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Abstract 

The purpose of this study was to examine the effect of 

transformational leadership on employee performance 

mediated by organizational commitment. The population of 

this study is educational staff with functional and structural 

positions, totaling 96 people. Determination of the sample 

using a census technique so that the entire population 

becomes the sample. Methods of data collection using a 

questionnaire. Respondents' answers used a Likert scale. 

Research data were analyzed using smart PLS ver 3. The 

results showed that transformational leadership had a 

positive and significant effect on organizational commitment 

and employee performance. Organizational commitment 

has a positive and significant effect on employee 

performance. Organizational commitment plays a role in 

partially mediating the effect of transformational leadership 

on employee performance. In order to improve the 

performance of employees, especially education staff in 

tertiary institutions, the elements of leadership need to 

implement transformational leadership, because 

transformational leadership provides inspiration, guides and 

cares for employees so as to create a stronger sense of 

loyalty and commitment because employees feel 

empowered and valued, this makes employees committed 

to carrying out their duties in a timely and quality manner. 

 

Keywords: transformational leadership, organizational 

commitment, employee performance. 
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I.  Introduction 

The performance of employees in public organizations is very 

important, especially in providing services. Among the various 

variables investigated in the literature, previous research has 

broadly identified supervisory behavior as providing a major 

role in influencing employee performance. In service-oriented 

public organizations and people that the success of an 

organization depends heavily on the role of managers (Terglav 

et al., 2016), because they influence the emotions, attitudes, 

and behavior of employees (Avolio et al., 2004) and the way 

they interact with customers (Wallace et al., 2013). Specifically, 

transformational leadership, is defined as “a leadership style 

that transforms followers to overcome self-interest by 

changing their morals, ideals, interests, and values, motivating 

them to perform better than expected” (PIETERSE et al., 2010), 

and currently transformational leadership is the most widely 

accepted paradigm in the leadership literature (Judge & 

Piccolo, 2004).  

Transformational leadership is considered the most 

influential leadership theory over the last decade (Avolio et al., 

2004), because transformational leadership is seen as a 

leadership style by identifying the need for change, creating a 

vision to guide change through inspiration, and positive 

behavior to increase member commitment to the organization 

(Yukl, 1999). Transformational leadership theory also 

witnessed a remarkable development during Bass & Avolio 

(1993) contribution, this is because transformationalism is 

represented in charisma, creative drive and concern for the 

individual (Bass & Avolio, 1993).  

Transformational leadership as a set of behaviors that 

motivate followers to achieve performance beyond 

expectations by changing followers' attitudes, beliefs, and 

values (Bass & Avolio, 1993; Yukl, 1999). Transformational 

leadership shows followers working collectively for the benefit 

of the team (Kevin Kelloway et al., 2003) and helps followers 

make positive transformations within themselves (Chua et al., 

2018).  

Transformational leadership is one of the more 

effective leadership styles for encouraging positive extra-role 

and role behaviors from employees (MacKenzie et al., 2001). As 

previously mentioned, transformational leaders: encourage 

followers to overcome their own self-interests; provide 

feedback; setting high performance standards; help followers 

become more creative and innovative; and paying attention to 

the needs of followers (Bass & Avolio, 1993; Yukl, 1999).  
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Transformational leadership does not only affect 

employee performance, but also influences organizational 

commitment (Limsila & Ogunlana, 2008). Building 

organizational commitment continues to gather momentum 

and has attracted attention from organizational psychologists 

and researchers from other disciplines. Therefore, researchers 

are looking for appropriate managerial ways to increase the 

level of employee commitment to their work. Today's 

organizations need leaders who can increase motivation and 

commitment among their followers with behavioral and 

personality characteristics such as charisma, have the ability to 

influence employees and have individual considerations that 

will motivate employees to achieve organizational goals. 

Leaders with these characteristics are called transformational 

leaders (Bass & Avolio, 1993). 

Transformational leaders motivate followers to be 

responsible and autonomous (Carless et al., 2000), stimulate 

followers to seek innovative ways, and increase a sense of 

control and self-determination among followers for their work 

(Bass & Avolio, 1993). Study of Cho et al. (2019) also found that 

transformational leadership had a positive and significant 

effect on organizational commitment, especially for employees 

from the United States. Likewise with the research findings of 

Tian et al. (2020) that transformational leadership has a 

positive and significant effect on organizational commitment. 

On the other hand, Cahyono et al. (2020) that several indicators 

of transformational leadership such as ideal influence, 

inspirational motivation, individual considerations have no 

significant effect on organizational commitment, except for 

intellectual stimulation. 

Organizational commitment can affect organizational 

performance. According to Robbins et al. (2018) that 

commitment has an impact on performance. many managers 

think that employee commitment to organizational goals is 

important. Armstrong (2012) revealed that engendering 

employee commitment will lead to increased performance. 

Research by Al Zefeiti & Mohamad (2017) reveals that empirical 

results show that organizational commitment (affective, 

normative, and sustainability) has a significant impact on 

performance. Likewise with research by Fathia et al. (2018); 

Rivai, (2017) found that Organizational commitment has a 

significant effect on employee performance. On the other 

hand, Study of (Metin, K., & Asli, 2018) reveals that 

organizational commitment has an insignificant positive effect 

on employee performance. Research by Renyut et al. (2017) 

revealed that organizational commitment has a positive but not 
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significant effect on employee performance. Likewise, research 

by Marsoit et al. (2017) revealed that organizational 

commitment has a negative and insignificant effect on 

employee performance. 

Organizational commitment can play a role in 

mediating the effect of transformational leadership on 

organizational performance. Research by Limsila & Ogunlana 

(2008) found a positive impact of transformational leadership 

on employee performance and organizational commitment. 

The effect of transformational leadership is very important for 

working individuals especially professionals working in high 

pressure environments. Likewise the research findings of 

Andrews & Dziegielewski (2005) that employees generally 

prefer leaders with transformational behavior who meet the 

individual needs of followers so as to increase organizational 

commitment and employee performance. The role of 

organizational commitment in mediating the effect of 

transformational leadership on employee performance is also 

important to study in public organizations, because public 

organizations want employees who have high commitment so 

that motivational inspiration, intellectual stimulation directed 

by leaders can be carried out by employees to support the 

achievement of long-term organizational goals. long. Thus, it is 

important to carry out this study in order to contribute 

knowledge in the context of implementing effective 

transformational leadership in order to increase organizational 

commitment and employee performance in public 

organizations.  

II.  Literature Review 

2.1. Transformational leadership 

Transformational leaders in the form of the power of the 

leader's personality to make significant changes in the behavior 

of followers in achieving the vision or goals of the organization. 

Burns (1978) explains that leadership transformation takes the 

form of motivating people to strive for higher goals. good 

leadership implies a moral responsibility to respond to the 

values and needs of people in a way that is conducive. Bass & 

Avolio (1993) describes the psychological mechanisms 

underlying leadership transformation. He showed that 

transformational leaders are measured by the leader's 

influence on followers in terms of the degree to which they feel 

trust, admiration, loyalty and respect for the leader and are 

willing to work harder than expected. According to Bass, this 

happens because leaders change and motivate through 

missions and visions that inspire and give them an identity. 
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Tichy & Devanna (1986) suggest that transformational leaders 

have three main roles: recognizing the need for revitalization, 

creating new visions and instituting change. Yukl, (1999) 

advises transformational leaders to: 

a) Developing a challenging and interesting vision with 

employees; 

b) Tie the vision with a strategy for achieving it; 

c) Develop a vision, determine and translate it into action; 

d) Express confidence, firmness and optimism about the 

vision and its implementation; 

e) Realizing the vision through planned steps on the road to 

full implementation. 

 

One of the newest and most popular approaches to leadership 

that has been the focus of much research is the 

transformational approach. Transformational leadership is part 

of the new leadership Bryman et al. (1992) which pays more 

attention to the charismatic and sensitive elements of 

leadership. Bass & Avolio (1993) argue that the popularity of 

transformational leadership meets the needs of today's work 

groups, who want to be inspired and empowered to succeed in 

uncertain times, many academics studying transformational 

leadership, and it dominates the core of leadership research. 

Transformational leadership is a process that 

transforms people, who are concerned with emotions, values, 

ethics, standards and long term goals. This includes assessing 

followers' motives, satisfying their needs, and treating them as 

whole people. Transformational leadership includes 

extraordinary forms of influence that move followers to 

achieve more than what is normally expected of them, and it is 

a process that often accompanies charismatic and visionary 

leadership (Northouse, 2016). 

 

2.2. Organizational Commitment 

Commitment represents the strength of an individual's 

identification with and involvement in the organization. This is 

a concept that has played an important role in the philosophy 

of HRM. Guest (1991) suggested that HRM policies are 

designed to maximize organizational integration, employee 

commitment, flexibility and quality of work. Beer et al. (1984) 

identify commitment in their concept of HRM as a key 

dimension because it can result not only in more loyalty and 

better performance for the organization, but also in self-

esteem, dignity, psychological involvement, and individual 

identity. 
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 Appelbaum et al. (2013) reveal that organizational 

commitment is a multidimensional construct that reflects 

employees: identification with the organization (loyalty), 

attachment to the organization (intention to stay), and 

willingness to expend effort on the organization's behalf 

(discretionary effort). An alternative, though closely related 

definition of commitment emphasizes the importance of 

behavior in creating commitment. Three behavioral traits are 

important in tying individuals to their actions: the visibility of 

the action, the degree to which the results are irrevocable, and 

the degree to which the person performs the action voluntarily. 

Commitment according to Salancik (1977) can be increased and 

used to gain support for the goals and interests of the 

organization through ways such as participation in decision 

making. 

 In achieving organizational goals requires high commitment 

from employees (Armstrong, 2012). Commitment is one of the 

most competitive and powerful weapons in the success of an 

organization besides motivation (Sadler, 1996). Commitment 

refers to attachment and loyalty. It is related to how individuals 

feel about their organization. It is characterized by an 

emotional attachment to one's organization resulting from 

shared values and interests (Mowday et al., 2013). Three 

characteristics of commitment were identified as: strong desire 

to remain a member of the organization, strong belief in and 

acceptance of organizational values and goals, readiness to 

exert a great deal of effort on behalf of the organization. 

Meyer & Allen (1996) provides a form of employee 

commitment to the organization into 3 parts as follows: 

a) Affective commitment, namely emotional attachment, 

identification, and involvement in an organization. 

Individuals stay in an organization because of their own 

will. 

b) Continuance commitment, namely individual 

commitment based on consideration of what must be 

sacrificed when leaving the organization. Individuals 

decide to remain in an organization because they perceive 

it as fulfilling a need. 

c)  Normative commitment, namely individual beliefs about 

responsibility towards the organization because they feel 

obliged to be loyal to the organization. 

Of the three types of commitment above, of 

course, the highest level is affective commitment. 

Employees with high affective commitment will have the 

motivation and desire to contribute meaningfully to the 

organization. 
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2.3. Employee Performance 

Employee performance or achievement is an important aspect 

in an effort to achieve organizational goals. Organizational 

performance cannot be separated from the performance of 

employees in carrying out their duties and work. Thus the 

progress or failure of an organization is largely determined by 

the role and quality of its employees. In general, performance 

is often interpreted as the ability to produce a result. 

Performance is a combination of effectiveness and efficiency in 

carrying out core work tasks. All of these types of performance 

are related to the core duties and responsibilities of a job and 

are often directly related to the functions listed in formal job 

descriptions (Robbins & Judge, 2017). 

Performance is the recording of the resulting impact on 

specific work functions or activities over a certain period of 

time (Bernardin & Russell, 1998). According to Wood et al 

(2011) performance is a concise measurement of the quantity 

and quality of the contribution of tasks performed by 

individuals or groups to work units or organizations (Wood & 

De Menezes, 2011). Performance is the level of success in 

carrying out tasks and the ability to achieve the goals that have 

been set (Gibson et al., 2011). Performance is the achievement 

or achievement of work results achieved by employees based 

on predetermined standards and assessment measures 

(Mathis & Jackson, 2004). 

III. Hypothesis Development 

3.1. Transformational leadership and employee 

performance 

Employees in the workplace will need different levels of 

support based on the goals they are aiming for and working 

towards. A transformational leader will recognize this and 

produce customized support tools such as mentoring, 

counseling, and coaching to help employees (Mittal & Dhar, 

2015). According to Buil et al. (2019) performance provides 

organizational benefits that come from transformational 

leadership. Transformational leaders will encourage their 

followers to fulfill their own interests, set high performance 

standards, and also provide feedback, and help followers to be 

more creative and innovative, and pay attention to the needs 

of followers (Buil et al., 2019). That way, transformational 

leaders will motivate followers to achieve performance that 

exceeds expectations by changing followers' beliefs, attitudes, 

and values, which in turn will provide transformational leader 
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results that can improve employee performance. 

Transformational leadership plays a role in increasing 

employee awareness and strengthening the level of employee 

perception. This can have a direct impact on employee 

performance (Bass & Avolio, 1993). Such a leader results in the 

generation of new ideas and has an understanding of the 

situation by creating awareness to realize common goals 

(Hanaysha et al., 2012). 

Previous research has also found that transformational 

leadership has a positive and significant effect on employee 

performance (Buil et al., 2019; Kalsoom et al., 2018). Thus, the 

research hypothesis is: 

H1: Transformational leadership has a positive and 

significant effect on employee performance. 

3.2. Organizational commitment and employee 

performance 

Exchange theory as the primary explanation for the 

commitment process Mowday et al. (2013) reveals that 

commitment is characterized by three factors: (1) strong belief 

in and acceptance of organizational goals and values; (2) a 

willingness to exert considerable effort on behalf of the 

organization; and (3) a strong desire to maintain membership 

in the organization. Side bet theory suggests that this approach 

is one of the earliest attempts to advance a comprehensive 

conceptual framework for the concept of commitment that 

provides an overall perspective on the relationship between 

the individual and the organization (Becker, 1960). 

Organizational commitment is one of the most popular 

work attitudes studied by practitioners and researchers 

(Mowday et al., 2013) because of its considerable impact on 

organizational outcomes such as employee performance 

(Dirani, 2009; Yousef, 2000). Study of (Al Zefeiti & Mohamad, 

2017) revealed that empirical results show that all 

organizational commitment subscales (affective, normative, 

and sustainability) have a significant impact on employee 

performance. Likewise with research by Eliyana et al. (2019), 

Fathia et al. (2018) found that organizational commitment has 

a positive and significant effect on employee performance. 

Based on the theoretical basis and previous research, the 

research hypothesis is as follows: 

H2: Organizational commitment has a positive and significant 

effect on employee performance. 

3.3. Transformational leadership and organizational 

commitment 
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Transformational leadership is positively related to 

organizational commitment in various organizational cultures 

(Bono & Judge, 2003). Employee commitment reflects the 

quality of organizational leadership, and in turn, leadership 

behavior is significantly related to organizational commitment 

(Stum, 1999). Transformational leaders are able to influence 

followers' organizational commitment by promoting high levels 

of intrinsic value associated with goal attainment and by 

emphasizing the link between follower effort and goal 

attainment. In addition, transformational leaders can create an 

inspiring and intellectually stimulating work environment that 

is conducive to sharing organizational visions and instilling 

higher order ideals and values among subordinates (Bass & 

Avolio, 1993). Transformational leaders influence 

organizational commitment through distributive justice (and 

trust among subordinates (Dai, 2013). Thus, transformational 

leaders and their subordinates are personally committed to the 

same vision, mission, and organizational goals (Shamir et al., 

1998 ). Other studies have also found that transformational 

leadership has a positive and significant effect on 

organizational commitment (Mishra & Upadhyay, 2022; Park et 

al., 2022). Based on the findings of previous studies, the 

research hypothesis is as follows: 

H3: Transformational leadership has a positive and 

significant effect on organizational commitment 

 

3.4.  The effect of transformational leadership on employee 

performance is mediated by organizational 

commitment 

Transformational theory (Bass & Avolio, 1993) suggests that 

followers' self-interest is transcended for the sake of the group 

and emphasizes the collectivistic aspect of moral development. 

Committed employees are responsible for improving their 

performance and devoting their time to the organization. 

Organizational commitment is often described as a key factor 

in the relationship between employees and the organization 

(Raju & Srivastava, 1994). Transformational leadership is 

associated with multiple outcomes through interactional 

justice. Organizational commitment is an important outcome, 

as research has shown important consequences for 

organizations and their employees, because committed 

employees contribute to productivity and effectiveness at 

different levels of the organization (Conway & Briner, 2012).  

Transformational leadership indirectly affects 

departmental performance through its influence on 

organizational commitment by reducing job stress, turnover 
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intention, and absenteeism, leading to higher quality and 

productivity (Cohen & Golan, 2007; Mowday et al., 2013). 

Previous research found that organizational commitment plays 

a partial mediation between transformational leadership and 

employee performance (Eliyana et al., 2019; Madjid & 

Samsudin, 2021). Based on the findings of previous studies, the 

research hypothesis is as follows: 

H4: Transformational leadership has a positive and 

significant effect on employee performance mediated by 

organizational commitment 

 

IV. Measurement and Data 

4.1. Measurement 

The indicators of transformational leadership in this study refer 

to the opinions of Bass & Avolio (1993), Northouse (2016), Yukl 

(1999), namely: ideal influence, inspirational motivation, 

intellectual stimulus, individual considerations. The 

organizational commitment indicator in this study refers to the 

opinion of Allen & Meyer (1996) that the form of employee 

commitment to the organization is divided into 3 parts, namely: 

affective commitment, continuance commitment, normative 

commitment. While the employee performance indicators in 

this study refer to Government Regulation no. 30 of 2019 

concerning Civil Servants Performance Evaluation that the 

performance measurement of civil servants includes aspects of: 

a) quantity, b) quality, c) time, d) costs, e) service orientation, 

f) work initiatives, g) cooperation. 

4.2. Data 

The population in this study were all echelon III & IV employees 

at Halu Oleo University, totaling 95 people. Because the 

population is only 95 people, the sample size is determined 

using a census/saturation technique or the entire population is 

used as a sample, thus the research sample is 95 respondents. 

Determination of the sample using the Slovin formula with a 

precision of 5%. Thus the number of research samples 95 

respondents. Data collection using a questionnaire, the type of 

answer choices with intervals 1 to 5, value 1 equals disagree, 

value 2 equals disagree, value 3 equals enough, value 4 equals 

agree and value 5 equals strongly agree. 

 

V. Result 

5.1. Descriptive statistics 
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Descriptive analysis displays the average value (mean), 

maximum value, minimum value and standard deviation of 

each indicator used. The descriptive statistical values listed in 

table 1 show that all indicators obtain a mean value greater 

than the standard deviation. This shows that the current mean 

value shows a good representation of the entire data. 

Table1: statistic description 

  
Mean Median Min Max 

Standard 

Deviation 

X1.1 <- Transformational Leadership 4.21 4.33 2.67 5.00 0.55 

X1.2 <- Transformational Leadership 4.19 4.00 3.33 5.00 0.45 

X1.3 <- Transformational Leadership 4.23 4.33 3.00 5.00 0.50 

X1.4 <- Transformational Leadership 4.10 4.00 2.67 5.00 0.52 

Y1.1 <- Organizational Commitment 4.46 4.00 3.33 5.00 0.45 

Y1.2 <- Organizational Commitment 391 4.00 2.00 5.00 0.61 

Y1.3 <- Organizational Commitment 4.22 4.00 3.00 5.00 0.48 

Y2.1 <- Employee Performance 4.34 4.00 3.00 5.00 0.57 

Y2.2 <- Employee Performance 4.10 4.00 3.00 5.00 0.51 

Y2.3 <- Employee Performance 4.17 4.00 3.00 5.00 0.57 

Y2.4 <- Employee Performance 3.65 4.00 2.00 5.00 0.65 

Y2.5 <- Employee Performance 4.45 5.00 3.00 5.00 0.59 

Y2.6 <- Employee Performance 4.22 4.00 3.00 5.00 0.69 

Y2.7 <- Employee Performance 4.46 4.00 3.00 5.00 0.53 

Y2.8 <- Employee Performance 4.36 4.00 3.00 5.00 0.61 

Y2.9 <- Employee Performance 4.18 4.00 2.00 5.00 0.63 

 

5.2. Inferential Statistics 

The outer loading values as presented in table 2 show that all 

indicators have p-values smaller than 0.05, so all indicators are 

able to reflect their variables. 
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Table2: Outer Loading 

  
Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

X1.1 <- Transformational Leadership 0.654 0.652 0.073 8.935 0.000 

X1.2 <- Transformational Leadership 0.711 0.699 0.078 9.098 0.000 

X1.3 <- Transformational Leadership 0.868 0.871 0.024 35.661 0.000 

X1.4 <- Transformational Leadership 0.837 0.837 0.031 27.307 0.000 

Y1.1 <- Organizational Commitment 0.838 0.842 0.028 30.415 0.000 

Y1.2 <- Organizational Commitment 0.759 0.751 0.062 12.214 0.000 

Y1.3 <- Organizational Commitment 0.858 0.856 0.033 25.720 0.000 

Y2.1 <- Employee Performance 0.698 0.696 0.070 10.009 0.000 

Y2.2 <- Employee Performance 0.735 0.737 0.053 13.974 0.000 

Y2.3 <- Employee Performance 0.744 0.744 0.049 15.144 0.000 

Y2.4 <- Employee Performance 0.407 0.407 0.101 4.033 0.000 

Y2.5 <- Employee Performance 0.820 0.818 0.041 20.216 0.000 

Y2.6 <- Employee Performance 0.434 0.432 0.106 4.110 0.000 

Y2.7 <- Employee Performance 0.810 0.813 0.041 19.694 0.000 

Y2.8 <- Employee Performance 0.850 0.848 0.037 22.740 0.000 

Y2.9 <- Employee Performance 0.694 0.696 0.055 12.725 0.000 

 

Table 3 shows that the contribution of the transformational 

leadership variable to organizational commitment is 0.294 or is 

classified as weak. The variable contribution of 

transformational leadership and organizational commitment to 

employee performance is 0.617 which is classified as moderate. 

While the Q-Square values are 0.177 and 0.265 which reflect 

that the power of the sample in predicting the research 

variables is moderate, because the values are between 0.15 - 

0.35. 

Table 3: R-Square 

  R Square Q Square 

Organizational commitment 0.294 0.177 

Employee Performance 0.617 0.265 

 

The path coefficient values as presented in table 4 show that 

the direct influence, namely: transformational leadership on 

employee performance, organizational commitment to 

employee performance, and organizational commitment to 

employee performance has a Likewise, the indirect effect of 

transformational leadership on employee performance is 

mediated by organizational commitment, which has a p-value 

smaller than 0.05, so it is significant. Thus, the mediating nature 

of the organizational commitment variable is partial 
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mediation.positive original sample value and each p-value is 

smaller than 0.05 then declared significant.  

 

Table 4: Path Coefficients 

  

Original 

Sample 

(O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV

|) 

P Values 

Organizational Commitment -> 

Employee Performance 
0.469 0.476 0.070 6.665 0.000 

Transformational Leadership -> 

Employee Performance 
0.425 0.426 0.075 5.660 0.000 

Transformational Leadership -> 

Organizational Commitment 
0.542 0.550 0.058 9.309 0.000 

Transformational Leadership -> 

Organizational Commitment -> 

Employee Performance 

0.254 0.262 0.047 5.392 0.000 

 

Figure1: Structural Model 

 
 

VI. Discussion 

The coefficient value of the transformational leadership path 

on employee performance is 0.425 and the p-value is 0.000, it 

is stated that it has a positive and significant effect. This shows 

that transformational leaders will encourage their followers to 

fulfill their own interests, set high performance standards, and 
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also provide feedback, and help followers to be more creative 

and innovative, and pay attention to the needs of followers. 

The results of this study are supported by the findings of 

previous studies that transformational leadership has a positive 

and significant effect on employee performance (Bass & Avolio, 

1993; Buil et al., 2019; Kalsoom et al., 2018).  

The path coefficient value of organizational 

commitment to employee performance is 0.469 and the p-

value is 0.000, it is stated that it has a positive and significant 

effect. This shows that employees who have the desire to 

survive become employees in an organization then it will 

complete its tasks properly so that its performance increases. 

The results of this research are supported by previous research 

that organizational commitment has a positive and significant 

effect on employee performance (Eliyana et al., 2019; Fathia et 

al., 2018; Rivai, 2017).  

The coefficient value of the transformational 

leadership path to organizational commitment is 0.469 and the 

p-value is 0.000 or has a positive and significant effect. This 

shows that transformational leaders support the self-

development of team members and encourage employees to 

reach their full potential. This creates a stronger sense of 

loyalty and commitment as employees feel empowered and 

valued. The results of this study are supported by previous 

research that transformational leadership has a positive and 

significant effect on organizational commitment (Mishra & 

Upadhyay, 2022; Park et al., 2022).  

The path coefficient value of transformational 

leadership on employee performance is mediated by 

organizational commitment of 0.254 and a p-value of 0.000, it 

is stated that it has a positive and significant effect. This 

indicates that transformational leadership that is inspiring, 

guides, and pays attention to employees can increase 

employee commitment to the organization. When employees 

feel connected to organizational values, employees tend to be 

more committed to making the maximum contribution to the 

tasks being carried out so that their performance increases. 

 

VII. Conclusion 

This research was conducted at Halu Oleo University, with the 

research subjects being educational staff who had structural 

and functional positions. The purpose of this study was to 

determine the effect of transformational leadership on 

employee performance mediated by organizational 

commitment. The results of the study show that 
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transformational leadership has a positive and significant effect 

on organizational commitment and employee performance. 

Transformational leadership has a positive and significant 

effect on organizational commitment. Organizational 

commitment also plays a role in partially mediating between 

transformational leadership and employee performance. This 

shows that inspirational transformational leadership, guiding 

and caring for employees creates a stronger sense of loyalty 

and commitment because employees feel empowered and 

valued so that employees are committed to carrying out their 

duties to the fullest, thereby increasing employee 

performance. 
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