry out work without assistance to avoid adverse results.

6. Work commitment: work commitment between employees and the organization

7. Responsibility: able to follow instructions given by the organization, complete tasks, fulfill re-
sponsibilities

Organ (2015: 31), organizational Citizenship Behaviour as individual behaviour that is free, not directly
or explicitly related to the reward system, and can improve the effective functioning of the organization.
[PRanwhile, according to Robbins (2016: 31), Organizational Citizenship Behaviour is a preferred behaviour
that is not part of a person's formal work obligations but supports the effective functionirffg®f the organiza-
tion. Then, Malingumu et al. (2016) suggest that Organizational Citizenship Behaviour is a form of informal
behavior that goes befffAd what s officially expected to contribute to organizational well-being. Robbins
and Judge (2016: 113) is the behaviour of a satisfied employee, who tends to speak positively about the or-
ganization, helps other individuals, and exceeds normal expectations in their work. Because happy employ-
ees ffid it easier to do more at work, they want to respond to positive experiences.

Organizational Citizenship Behaygur is an individual contribution that exceeds the role guidelines in
the workplace and is rewarded based on individual performance results. Organizational Citizenship Be-
haviour (OCB) involves several behaviours such as helping otfrs, volunteering for extra tasks, and obey-
ing workplace rules and procedures. Malingumu et al., (2016) Organizational Citizenship Behaviour is
more related to the manifestation of an employee as a social being. Organizational Citizenship Behaviour is
a form of voluntary activity from organizational members that supports administrative functions. This be-
haviour is more altruistic, which is expressed in the form of actions that show selflessness and concern for
the welfare of others.

Based on this view, itis concluded that Organizational Citizenship Behaviour is voluntary behaviour
(extra-role behavior) that is not included in the job description, spontaneous behaviour without someone
orders, which is helpful and can be assessed through job evaluation, with indicators referring to the views
of Organ et al. (2015: 32) are:
1. Altruism: Actions are taken willingly to assist others, such as equals, to complete work-related
tasks.
2. Civic Virtue: Active involvement in the organization's progress and being very concerned
with the organization's life.
3. Conscientiousness: The use of working time, attendance, and compliance with all forms of or-
ganizational rules exceed the minimum standards.
4. Courtesy: Actions taken to circumvent work-related disagreement with other parties, such as
managers and superiors.
5. Sportsmanship: Ability and willingness to endure any uneasiness or obscurity in the work-
place and perform tasks without complaining.
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Figure. 1. Framework

Hypothesis

Hi. Servant Leadership significant affects Organizational Citizenship Behaviour for Foreign-Owned
Life Insurance Employees in the Riau IsIfjds Province.

Ha. Servant Leadership significantly affects Team Member Exchange for Foreign-Owned Life Insur-
ance Employees in the Riau Islands Prfince.

Hs. Servant Leadership significant affects Foreign-Owned Life Insurance Employees’ Performance in
the Riau Islands Province.

H.. Team Member Exchange significant effects on Organizational Citizenship Behaviour of Foreign-
Owned Life Insurance Employees in Riau Islaffils Province.

Hs. Team Member Exchange significantly affects the Performance of Foreign-Owned Life Insurance
Employees in the Riau Islands Province.

Hg. Organizational Citizenship Behaviour significantly affects the Performance of Foreign-Owned Life
Insurance Employees in the Riau Islands Province.

RESEARCH METHOD

1
The method in this research we do with the steps (stages): Community of study: 23 foreign-owned life
insurance companies in the Riau Islands Province of Indonesia, the reircher used the comprehensive
field survey for the data collected from this part. Data Collection: The dawere collected by distributing
the questionnaire to foreign-owned life insurance companies employees, which is the primary data collec-
tion instrument. The number of questionnaires distributed was 230, and the answers were 160 valid an-
SWers.

Tools and Statistical Methods: Tools: This study used tools SEM AMOS 21§ nd this study used the
following statistical methods: 1) Construct, Indicator and Literature in Table 3. 2) Percentages to examine
the community study, 3) Alpha Cronbach coefficient to determine the stability, 4) Multiple regression anal-
ysis to test the impact of independent variables.

Table. 3. Construct, Indicator

Construct Indicator
Love
Empowerment
Servant Leadership (Xi) Vision
Humility
Trust

Reciprocal

Team Member Exchange (Xz) Hope
Compatibility
Feedback environment
Altruism
Civic Virtue

Organizational Citizenship Behavior (Z) Conscientiousness
Courtesy
Sportsmanship
Result Quality
Productivity
Punctuality

Performance Employee (Y) Effectiveness
Independence
Work Commitment
Responsibility
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Characteristics of the research Sample: In this research, the characteristics of the participants in this
survey are shown in Table 4 below:

Table. 4. Characteristics Sample

No Gender Count (%)
1 (5218 68 425
2 Female 92 57.5
Total 160 100.0
No Count (%)
1 20-30 Years 44 275
2 31-40 Years 63 39.4
3 41-50 Years 35 219
4 51-60 Years 18 11.3
5 > 60 Years 0 0.0
Total 160 100.0
No Qualification Count (%)
1 Elementary/ Junior 1 0.6
2 High School 88 55.0
3 Diploma/Strata 1 67 419
4 Master/Strata 2 4 25
Total 160 100.0
No Lmh of Work Count (%)
1 <5 years 32 200
2 5 - 10 years 93 58.1
3 11 - 15 years 11 6.9
4 16 - 20 years 14 8.8
5 > 20 years 10 6.3
Total 160 100.0
No Income Count (%)
1 < IDR 5 Million 33 20.6
2 IDR 5-10 Million 79 494
3 IDR 10-15 Million 26 16.3
4 [DR 15-20 Million 15 9.4
5 > IDR 20 Million 7 44
Total 160 100.0
No On_Duty Count (%)
1 Non-Agent 33 20.6
2 Agency / Marketer 127 794
Total 160 100.0

The instrument's validity has been confirmed, as shown in figure 2. The Cronbach Alpha test also con-
firmed tf internal consistency of the variable scales. For this analysis, internal consistency with an average

(=0.858) is a reasonable percentage, as shown in Table 4.
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Figure. 2. Confirmatory Factor Analysis

Reliability testing was carried out with the help of the AMOS version 21 program. Judging from the
construct reliability > from 0.7, it was declared reliable.

Table. 5. Output Test of Reliability Cronbach a

Construct Construct Reliability = Evaluation Model
SL (X1) 0.917 Reliability
TMX (X2) 0.954 Reliability
OCB (2) 0.926 Reliability
PERFMA (Y) 0.945 Reliability
Total Rata-rata 0.936

4. DATA ANALYSIS AND DISCUSSION
Animage ifinade according to the frame of mind using the analysis tool in the AMOS program to ana-
lyze the model, as shown in Figure 3 below.
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Figure. 3. Pathway Analysis Concept Framework Model 1
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Figure. 4. Results of Path Analysis Model 1

The results of the unidimensionality test of model 1 show must drop several indicators from the model
because they have a loading factor value of less than 0.7. The hands are X1z, Zs, Y2, and Y7.




| X1 ]
O " @ @ @ @
10 " ] ]
C g LRl e [21] [2z] (23] [34]
Q. [X14 ]t ‘ "
Q m WY Z‘” ar @
v 20
@ D= )
M J m ‘ |
(o )—at] i o ' G2
-, L @
o o4 TMX Chi-Square = 1710.790
(o8 ) —m{ X253 |7 Probability = 000
1 ] RMSEA = 217
Cogngi - GFl = 650
(a1) AGF| = 526
CMIN/df = 15.140
TU = 719
CFl = 766

Figure. 5. Analysis Results After Dropping
Based on Figure 5 and Table 6 of the goodness of fit criteria, Chi-Square, Probability, RMSEA, GFI,
AGFI, CMIN/df, TLL, and CFI still do not meet the requirements of good (fit), with values approaching the
desired range. Still, based on the evaluation of the regression weight, all variables have a critical ratio (CR)
value that is not equal to zero, which means they have a causal relationship, which indicates that this re-
search model is acceptable but has not yet entered the specified criteria (standards). Therefore, the research-
ers did not modify the model but the index in this study.

EBble 6 Regression Weights Research Model
Regression Weights: (Group number 1 - Default model)

Estimate  S.E. CR. P Label
TMX <-- 5L 0708  0.087 8115 14
OCB <— TMX 0384  0.049 7834 % par 17
OCB <—- SL 0501 0074 6772 Y par 18
PERFMA <-- TMX 0220 0.044 -5.013 **  par_ 15
PERFMA <--- SL 0.830 0.074 11.198  ** 16
PERFMA =<-- OCB 0476  0.056 8435 ¥ par 19
X15 <-—- SL 1.000
X14 <—- SL 1210 0.059 20659 ** par
X13 <—- SL 1345  0.068 19752 **  par 2
X11 <--- SL 0916 0071 12842 **  par 3
Z1 <-- OCB 1.000
Z2 <— OCB 0862 0045 19144 **  par 4
Z3 <—- OCB 0966 0042 23018 ™ par5
74 <-- OCB 0975 0038 25978 *™* par 6
X24 <— TMX 0922 0038 24100 **  par7
X23 <eee TMX 0839 0036 23448 **  par 8
X22 <— TMX 0937 0037 25003 ** par9
X21 <eee TMX 1.000
Y1 <-- PERFMA  1.000

10




Journal of Economics, Business, and Accountancy Ventura Vol. 18, No. 2, August - November 2015, pages 1
-14

Estimate SE. CR. P |
Y3 <-- PERFMA 0.865 0.040 21837 ***  par_10
Y4 <— PERFMA 0993 0.039 25693 ***  par_ 11
¥5 <-—- PERFMA (0985 0038  26.090 ** pa r 12
Y6 <-- PERFMA 0917 0.038 24306 **  par_13

Source: Research Results, 2021

Based on comprehensive and careful theoretical considerations, the researchers modified the index to
this model by connecting the adjusted indices output as shown in the appendix from the most extensive
Modification Indices (MI) value to the output fit model fit summary (goodness of fit index structural) is de-
sired. The modification of this index guides the researcher because the researcher still believes that improv-
ing this index will not significantly change the results of causality (parameters).

Compared to the goodness of fit index in Figure 8, Figure 5 is slightly better than the prevfus model
in figure 1. Moreover, the model will be even better if it follows the modification suggestions, as shown in
Figure 6.

Assessment of Normality
The normality of univariate and multivariate data is tested by looking at the text output in the Assess-
ment of normality; the results of table 6 show that all indicators have a critical ratio skewness value (c.r.
skewness) at (+/-) 2.58.
2
Table 7 Assessment of normality (Group number 1)

Variable min max skew c.r. kurtosis  c.r.

Y5 6000 10000 0719 5101 -0.158 ).559
Y1 5.000 10.000 0.624 4424 -0.101 <.358
x21 5000  10.000 0766 5436 -0.144 <.511
xX22 5000  10.000 0929 5592 0.502 1.780
Z3 6.000  10.000 0302 2143 -0.942 -3.341
Z1 6.000  10.000 0430 3.048 -0.642 -2.279
X11 2.000 10.000 -1.301 -9.232 3134 11.116
X15 6.000  10.000 0122 D.864 -1.264 -4.485
Multivariate 4920 1.119

Source: Research Results, 2021
Hypothesis Testing Results
The model was re-estimated by following the modification indices suggestions and resulted in model
2, as shown in Figure 6 below.

11




Chi-Square = 11.094
Probability = 135
RMSEA = 044

GFl = 991
AGFI = 954
h/df = 1.585

£

Figure 6 Path Analysis Model 2

le 8 Intervariable Regression Standard
Regression Weights: (Group number 1 - Default model)

Estimate S.E. CR. P E}L
TMX <-- SL 1.088 0180 6.032 o par_5
OCB <-—- TMX 0.199 0079 2517 0012 par_8
OCB <-— SL 0.657 0171  3.849 el par_9
PERFMA =<-—- TMX -0.420 0113 -3.699 R par_6
PERFMA <-—- SL 1.287 0343 3750 ek par_7
PERFMA <-—- QOCB 0.586 0116  5.035 o par_lO
X15 <-—- 5L 1.000
X11 <-— SL 0.837 0106 7927 ek par_1
71 <-—- OCB 1.000
Zz3 <--- OCB 1.051 0.049 21407 par_2
X22 <-— TMX 0.866 0.052 16559 == par_3
X21 <-—- TMX 1.000
Y1 <-— PERFMA  1.000
Y5 <--- PERFMA 0.861 0038 22705 == par_ 4
Source: Research Results, 2021
Table 9 Recapitulation of Direct effects -Indirect effects and Total Effects
Variable Direct Effects Indirect Effects Total Effects
OCB <--—- SL 0.478 0.158 0.636
PERFMA <-—- SL 0.834 0.036 0.870
TMX <--- 5L 0.638 0.000 0.638
OCB <-—  TMX 0.247 0.000 0.247
PERFMA  <-—- TMX 0.464 0.129 -0.335
PERFMA <-— QOCB 0.522 0.000 0.522

Source: Research Results, 2021
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Table 10 Recapitulation of Direct Effects -Indirect Effects Through Variable Moderating

Variable Direct Effects Indirect Effects via OCB Results
PERFMA « SL 0.834 -
PERFMA €« OCB € SL ) 1.084 Strengthen
PERFMA <« TMX -0.464 -
PERFMA € OCB ¢ TMX ) £0.335 Strengthen

Source: Research Results, 2021

In addition to the studies that have been started, the analytical model building can be used to explain
the direct and indirect effects of Servant Leadership on employee performance with the intervening varia-
ble Organizational Citizenship Behaviour. This finding also needs to be taken into consideration in imple-
menting the placement of the Intervening Organizational Citizenship Behaviour variable on employee per-
formance because this variable can indirectly strengthen the findings of the moderating variable of this
study which also has theoretical implications as follows: The Influefe of Servant Leadership through Or-
ganizational Citizenship Behaviour on Employee Perfffinance: the value of direct influence is smaller than
the value of indirect influence, the implication is that Servant Leadership indirectly has a better influence
on employee performance when compared to Servant Leadership directly on Employee performance. Effect
of Team M@hber Exchange (TMX) through Organizational Citizenship Behaviour on Employee Perfor-
fance: the value of direct influence is smaller than the value of indirect impact; the implication is that
Team Member Exchange (TMD@findirectly has a better effect on employee performance when compared
Servant Leadership directly to employee performance.

The results of this study's coefficient of determination (R2) can be seen in Table 11 below.

le 10 Coefficient of Determination Results (R?)
Squared Multiple Correlations: (Group number 1 - Default model)

Estimate
TMX 0.407
OCB 0.441
PERFMA 0.976

Source: Research Results, 2021

Based on Table 11 shows that: The Team Member Exchange (TMX) variable shows an R-square (R2)
value of .407; this shows that the Team Member Exchange (TMX) variable is influenced by the Servant
Leadership variable by 40.7%, while other factors influence the rest. Organizational Citizenship Behaviour
(OCB) variable shows an R-square (R?) value of .441; this indicates that the Organizational Citizenship Be-
haviour (OCB) variable is influenced by the Servant Leadership, Team Member Exchange (TMX) variables
together of 44, 1%, while other factors influence the rest. The performance variable shows an R-square (R?)
value of .976; this indicates that the performance variable is influenced by the Team Member Exchange
(TMX), Servant Leadership, and Organizational Citizenship Behaviour (OCB) variables together of 97.6%,
while other factors influence the rest.

DISCUSSION
1. Influence of Servant Leadership on Employees Organizational Citizenship Behaviour (OCB)

The results of the statistical output in Figure 5 and Table 8 show the probability value of the Servant
Leadership variable on Organizational Citizenship Bghaviour (OCB) 0.000 < 0.05 and critical ratio (cr) 3.849
>1.96, which means that Servant Leadership affects Organizational Citizenshffj Behaviour (OCB) of foreign
ownership life insurance employees is significant. And can be concluded that Servant Leadership of foreign
ownership life insurance in Riau islands province has a significant effect on the Organizational Citizenship
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Behaviour (OCB) of employees, thus means hypothesis 1 (Hi), nafely: g‘vant Leadership has a significant
influence on Organizational Citizenship Behaviour of ownership life insurance employees foreigners in the
Riau Islands province, accepted.

The positive value in this study explains that the effect is unidirectional, meaning that foreign-owned
life insurance companies have high Servant Leaderfjip. Foreign-owned life insurance companies will get
high Organizational Citizenship Behaviour (OCB). Ata foreign-owned life insurance company in the Riau
Islands province, Indonesia has high Servant Leadership with an indicator of Vision (X13); Humility (X1.4);
TTUngL;); and Compassion (X11) can increase employee voluntary willingness to help colleagues (OCB) is
high. This study confirms the research @Jducted by Malingumu et al., (2016); Newman et al., (2017).

2. Influence of Servant Leadership on Team Member Exchange (TMX) Employees

The results of the statistical output in Figure 5 and Table 8 show that the probability value of the Serv-
ant Leadership variable on Team-Member Exchange (TMX) is 0.000 < 0.05 and critical ratio (cr) 6.032 > 1.96,
which mearffjthat Servant Leadership affects Team-Member Exchange (TMX) significantly. And can be con-
cluded that Servant Leadership of foreign ownership life insurance in Riau Islanfprovince, Indonesia, can
increase Team-Member Exchange (TMX), thus means hypothesis 2 (Hz), namefffj: Servant Leadership has a
significant effect on Team-Member Exchange (TMX) employees of ownership life insurance foreigners in
the Riau Islands province, accepted.

The positive value in this study explains that the effect is unidirectional, meaning that foreign-owned
life insurance companies have high Servant Leadership. Foreign-lvned life insurance companies will geta
high employee Team-Member Exchange (TMX). This means that a foreign-owned life insurance company
in the Riau Islands province has high Servant I_ndersh.ip with an indicator of Vision (Xy3); Humility (X1.4);
Trust (X15); and Compassion (X11) can increase the individual perception of team members on the overall
reciprocal relationf§lip in the form of sharing information and sharing assistance among Team Members
(TMX) to be higfJ) This study confirms the research conducted by Malingumu et al. (2016).

3. Influence of Servant Leadership on Employee Performance

The results of the statistical output in Figure 5 and Table 8 show that the probability value of the Serv-
ant Leadership variable on performance is 0.000 < 0.05 and critical ratio (cr) 3.750 > 1.96, which means that
EBrvant Leadership affects Performance significantly. Moreover, can be concluded that Servant Leadership
of foreign-owned life insurance employees in the Riau Islands province can imfpve employee Perfor-
mance, thus meaning that hypothesis 3 (Hs), namely: Servant Leadership has a significant effect on the Per-
formance of foreign-owned life insurance employees in Riau Islands province, is accepted.

The positive value in this study explains that the effect is unidirectional, meaning that foreign-owned
life insurance companies have high Servant Leadrship. Foreign-owned life insurance companies will get
high employee Performance. This means that in a foreign-owned life insurance company in the Riau Is-
lands province, it has high Servant Lndershjp with an indicator of vision (X;3); Humility (X1.4); Trust (Xys);
and Affection (X1.1) the results of the §Jork given by the company in carrying out according to the rules set
by the company so that the target by company standards both in quality Bid quantity according to the re-
sponsibilities given by the company (employee Performance) to be high. %he results of this study confirm
the research conducted by Aji and Palupiningdyah (2016).

4, Influence of Team Member Exchange (TMX) on Employees' Organizational Citizenship Behaviour

The results of the statistical output in Figure 5 and Table 8 show that the probability value of the Team
Member Exchange (TMX) variable on Organizational Citizenship Behaviour (OCB) is 0.012 < 0.05 and criti-
calratio (cr) 2.517 > 1.96, which means that Team Member Exchange @MX) affects Organizational Citizen-
ship Behaviour (OCB) significantly. Moreover, can be concluded that Team Member Exchange (TMX) of
foreign-owned life insurance employees in Riau Islands province has a significant effect on Organizational
Citizenship Behaviour, thus means hypothesis 4 (Hs), nam@j: Team Member Exchange (TMX) has a signifi-
cant influence on Organizational Citizenship Behaviour of foreign-owned life insurance employees in Riau
Islands province, accepted.

The positive value in this study explains that the effect is unidirectional, meaning that foreign-ogd
life insurance companies have a high Team Member Exchange (TMX) with the indicator Reciprocal (Xz1);
Hope (X22); Compatibility (X23); Feedback environment (Xs4) can be an employee \ao voluntarily makes a
willingness to help colleagues (OCB) high employees. Based on previous research, the results of this study
coffiirm the research conducted by Nougarou, Julien C. (2017).

5. Influence of Team Member Exchange (TMX) on Employee Performance
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The results of the statistical output in Figure 5 and Table 8 show that the probability value of the Team
Member Exchange (TMX) variable on performance is 0.000 < 0.05 and critical ratio (cr) -3.699 > 1.96, which
means tffit Team Member Exchange (TMX) significantly affects Performance. Moreover, can be concluded
that the Team Member Exchange (TMX) of foreign ownership life insurance employees in the Riau Islands
province has afignificant effect on Performance, thus means hypothesis 5 (Hs), namely: Team Member Ex-
change (TMX) has a significant influence on insurance employee Performance spirit of foreign ownership in
Riau Islands province, accepted. 1

Only in this study was found to have a negative value in the relationship between the Team Member
Exchange (TMX) variable affecting Performance which explains that the effect is opposite, meaning that if
the foreign ownership life insurance company has a high Team Member Exchange (TMX), it will get low-
Perffimance employees. On the other hand, if the foreign ownership life insurance company has a stand-
ard Team Member Exchange (TMX), tigfn the foreign ownership life insurance company gets high em-
ployee Performance. It means that the foreign ownership life insurance company in the Riau Islands prov-
ince has a high Team Member Exchange (TMX) with the Reciprocal (Xz1) indicator; Hope (Xz2); lpmpatibil-
ity (X23); Feedback environment (X4) will reduce employee Performance. For this remn, if the foreign
ownership life insurance company in the Riau Islands province wants its employees to Perform high in
terms of Team Member Exchanfl (TMX). It should not be high (only low).

Based on previous research, thfffesults of this study confirm the research conducted by Eva etal. (2019),
whose research results show that Team Member Exchange (TMX) has a significant effect on employee Per-
foffEfnce. Only the direction is positive (not harmful).

6. Influence of Organizational Citizenship Behaviour on Employee Performance

The results of the statistical output in Figure 5 and Table 8 show that the probability value of the Or-
ganizational Citizenship Behaviour (OCB) variable on Performance is 0.000 < 0.05 and the criticafgfatio (cr)
5.035 > 1.96, which means that Organizational Citizenship Behaviour (OCB) signffficantly affects employee
Performance. It can be concluded that the Offfhizational Citizenship Behaviour of foreign-owned life in-
surance employees in Riau Islands province has a significant effect on ¢fjployee performance, thus means
hypothesis 6 (Hs), namely: Organizational Citizenship Behaviour has a significant effect on the Perfor-
mance of foreign-owners life insurance employees in the Riau Islands province, accepted.

The positive value in this study explains that the effect is unidirectional, meaning that foreign owner-
ship life insurance companies have high Organizational Citizenship B§haviour. Foreign ownership life in-
surance companies get high employee Performance. This means that foreign-owned life insurance compa-
nies in the Riau Islands province have a high level of Organizational Citizenship Behaviour (OCB) with the
dicators Altruism (Z;), Courtesy (Zy), Conscientiousness (Z3), and Civic virtue getting the results of the
work given by the company in carrying out according to the rules set by the company achieve the target by
company standards both in quality and quantity accor@hg to the responsibilities given by the company
(Performance) is high. Based on previous research, the results of this study confirm the research conducted
by Chinomona Eﬁok&ng (2017), Fitriansari et al. (2013), Anshari et al. (2018).

7. Partial Effects ganizational Citizenship Behavior Mediation Variables: The effect of Servant Leader-
ship through Organizational Citizenship Behaviour on ffiployee Performance: the value of direct influence
is smaller than indirect influence; the implication is that Servant Leadership ifffirectly has a better influence
on employee Performance when compared to Servant Leadership directly on employee Performance. The
effect of Tefh-Member Exchange through Organizational Citizenship Behaviour on employee Perfor-
{ance: the value of direct influence is smaller than the value of indirect impact; the implication is that
Team-Member Exchange indirectly has a better effect on employee Performance than Servant Leadership
directly @R employee Performance. Organizational Citizenship Behaviour is quite significant as a mediator
variable in foreign-owned life insurance companies in the Riau Islands province, Indonesia.

5. CONCLUSION, IMPLICATION, SUGGESTION, AND LIMITATIONS

Based on the theoretical findings and empirical findings of this study as described previously, this
study @& conclude that foreign-owned life insurance companies in hiring employees are as follows:

This study is proposed to explore the effect of Organizational Citifffhship Behaviour on employees
with Employee Performance. The influence of several variables, namely Servant Leadership and Team
Member Exchange, perceived organizational support, on this effect. The results of the first, second, third,
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fourth and fifth regressiofffjsts overall support the hypothesis that is expected to produce a positive im-
pact on the idenamely: Servant Leadership Has a Significant Influence on Organizational Citizenship Be-
haviour (OCB) of Foreign-Ownedfjife Insurance Employees in the Riau Islands Province; Servant Leader-
ship Has Significant Influence on Team Member Exchange (TMX) of Foreign-Owned Life Insurance Em-
ployees in Riau Archipelago Province; Servant Leadership Has Sifffficant Effect on Employee Perfor-
mance; Team Member Exchange (TMX) Has Significant Influence on Employees Organizational Citizenship
Behavior (OCB); Team Member Exchange (TMX) Significantly fffects Employee Performance; Organiza-
tional Citizenship Behaviour (OCB) Has a Significant Influence on the Performance of Foreign-Owned Life
Insurance Employees in the Riau Archipelago Province; Effect of intervening variable Organizational Citi-
zenship Behaviour (OCB): Both Servant Leadership, arffjTeam Member Exchange (TMX) if through Organ-
izational Citizenship Behaviour (OCB) will strengthen the Performance of Foreign Ownership Life Insur-
ance Employees in the Riau AfBhipelago Province. Interestingly, the proposed Team Member Exchange,
which was found to produce a significant effect on the prediction of the relationship between employee
performance but has a negative relationship, which means that in contrast, when wanting high employee
performance, employees are not too demanded of high Team Member Exchange.

However, despite its limitations, this study confirms that Servant Leadership has a high level of im-
portance for organizations. Servant Leadership emphasizes prioritizing the interests of employees over the
glorification of leaders (Saleem, F. et al. 2020). Servant Leaders' attention to employees increases trust, loy-
alty, and satisfaction with the leader (Raver et al., 2012). Although the focus of a Servant Leader is employ-
ees, itis directly beneficial for the organization as a whole, especially in that it contributes to the Organiza-
tional Citizenship Behaviour of employees who can attract and retain talented and committed employees
(Saleem, F. et al. 2020). However, the mediating effect in this study can also be explained by the fact that
some of the Organizational Citizenship Behaviour and Servant Leadership behaviors are also included in
other leadership theories. Consequently, and as Yukl (2010) suggests, more research is needed to assess the
uniqueness of this construct scale.

The consideration of placing the variable orgffflzation citizenship behaviour as a partial mediating in
the infffpmentation of Servant Leadership, Team Member Exchange on employee performance is as fol-
lows: Servant Leadership has a significant effect on performance; if through Organizational Citizenship Be-
havioufit will strengthen employee performance when compared directly (Servant Leadership on Em-
plovee Performance). Team Member Exchange has a significant effect on employee performance if, through
@Beanizational Citizenship Behaviour, it will strengthen Employee Performance when compared directly
(Team Member Exchange on Performance).

For this research, we used a structured questionnaire and surveyed it so that it was limited according
to thfjuestions we provided and could not express their true feelings. The conclusions are drawn from for-
eign-owned life insurance companies in the Riau Islands Province of Indonesia to be generalized to other
comfinies/ organizations in the industry context. Different community cultures still need to be questioned.
The influence of Team Member Exchange on the relationship between Employee Performance may be ex-
pected to be e assertive on particular objects because, in this study, it has a negative association in
which a high team member exchange will result in low employee performance. It is recommended for fur-
ther research to collect data with interview techniques to know the respondent’s real feelings and expres-
sions.

On this occasion, we would not forget to say: Thank you to the Directorate of Research and Community
Service of the Ministry of Research and Technology/National Research and Innovation Agency for provid-
ing funding to research the Research Implementation Contract with LLDIKTI Region X Number:
026/LL10/PG-T]/2021.
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