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Abstract This study aims to examine and analyze the effect of transformational leadership on organizational
commitment, job satisfaction and performance of servants. Design of this study using survey method with data
collection in cross-section through a questionnaire. The sampling is done via stratified random sampling using 197
servants. Analysis of the data used in testing hypothesis is Structural Equation Modeling. Results of the study
provide evidence that transformational leadership significantly affect the increase organizational commitment and
job satisfaction. However, a good transformational leadership is not able to improve the performance of servants if it
is not supported by organizational commitment and high job satisfaction. Organizational commitment and job
satisfaction act as complete mediation in explaining the effect of transformational leadership on servant’s
performance.
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1. Introduction
The important factor in achieving an organization's
success lies in servants who can act in excess of their
general duties, exceeding the performance estimation. The
uniqueness of the characteristics of human resources
owned by institutions, such as individual differences, the
level of knowledge, skills, qualifications, as well as the
others, even the background of individual life will
influence the attitudes and behavior of servants towards
work demonstrated through servant’s commitment to the
organization and the level of satisfaction work as well as
the creation of a high work. Servants who have high
competence will make a major contribution to the
organization, but sometimes they prefer to work alone
(individualistic) because of the desire for self-gratification,
so they tend to be more satisfied with the results of
personal work. While job satisfaction is a general attitude
of servants towards work and is tied directly to individual
needs, including relationships with colleagues, superiors
and work environment that support them [1].
Servant’s tendency to work individually due to various
factors. One is leadership, not like being told and they are
only willing to act according to their wishes. Most
servants need more opportunities to steer themselves, and
less like the system of command and supervision. These
conditions contrast with the era of regional autonomy, that
they are more focused on how to display the identity
(fame) as a form of personal satisfaction, so sometimes the
commitment to develop the organization becomes very
low. Making how to find the leaders who have the

appropriate leadership style to the expected servants is
urgently needed [2].
Organizations need servants who are able to work better
and faster so it requires servants whom have high job
performance [3]. The important factor that determines
servant’s performance and organizational ability is
leadership [4,5,6]. Leadership describes the relationship
between the leader and the led. How does a leader
directing follower will determine the extent to which the
follower achieving objectives or expectations of leader [5,6].
In the reform era, as now, the leaders are expected to
bring changes to the organization they lead. Because
without strong leadership, the organization may not be
able to make changes well in accordance with the existing
demands [7]. Leadership style possessed by a leader
includes the ability to influence and inspire ways of
thinking, acting and behaving of its members in order to
improve their performance. A leader does not just affect a
subordinate, but as a central point which determines the
direction of travel of the organization in relation to a
variety of possible changes in the organization's
environment [8].
There are five factors that affect performance, namely:
(1). Personal factors, indicated by the level of skill of their
competence, motivation and individual commitment. (2).
Leadership factors, determined by the quality of
encouragement, guidance, and support that made the
manager and team leader. (3). Team factors, demonstrated
by the quality of support provided by colleagues. (4).
System factors, shown by the work system and facilities
provided by the organization. (5). Contextual / situational
factors, demonstrated by the high levels of pressure and
internal and external environmental changes [9].

27

Journal of Business and Management Sciences

Individual performance which affects how much
servant’s contribution to the organization include: Quality
and quantity, output, cooperative attitude, long period of
time and attendance at the workplace [10]. Analysis of the
performance of public bureaucracy becomes very
important. Information on the performance of the
apparatus and the factors that affect the performance of
the apparatus involved is very important to be known, so
that the performance measurement apparatus should be
interpreted as an evaluation exercise to assess or see the
success and failure of implementation of tasks and
functions charged. Therefore, it can be said that the
performance evaluation is an analysis of the successes and
failures interpretation achievement of the performance
[11]. The performance assessment is a process that begins
with a series of performance management of all planning
work performance form servants Job Target,
benchmarking covering the aspects of quantity, quality,
period, and cost of each activity of office tasks.
Implementation of the assessment is carried out by
comparing the work with the realization of the set targets.
An analysis was conducted on barriers execution of work
to get feedback and to develop recommendations for
improvement and determination of the valuation [12].
Leadership styles that can assist management in making
changes are transformational leadership. Transformational
leadership significantly affects the assessment of followers
to make changes. While transactional leadership has no
real influence on the assessment of followers to make
changes [13]. The findings are consistent with results of
studies that provide evidence that transformational
leadership has positive and significant impact on the
perceived organizational resiliency [14]. Antecedent
analyzes empirical evidence shows that the performance
variable of job satisfaction proved to be a variable
antecedent of job performance [15].
There are many factors underlying the high and the low
of individual performance, one of which the most
important is job satisfaction. The statement is very logical,
assuming that job satisfaction is a major determinant of
servant’s performance. Servants who feel that high job
satisfaction can explain the organization positively,
helping colleagues, and make their performance beyond
the normal approximation. Moreover, servants who are
satisfied are having the high levels of adherence to the call
of duty. Moreover, they even want to repeat their positive
experience of work that has been done [16]. There are two
reasons why job satisfaction is important in the
organization: first the fact of the strong correlation
between job satisfaction and absence, as well as between
job satisfaction and the turnover. Servants who are
satisfied have a high commitment to organization, having
positive nature of the job and the organization. By getting
high job satisfaction, servants will work harder in carrying
out their work. Conversely when the servant is not
satisfied then the servant does not have the spirit to work,
they are easy to give up, and having difficulty in completing
the work will contribute in lower performance [17].
Previous researchers show that affective commitment of
supervisors and school principals have a significant
impact on job satisfaction [18]. The same evidence
demonstrated that organizational commitment directly
affects job satisfaction [19]. Such findings acquire denial
that organizational commitment has a negative correlation

with job satisfaction [20]. Identification of the servant's
performance demonstrated there are servants who come
late, breaks early, more frolic, lack of infrastructure, had
come home earlier, some do not understand the job
description and the lack of direction from the head that
affect the results of their work. Moreover, some of the
works cannot be resolved on time and the public services
are not maximum.

2. Literature Review
Leadership as a process to persuade others towards a
common goal. The statement may be, described by; (1)
Leadership is a concept of relation. Leadership exists only
in the relationship with the followers and (2) Leadership is
a process, (3) the leadership has to persuade members of
the organization to take action [21]. Conceptually,
transformational leadership is defined, the leader's ability
to change the work environment, motivation, and work
patterns, and the values of work perceived subordinates
that they are better able to optimize performance to
achieve organizational goals. A transformational process
occurs in relation subordinate leadership in building
awareness of the importance of work values, expand and
increase the need goes beyond personal interests and to
encourage changes in the direction of mutual interest,
including the interests of the organization [22].
The initial concept of transformational leadership has
been formulated from a descriptive study of the political
leaders. Transformational leadership as a process, leaders
and followers to rise to the level of morality and
motivation in which are higher, such as freedom, justice,
and humanity, and not based upon emotions, such as greed,
jealousy or hatred [23]. Model of transformational
leadership is a model that is relatively new in the study of
leadership that the model of transformational leadership is
essentially emphasizes the leader's need to motivate
subordinates to perform their responsibilities more than
they are expected. The transformational leader must be
able to define, communicate and articulate the
organization's vision, and subordinates should accept and
acknowledge the credibility of its leaders [23].
The dynamic of transformational leadership involve
strong personal identification with the leader, joining in a
shared vision of the future, or going beyond the selfinterest exchange of rewards for compliance. Transformational
leader is a charismatic figure and has a strategic role in
bringing the organization [24]. Transformational leaders
have to have the ability to match the vision of the future
with their subordinates, and heightening the need of
subordinates from what they need. The transformational
leader must be able to persuade their subordinates to carry
out the duties exceed their own interests for the sake of a
larger organization. Development of the concept of
leadership (transformational and transactional) is based on
Maslow's hierarchy of needs. The physiological and safety
the need can only be met through the practice of
transformational leadership [23].
Between leaders and subordinates take place a common
perception so that they can optimize the effort toward the
goals of the organization. In this way, it is expected would
grow trust, pride, commitment, respect, and loyalty to superiors
so that they can optimize their business and better
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performance than usual. In summary, transformational
leaders seek to transforming of the visionary becomes
subordinate plus a shared vision so that leaders can work
to realize the vision into reality. In other words, the
process can be seen through a number of transformational
leadership behaviours demonstrated by "The Four I's" [22],
namely; ((1) Influence idealized, is the behavior of a
leader who makes their followers to admire, respect and as
well as believing it. Charisma is a process of influencing
the subordinate to pose strong emotions [25]. Charismatic
leadership relates to the reaction of subordinate to the
leader and the leader's behavior. Leader becomes a model
in which s/he is, trusted, respected, and has a clear vision
and mission. Leaders set high standards and challenging
goals for subordinates [22,25], (2) Inspirational Motivation,
transformational leaders are described as a leader who is
able to articulate clear expectations of achievement of
subordinates, demonstrating a commitment to the whole
purpose of the organization, and is able to arouse team
spirit within the organization through the growth
enthusiasm and optimism [22], (3) Intellectual Stimulation.
Transformational leader is able to foster new ideas,
providing creative solutions to the problems faced by
subordinates, and encourage them to look for new
approaches in carrying out organizational tasks. Intellectual
stimulus is leader's effort to raise awareness of subordinate to
issues and influencing subordinates to look at the issues
through a new perspective [25], (4) Individual Consideration.
Transformational leader is a leader who will listen the
opinion of subordinates attentively. Individual attention is
the way in which a leader gains power by acting as
counsellor, providing individual attention and personal
support to his subordinates [22,25,26].
Organizational commitment refers to an individual's
feelings about the organization. Organizational commitment
is defined as the relative strength of the individual in
identifying integrating themselves into parts of the
organization. Organizational commitment can sometimes
also not associate with job satisfaction. A lecturer can be
satisfied in teaching, but s/he was not satisfied with the
place where s/he was teaching, so it is possible to look for
another place to teach [27].
Some of the factors that determine servant’s commitment
to the organization, among others [28], include three
factors: the desire (desire to stay), continuity (need cost of
living) and Normative (obligation to stay). Measurement
of organizational commitment expressed [29], that the
servant’s commitment to the organization has three main
factors, namely: (1) identification of the individual to the
organization, which is manifested in the form of trust in
the organization who can modify the purpose of the
organization, to include some personal goals, or in other
words also include the organization's needs and desires of
servants in the organization's goals, which makes the
atmosphere of mutual support among the servants in the
organization, (2) Involvement; or the servant’s participation
in work activities are very important in fostering servant’s
commitment. The involvement of servants causing them
willing and happy to cooperate, both with superiors and
fellow co-workers, and (3) Loyalty of servants in the
organization has the meaning of a person's willingness to
put the interests of the organization, if necessary at the
expense of their interests without expecting any reward.
The willingness of servants to maintain its presence in the
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organization is important in the effort to support servant’s
commitment to the organization. This can be pursued if
servants feel the lack of security and a conducive situation
in the organization in which they worked. Based on these
conceptions, it is the organization's commitment in this
paper is a form of confidence in the organization and
being involved in various activities of the organization are
more concerned with the interests, goals and values of the
organization.
Job satisfaction refers to the general attitude of
individuals towards work, so that a person with a high
level of job satisfaction will show a positive attitude
towards work. Conversely, if a person is not satisfied with
the work, they will show negative attitudes [1]. Job
satisfaction concerning some key points: (1) job
satisfaction cannot be seen, but can only be suspected its
existence because job satisfaction concerning the issue of
emotion or response from workers from work situations
encountered, (2) job satisfaction regarding the suitability
of work results obtained with the expectations of the
workers, and (3) job satisfaction is closely related to the
issue; the work itself, promotion, salary, supervision and
co-workers. Job satisfaction is very dependent on the
difference between expectations and reality felt by
workers to their work, including the work environment. A
worker would be satisfied if his hopes on jobs including
working environment materialize [30].
Some of the factors that influence job satisfaction are:
(1) the work that is mentally challenging. Servants tend to
prefer jobs that provide opportunities to use their skills
and abilities. When these characteristics can be realized,
then the subordinate would feel proud and satisfied with
their jobs, (2) the rewards that are commensurate. Servant
wants a fair payment system and promotion policy,
unambiguous, and in accordance with their expectations.
When payment is deemed fair by the demands of work,
the level of individual skills and payment standards
community, then the satisfaction will potentially arise.
Servants will be looking for fair policies and promotion.
Promotion provides an opportunity for personal growth,
increased responsibility, and a rise in social status. If
individuals who consider the decision a promotion within
the organization or company is made openly and fairly, so
they are likely to achieve satisfaction in their work, (3)
Supportive working conditions. Servant concerns with
their work environment both for personal comfort as well
as to facilitate good performance. Servant prefers a good
physical condition which is not dangerous, (4) Supporting
Partners. For most servants, the work will also meet the
needs of their social interaction. Therefore partners who
are friendly and supportive will encourage job satisfaction.
Supervisor's behavior is also a determinant of job
satisfaction [31].
Performance means what has been produced by
individuals. Another term that is human output which can
be measured by productivity, absence, turnover, citizenship,
and satisfaction [32]. Individual performance can also be
called by job performance, work outcome, task performance
[33]. Performance is an action, not events. Performance
depends on a combination of ability, effort and
opportunity gained. This means that the performance is
the result of servant’s working in the works for a certain
period of time and its emphasis on the work of servants
who completed within a certain time period [34]. The

29

Journal of Business and Management Sciences

level of a servant's performance and achievements of the
measurement can be seen through some of the factors of
achievement; (1) the quality of work. Assessment to the
ability to complete the job compared with predetermined
targets, (2) The quantity of work, assessment of servants
on the ability to complete tasks accurately fit the quality of
the work planned, and (3) Timeliness, assessment of
servant’s on the ability to complete tasks and work closely
according to the time that has been given and planned [35].

3. Methodology
This research is an explanatory research. The
population in this study was servants at the regional work
units, Makassar, South Sulawesi Province. Sampling is
done by using Proportional Stratified Random Sampling
[36], in order to obtain a sample size of 197 servants with
a questionnaire return rate 88%.

4. Variables Analysis
4.1. Transformational Leadership
Transformational leadership in this study was measured
by four indicators covering professionalism; Idealized
Influence, Inspirational Motivation, Intellectual Stimulation
and Individualized Consideration (Ẋ11 = 4.02 - factor
loadings (FL) = 0.74; Ẋ 12 = 3.77- FL = 0.65; Ẋ 13 = 3.98 FL = 0.67; Ẋ 14 = 4.16 - FL = 0.89). Respondents
characterized by Individual Consideration (Influence
individual with the highest mean value of 4.16 compared
to three (3) measurement of other transformational
leadership. It can be explained that in general respondents
stated strongly agree on a leader who are willing to listen
to the inputs in particular subordinates and willing to pay
attention subordinate to the career development needs.
The individual attention is a leader means used to obtain
power by acting as counsellor, providing individual
attention and personal support to the subordinates. Lowest
contribution addressed to indicator Inspirational
Motivation that the leader is not optimal in articulating a
clear expectation of the achievements of subordinates,
demonstrating commitment to the whole purpose of the
organization, and was not able to inspire team spirit within
the organization through the growth of enthusiasm and
optimism with a mean value of 3.77.

4.2. Organizational Commitment
Organizational commitment has three indicators of
measurement; Identification of individuals to organizations,
servant’s involvement and servant’s loyalty (Y11 = 3.51 factor loadings (FL) = 0.71; Y12 = 3.76 - FL = 0.82; Y13 =
4.02 - FL = 0.84). Response of respondents to variable
organizational commitment seen through servant’s loyalty
at the highest mean value of 4.02 compared to two (2)
measurement of other organizational commitment. It can
be explained that in general, respondents stated strongly
agree to the servant's willingness to put the interests of
their organization. The willingness of servants to maintain
its presence in the organization is important in the effort to
support servant’s commitment to the organization. This
can be pursued when servants feel secure and having

conducive situation in the organization. Low contribution
shown in the indicator identification of the individual to
the organization, manifested in the form of trust in the
organization which can modify the purpose of the
organization, so as to include some personal goals of
servants with a mean value of 3.51. The condition was
explained that the desire of servant has not fully met.

4.3. Job Satisfaction
Satisfaction is measured through indicators that are
mentally challenging work, rewards in kind, supportive
working conditions and Supporting Partners (Y21 = 4.11,
factor loadings (FL) = 0.66; Y22 = 3.11 - FL = 0.62; Y23 =
4.22 - FL = 0.79; Y24= 4.08 - FL= 0.64). Respondents to
the job satisfaction demonstrated through supportive
working conditions with the highest average value of 4.22,
compared to the other measurement of job satisfaction.
The servants care about their work environment for
personal comfort as well as to facilitate the creation of
high performance, it is because of servants prefer the
conditions that are physically safe and comfortable.
Lowest indicator variable in explaining job satisfaction
is shown on the indicator rewards in kind to the value of
the average response of 3.11. The low response to
administration of servants reward deserving servants
caused by the desire to obtain a good payment system has
not been implemented. The condition was evidenced by
the process of granting promotion policies and practices
that are still lacking.

4.4. Servant’s Performance
The performance of servants are represented by the
work quality, quantity and timeliness of work of servants
in work (Z11 = 4.05 - FL = 0.64; Z12 = 4.24 - FL = 0.75;
Z13 = 4.16 - FL = 0.73). Based on the respondents,
quantity of work is the highest indicator variable in
explaining the performance of servants, with mean value
of respondents. 4.24. Servant has the ability to complete
tasks accurately match the quality of the work specified.
Lowest indicator variable in explaining the performance
of servant is shown in the work quality indicators with a
mean value of 3.21 responses. The low response to the
quality of work of servants resulting from servants whom
have not had sufficient skills and knowledge to work
resulting in of the realization is not achieving the
employment targets.
Table 1. Descriptive statistics for the research instruments
Mean
SD
Indicator
λ
Idealized Influence
4.02
0,61
0.74
Inspirational Motivation
3.77
0,59
0.65
Intellectual Stimulation
3.98
0,75
0.67
Individualized Consideration
4.16
0,63
0.89
Organizational Identification
3,51
0,73
0,71
Involvement
3,76
0,70
0,82
Loyalty
4,02
0,87
0,84
mentally challenging
4.11
0,69
0.66
Rewards
3.11
0,63
0.62
supportive working conditions
4.22
0,70
0.79
Supporting Partners
4.08
0,70
0.64
work quality
4.05
0,83
0.64
work quantity
4.24
0,66
0.75
timeliness of work
4.16
0,74
0.73
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5. Variables Result
5.1. Goodness of Fit indices
The test results show that the model of the eight criteria
for goodness of fit index structural model was constructed
to estimate the parameters in accordance with the data of
observation. Overall criteria had already qualified
minimum threshold (cut-off point) required, such as the
value of Chi-square (DF = 445) with Cut-off Value = 312
442 < 495 181, Probability = 0.087 ≥ 0.05, RMSEA =
0.049 ≤ 0, 08, CMIN / DF = 1.121 ≤ 2.00, GFI = 0.941 ≥
0.90, AGFI = 0.922 ≥ 0.90, CFI = 0.991 ≥ 0.95, TLI =
0.988 ≥ 0.95 (Fit indices for structural equation modeling).
Referring to the principle of parsimony [37], that if
there are one or two goodness of fit criteria that have met
the expected value, then the model can already be said to
be good or the development of conceptual models and
theoretical hypotheses can be said to be supported by
empirical data. Referring to the table, it is shown that the
value of Chi-Square = 312 442 with a value of degree of
freedom = 445 and a probability of 0.087. Chi-Square
results indicate that the null hypothesis that the same
models with empirical data received, which means the
model is fit or are in accordance with the results of
observation so as to allow for the analysis of structural
relationships and testing hypotheses.

5.2. Effect of Transformational Leadership
on Organizational Commitment
The influence of transformational leadership on
organizational commitment of servants can be evidenced
by the value of the standardized regression weight
estimate of 0.423 with a positive direction. A positive sign
means that good transformational leadership tends to
increase organizational commitment of servants. Then it
can be proven with the value of the critical ratio = 2.016 >
2.00 and a probability value of 0.021 < α = 0.05. The test
results prove the hypothesis that transformational leadership
and significant have positive effect on organizational
commitment of servants. It can be concluded that the
change of transformational leadership in the right direction is
significant to increase organizational commitment of
servants. So the hypothesis, transformational leadership
has significant positive effect on organizational commitment
and it can be accepted or supported by empirical facts.
The results are consistent with the theory of organizational
commitment [28], that a servant who has committed will
work with dedication, making servants have a desire to
give power and responsibility to support the welfare and
success of the organization. The findings of the study
support the findings of previous researchers, that
transformational leadership has a significant relationship
with organizational commitment [38-44].

5.3. Transformational Leadership Influence
on Job Satisfaction
The influence of transformational leadership on
servant’s satisfaction can be evidenced by the value of the
standardized regression weight estimate of 0.457 with a
positive direction. A positive sign means transformational
leadership is good and directly tends to improve servant’s
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satisfaction. Then it can also be evidenced by the value of
the critical ratio = 3.625 > 2.00 and a probability value of
0.000 < α = 0.05. Hypothesis testing results prove that
transformational
leadership
has
positively
and
significantly increased the servant's satisfaction. It was
concluded that the change of transformational leadership
in positive direction is significant to increase the
performance of servants. Thus, hypothesis proposed in
this study is transformational leadership has positive and
significant impact on servant’s satisfaction can accept or
can be supported by empirical facts. This study supports
previous research findings, that the transformational
leadership has a significant effect on job satisfaction [45].
Then reject the findings proving that transformational
leadership is not significant to influence the job
satisfaction [46].

5.4. Transformational Leadership Influence
on Servant’s Performance
Transformational leadership influence on servant’s
performance can be evidenced by the value of the
standardized regression weight estimate of 0.126 with a
positive direction. A positive sign means a good
transformational leadership tends to increase servant’s
performance towards high. It can also be evidenced by the
value of the critical ratio = 0.742 > 2.00 and a probability
value of 0.276 < α = 0.05. The test results prove that the
hypothesis of transformational leadership has a positive
effect but not significant on performance improvement.
That is transformational leadership change in a good
direction has a positive and not significant effect on the
increase in servant’s performance. The hypothesis
proposed in this study, transformational leadership has
positively affected and has no significant effect on
servant’s performance. It cannot be accepted or supported
by empirical facts. Results of this study reject the findings
of previous studies that transformational leadership has
significant influence on individual performance [42,44].

5.5. The Influence of Organizational
Commitment to Servant’s Performance
The influence of organizational commitment to servant’s
performance can be evidenced by the value of the
standardized regression weight estimate of 0.923 with a
positive direction. A positive sign means that the high
organizational commitment tends to increase the performance.
Then it can be proven with the value of the critical ratio =
3.412 > 2.00 and a probability value of 0.008 < α = 0.05.
The test results prove that organizational commitment has
high positive and significant impact on performance. It
can be explained that the increase organizational
commitment of servants which are high in the positive
direction and significant effect on improving the
performance of servants. Thus the hypothesis,
organizational commitment which has positive and
significant impact on performance can be accepted or
supported by empirical facts.
This study supports the research findings, that
organizational commitment is owned by servants is the
key determinant of achievement of servant’s performance
and organizational performance. The higher the
organizational commitment of servants, the higher the
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performance of servants, meaning that organizational
commitment is significantly influence servant’s performance
[42,43,44].

5.8. Transformational Leadership Influence
on Servant’s Performance as mediated by Job
Satisfaction

5.6. Job Satisfaction Influence on Servant’s
Performance

Transformational leadership directly has no significant
effect on the performance. While job satisfaction is
significantly influenced by transformational leadership.
Job satisfaction significantly affects servant’s performance.
The value of the path coefficient (b) of transformational
leadership on job satisfaction (c) job satisfaction to
servant’s performance is significant (a) transformational
leadership on servant’s performance is not significant,
then the position of job satisfaction can be said as
complete mediating variables = 0.331.
Based on the results of the investigation, there is
enough empirical evidence that transformational
leadership significantly influence servant’s performance.
It means that job satisfaction is significantly influenced
transformational leadership. Job satisfaction significantly
affects
servant’s
performance.
Transformational
leadership directly did not significantly affect servant’s
performance. The results support previous studies that
analyze the influence of transformational leadership on
servant’s performance through job satisfaction [49,50].

The influence of job satisfaction on servant’s
performance can be evidenced by the value of the
standardized regression weight estimate of 0.881 with a
positive direction. A positive sign means that high job
satisfaction tends to improve servant’s performance. Then
it can be proven with the value of the critical ratio =
2.628 > 2.00 and a probability value of 0.012 < α = 0.05.
The test results prove that high job satisfaction has
positive and significant effect on servant’s performance. It
can be explained that the increase in servant’s satisfaction
in the positive direction has significant effect on
improving the performance of servants. Thus the
hypothesis: job satisfaction has positive and significant
impact on servant’s performance can be supported by
empirical facts. It is consistent with results of previous
studies [47,48], that the job satisfaction is significantly
influence the performance of the individual.

5.7. Transformational Leadership Influence
on Servant’s Performance as Mediated by
Organizational Commitment
Results of testing evaluation variables of transformational
leadership on servant’s performance that involves mediating
variables organizational commitment demonstrated that
organizational commitment significantly influenced
transformational leadership and organizational commitment.
It significantly affects the performance of servants.
Transformational leadership is significant on servant’s
performance. Data processing results show that the value
of the path coefficient (a) transformational leadership on
organizational commitment (b) organizational commitment
to servant’s performance significantly (c) transformational
leadership on servant’s performance is not significant.
Then the position of organizational commitment variables
in the research model is referred to as perfect mediating
variable = 0.418 (complete mediation). That is the effect
of transformational leadership directly did not
significantly affect servant’s performance improvement.
But transformational leadership affects the servant’s
performance when supported by a high organizational
commitment.
Based on the results of the examination, there is ample
empirical evidence that transformational leadership
significantly influence servant’s performance. Organizational
commitment significantly affects servant’s performance.
But direct transformational leadership did not significantly
affect servant’s performance. The results support previous
studies, the superior commitment as a mediator in
explaining the relationship between transformational
leadership with the individual performance. Then endorse
the findings of previous research that organizational
commitment as a perfect mediator in explaining the
influence of transformational leadership on individual
performance [42,44].

6. Conclusion and Recommendations
In practice, a good transformational leadership has not
been able to improve servant’s performance. The servant’s
performance can only be improved if supported by high
organizational commitment and job satisfaction. The
condition is due to the leaders have not been able to
articulate clear expectations to the achievement of
subordinates, demonstrating the commitment to the whole
purpose of the organization and the implementation has
not been able to arouse the spirit of the team to enhance
the enthusiasm and optimism of servants. It deals with the
low ability of servants in completing the work when
compared with the set targets of the organization. That the
work of servant is not in accordance with the standards of
the completion of desired work organization.
Organizational commitment and job satisfaction act as
complete mediation in explaining the effect of
transformational leadership on servant’s performance, the
evidence is due to the high rate of servant’s loyalty and
support of high working condition. This has an impact on
the quantity of servants that servants can carry out a good
job although facing the high demands of work completion.
This study provides an understanding about
transformational leadership, organizational commitment
and job satisfaction to produce the performance benefits of
servants. This study provides recommendations to the next
researcher to highlight the transformational leadership in
improving organizational commitment, job performance
and servant’s performance by using the contextual
variables. High transformational leadership which is
obtained by increasing the self-esteem of servants for the
execution of specific tasks (i.e., self-efficacy) and selfesteem
specific
organizations
(i.e.,
self-based
organizations) [51], the research effort will enclose a clear
framework for the effects of transformational leadership
on individual performance.
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Appendix
Fitting indexes
Chi-square
Probability
RMSEA
CMIN/DF
GFI
AGFI
CFI
TLI

Table 2. Goodness of Fit indices
Index of suitability Model
Appropriate criteria
312.442
< 495.181
0.08
≥ 0,05
0.04
≤ 0,08
1.12
≤ 2,00
0.94
≥ 0,90
0.92
≥ 0,90
0.99
≥ 0,95
0.98
≥ 0,95

