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Abstract

This study aims to determine whether job satisfaction mediates the relationship
between transformational leadership and the organizational commitment of civil
servants. A structural equation modeling approach was used to test the collected data
with a sample of 51 respondents. The results show that job satisfaction can mediate the
relationship between transformational leadership and organizational commitment.
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Introduction

Human resources (HR) is an essential aspect of a company or organization to
mobilize other resources. The low level of Organizational Commitment and Job
Satisfaction at the Department of Transportation of the City of Palangka Raya is
indicated by direct interviews with several employees of the Department of
Transportation of the City of Palangka Raya. Changes in organizational
management today are a big challenge for public sector organizations or
government organizations. Several studies have emphasized the importance of
leadership in the process of change in public organizations, but empirical
evidence is still limited(van der Voet, 2016).

Leadership is a critical factor in determining the performance of an
organization, including public sector organizations. Effective leadership in the
public sector is shaped not only by personal traits and characteristics but also
by the leaders' style of dealing with situations(Cont'd 2020). One of the
leadership models is the Transformational Leadership model, which is seen as
more complete and has many advantages, especially for organizational change.
Because this type of leadership can increase job satisfaction and organizational
commitment (Mohammad, 2012). Meanwhile, Eliyana & Ma (2019)shows that
Transformational Leadership has a direct effect on Organizational
Commitment. Research results fromSiswatiningsih et al. (2016) also indicates
that Transformational Leadership has a positive impact on job satisfaction.

The purpose of this study was to examine: 1) Does Transformational
Leadership affect the Organizational Commitment of the employees of the
Department of Transportation of the City of Palangka Raya?; 2) Does
Transformational Leadership affect the Job Satisfaction of the employees of the
Department of Transportation of the City of Palangka Raya?; 3) Does job
satisfaction affect the Organizational Commitment of the employees of the
Department of Transportation of the City of Palangka Raya?; and 4) does
Transformational Leadership affect Organizational Commitment through Job
Satisfaction at the Department of Transportation of the City of Palangka Raya?.

This study expands the literature on Transformational Leadership and
job satisfaction as a mediator for organizational commitment, especially in the
state civil apparatus. Practically, this study can also be one of the considerations
for policy-making related to optimizing performance from leadership and
human resources.

Method

The sample in this study were all employees of the Department of
Transportation of the City of Palangka Raya, amounting to 51 people. Perform
data analysis using the SmartPLS analysis tool. The selection of the analysis tool
is because the variables used use indicators to measure variables, so the type of
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variable is a latent variable. SmartPLS is used in this study because it can be
applied to any data scale (nominal, ordinal, interval, ratio) and more flexible
assumption requirements. The PLS approach is based on a shift in analysis from
measuring model parameter estimates to measuring relevant predictions. So the
focus of the analysis shifts from only estimation and interpretation of significant
parameters to the validity and accuracy of forecasts. This analytical tool is also
very appropriate for predictive research, referring to causal relationships.

Table 1. Indicators Variables
No Variabel Indikator

1. Transformational Leadership 1. The effect of the ideal attribute
(Northouse, 2016) 2. The influence of ideal behavior
3. Motivational inspiration
4. Intellectual stimulation
5. Individual considerations
2. Organizational Commitment 1. Affective commitment
(Colquitt et al.,2018) 2. Ongoing commitment
3. Normative commitment
3. Job satisfaction 1. Job suitability
(Robbins and Judge, 2017) 2. Appropriate compensation
3. supportive coworkers

4. promotion opportunity

During data analysis, the researcher applies cut-off values for evaluating
the outer model stage 1, namely, indicator reliability, with the loading value of
each indicator starting from 0.7 and above.(Ghozali & Latan, 2015), Internal
Consistency Reliability, by looking at composite reliability and Cronbach's
alpha, the cut off value is 06 -07 (Ghozali & Latan, 2015); Cronbach's alpha is
higher than 0.6 (Ghozali & Latan, 2015); Convergent validity, evaluated by
Average Variance Extracted (AVE) equal to or higher than 0.5. Discriminant
validity was evaluated using a cross-loading value equal to or greater than 0.7
and the Fornell Larcker Criterion by comparing the square root value of the
AVE against each construct. AVE root value > from other correlation values.
The cut-off value used to evaluate the inner model: Collinearity test is evaluated
with the VIF value; the value must be below 5. The coefficient of determination
(R2) is expected to be close to 1, the value of R2 = 0.75 strong; 0.50 moderate and
0.25 weak (Ghozali & Latan, 2015). Chin gave the criteria for R2 values of 0.67
strong, 0.33 moderate and 0.19 weak (in(Ghozali & Latan, 2015). Cross-
validated redundancy (Q2) or Q-square test uses predictive relevance. The Q-
square test value is more than 0; the Q-square test is accurate to the construct
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(Sarstedt et al., 2017). Measuring the path coefficient between constructs to see
the significance, values -1 to +1. The closer to +1, the stronger the relationship
between the two constructs (Ghozali & Latan, 2015).

Empirical Result

Based on Table 1 in the appendix, it is known that each research variable
indicator has various outer loadings. Still, the data shows that all hands have an
external loading value of more than 0.70, so the needle is declared feasible or
valid to be used in research and can be used for further analysis. Furthermore,
the Average Variance Extracted (AVE) variable of Transformational Leadership,
Organizational Commitment, and Job Satisfaction has a value of more than 0.50;
Thus, it can be stated that the indicator variables in the study are feasible or
valid.

The value of cross-loading and Fornell Larcker Criterion; An indicator is
declared to meet the requirements of discriminant validity of the cross-loading
of the syndicator on the variable is the largest compared to other variables, and
the AVE root value higher than the correlation value. Based on the results
obtained, it can be stated that the variables and indicators used in this study
have good discriminant validity based on predetermined conditions (see Table
1 and Table 2).

Still, in Table 1, it can be seen that the composite reliability value of each
research variable is more significant than 0.70. These results indicate that each
variable has met the requirements of composite reliability. It can be stated that
the research variables have a good and acceptable level of reliability. Also, it
can be seen that the Cronbach's alpha value of each research variable is more
significant than 0.60. These results indicate that each variable has met the
requirements of Cronbach's alpha so that it can be stated that the research
variables have a good level of reliability and can be accepted
Inner Model Research Results

The R-Square value for Job Satisfaction is 0.316, which means that the
Transformational Leadership variable affects the Job Satisfaction Variable in the
weak category. Meanwhile, for the employee Organizational Commitment
variable, the R-Square value is 0.682, which means that the Transformational
Leadership variable affects the Organizational Commitment variable in the
strong category. Based on the R-Square value, it can be said that Organizational
Commitment is influenced by the independent variable and the mediating
variable (intervening) by 68.2%. In comparison, 31.8% is influenced by other
variables outside the variables studied by the researcher. Furthermore, the
value of Q Square is used to measure how well the observed values produced
by the model and the parameter estimates are. When relevant predictive.

126



Jurnal Inovasi Ekonomi Vol. 06 No. 01 March 2021

Meanwhile, the VIF values are all below 3; it can be concluded that there is no
collinearity problem between predictor constructs (see Table 1).
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Figure 1. Result of research’s model

Based on the results of hypothesis testing (see Fig.1), it can be concluded that
the Transformational Leadership variable affects employee organizational
commitment through job satisfaction; this means that the higher the intensity of
the application of Transformational Leadership, the higher the level of
organizational commitment of employees and increased job satisfaction.
Satisfied employees tend to be more loyal to the organization.
Transformational leadership can create a good and compelling atmosphere so
that employees will feel confident in their work. It will impact employees being
dedicated to their work and not wanting to leave the organization. The result is
in line with research conducted by Siswatiningsih et al. (2016), Santoso (2014)
and Widyastuti et al. (2014), Rosnani (2016), (Mwesigwa et al. (2020), Goddess
(2013), Arif Darmawan (2016), Sari et al. (2017), Indicators of Transformational
Leadership such as Inspirational Motivation, Intellectual Stimulation, and
Individual consideration are indicators that can explain or describe
Transformational Leadership. It can be concluded that individual behavior is
the dominant indicator in describing Transformational Leadership in this study.

Conclusions

The results show that job satisfaction can mediate the relationship between
transformational leadership and organizational commitment. This research has
been attempted and carried out by scientific procedures. However, it still has
limitations, such as the sample used is limited to one government organization,
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so it has not provided results that can be generalized to all government
organizations. For further researchers, the results of this study are expected to
expand the population used to offer broad conclusions for all offices, especially
in the city of Palangka Raya.

References

Armstrong, S. 2014. Handbook Of Human Resource Management. 13Tth Edit. USA:
British Library.

Colquitt, Jason A., Jeffery A. Lepine, and Michael ]. Wesson. 2018.
Organizational Behavior: Improving Performance and Commitment in the
Workplace. Vol. 4. Sixth Edit. America: MCGraw-Hill education.

Darmawan, Arif, and Marlinda Aula putri. 2016. “Pengaruh Gaya
Kepemimpinan Terhadap Komitmen Organisasi Melalui Kepuasan Kerja
Sebagai Variabel Intervening Arif.” Akuntabilitas 9(1):1-18. doi:
10.15408/akt.v9i1.3581.

Dewi, Kadek Sintha. 2013. “Pengaruh Gaya Kepemimpinan Transformasional
Terhadap Kepuasan Kerja Karyawan Dan Komitmen Organisasi Pada Pt.
Kpm.” Jurnal Manajemen 7(2):1-1.

Eleswed, Muath, and F. Mohammed. 2013. “Job Satisfaction and Organizational
Commitment: A Correlational Study in Bahrain.” International Journal of
Business, Humanities and Technology 3(5):44-53.

Eliyana, Anis, and Syamsul Ma. 2019. “Job Satisfaction and Organizational
Commitment Effect in the Transformational Leadership towards Employee

Performance.” European Research on Management and Business Economics
25(3):144-50. doi: 10.1016/j.iedeen.2019.05.001.

Ghozali, I., & Latan, H. 2015. Partial Least Squares; Konsep, Teknik Dan Aplikasi
Menggunakan Program Smart PLS 3.3. Semarang: Badan Penerbit Undip.

Isti Pujihastuti. 2010. “Isti Pujihastuti Abstract.” Jurnal Agribisnis Dan
Pengembangan Wilayah 2(1):h.44.

M. S. Mohammad. 2012. “Transformational Leadership and Employees’ Job
Satisfaction and Commitment: A Structural Equation Investigation.”
Journal of American Science 8(7):11-19.

Mwesigwa, Rogers, Immaculate Tusiime, and Bob Ssekiziyivu. 2020.
“Leadership Styles, Job Satisfaction and Organizational Commitment
among Academic Staff in Public Universities.” Journal of Management
Development 39(2):253-68. doi: 10.1108/JMD-02-2018-0055.

Natalia, Desi. 2021. “Kepemimpinan Transformasional Dalam Meningkatkan
Motivasi Intrinsic Dan Kinerja Pegawai; Analisis Mediasi Model
Transformational Leadership in Increasing Intrinsic Motivation and
Employee Performance ; Mediation Model Analysis.” 2(2):85-95.

Northouse, Peter G. 2016. Leadership: Theory and Practice. Vol. 24.

128



Jurnal Inovasi Ekonomi Vol. 06 No. 01 March 2021

Robbins, Stephen, and Timothy Judge. 2017. Organizational Behavior.

Robbins, Stephen, and Timothy Judge. 2018. Organizational Behavior. Vol. 15.

Rosnani, Titik. 2016. “Pengaruh Kepemimpinan Transaksional Dan
Kepemimpinan Transformasional Terhadap Kepuasan Kerja Pegawai
Universitas Lancang Kuning.” Jurnal Daya Saing 2(2):1-28. doi:
10.35446/dayasaing.v2i2.60.

Sambung, Roby. 2020. “Pelatihan Dan Kepemimpinan Visioner Dalam
Meningkatkan Kreativitas Pegawai Di Kalimantan Tengah.” Matrik : Jurnal
Manajemen,  Strategi  Bisnis  Dan  Kewirausahaan ~ 169-81.  doi:
https://doi.org/10.24843/MATRIK:JMBK.2020.v14.i102.p04.

Santoso, Michael Hendrik. 2014. “Pengaruh Gaya Kepemimpinan Terhadap
Komitmen Organisasional Dengan Kepuasan Kerja Sebagai Variabel
Intervening Pada PT Mitra Cimalati Di Cilacap.” Agora 2(1):1-4.

Sari, Komang Ade Yunita, Wayan Gede Supartha, and 1. Gede Riana. 2017.
“Pengaruh Kepemimpinan Transformasional Terhadap Kepuasan Kerja
Dan Komitmen Organisasional (Studi Di Perusahaan Daerah Pasar Kota
Denpasar).” E-Jurnal Ekonomi Dan Bisnis Universitas Udayana 6(1):1-28.

Siswatiningsih, Ida, Kusdi Raharjo, and Arik Prasetya. 2016. “Pengaruh
Kepemimpinan Transformasional Dan Transaksional Terhadap Budaya
Organisasi, Motivasi Kerja, Komitmen Organisasional Dan Kinerja
Karyawan (Studi Pada Pegawai Rumah Sakit Muhammadiyah Ahmad
Dahlan, Kediri ).” Jurnal Bisnis Dan Manajemen 3(2):86-98.

Tjahjono, Heru Kurnianto, Fajar Prasetyo, and Majang Palupi. 2018.
“Kepemimpinan Transformasional Pada Organizational Citizen Behavior
Dan Komitmen Afektif.” 11(2):217-32.

van der Voet, Joris. 2016. “Change Leadership and Public Sector Organizational
Change: Examining the Interactions of Transformational Leadership Style
and Red Tape.” American Review of Public Administration. doi:
10.1177/0275074015574769.

Widyastuti, Endang, M. Untung Manara, Sonya Paramitha Melinda, Lidwina
Dhiu, and Eka Sari. 2014. “Pengaruh Gaya Kepemimpinan
Transformasional Dan Iklim Organisasi Terhadap Komitmen Organisasi.”
Jurnal Psikologi Tabularasa 9(1):66-76.

Wijaya, Candra, and Muhammad Rifa’i. 2016. Dasar Dasar Manajemen. edited by
S. Saleh. Medan: Perdana Publishing.

129



Jurnal Inovasi Ekonomi Vol. 06 No. 03 December 2021

Appendix

1. Inner Model dan outer loading
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Notes: Cross loading: all variable indicator values are greater than the indicator values in other
variables; The AVE Root Value is greater than the Correlation Value.
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2. Cross Loading

Indicator Transformational Organizational Job Satisfaction
Leadership Commitment
TL_1 0.784 0.503 0.508
TL_2 0.823 0.517 0.444
TL_3 0.806 0.648 0.565
TL_4 0835 0.617 0.383
TL_5 0.788 0.634 0.469
TL_6 0.730 0.536 0.352
TL_7 0.726 0.542 0.408
TL_9 0.827 0.619 0.408
TL_10 0.788 0.592 0.440
KO_1 0.576 0.751 0.455
KO_2 0.497 0.794 0.561
KO_3 0.519 0.790 0.523
KO_4 0.600 0.808 0.629
KO_5 0.672 0.876 0.683
KO_6 0.580 0.873 0.602
KK_1 0.245 0.536 0.663
KK_2 0.163 0.318 0.600
KK_3 0.426 0.627 0.779
KK_4 0.478 0.544 0.790
KK_5 0.456 0.554 0.748
KK_6 0.431 0.527 0.645
KK_7 0.482 0.548 0.791
KK_8 0.396 0.475 0.763

3. Fornell Larcker Criterion

Transformational Organizational Job Satisfaction
Leadership Commitment
Transformational 0.792 0.735 0.562
Leadership
Organizational 0.801 0.725
Commitment
Job Satisfaction 0.762
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