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The Effect of Transformational Leadership

Case Studies in Private University Lecturers

 

Abstract— This research aimed to measure the effect oftransformational leadershipdimensions (i.e.

inspirational motivation, intellectual stimulation and individualized consideration) on

lecturers at a privat higher education institution in Tangerangwhich

done by simple random sampling to 151 populations of

samples. Data processing was used SEM

first,thedimensions of transformational leadership: idealizedeffect, intellectual stimulation and individualized 

considerationhave a positive and significant effect on job sa

dimensions of transformational leadership: idealizedeffect, inspirational motivation, and individualized considerationhave

not a significant effect on organizational commitment, except intellectual s

has a positive and significant effect on organizational commitment. Fourth, the dimensions of

transformational leadership: idealizedeffect, intellectual stimulation and individualized consideration have a

positive and significant effect on organizational commitment through job satisfaction as the mediation, but

inspirationalmotivations have not asignificant effect on organizational commitment through job satisfaction

This research proposed a model for buildi

education institution in Tangerang through enhancing transformational leadership

research could pave the way to improve the lecturer readiness

 

I. INTRODUCTION 

The leadership style also determines the organizational commitment of the employees. The leadership

(Bernarto et al., 2020) namely transformational leadership characterizes the ability of a

needs of his followers and be able to motivate them. Transformational leaders

have high loyalty to the organization (Stephen P. Robbins &

previous researches which stated the positive and

commitment (Darmawan&Putri, 2017; 

important role so that employees can be highly committed to the organization. When organizational commitment is 

demonstrated by the presence of pleasant feelings for employees, the pleasant feeling is caused by a form of job 

satisfaction felt by employees so that it reflects the

organizational commitment. Job satisfaction is a form of positive feelings that arise in an employee due to the

results of the characteristics evaluation (Stephen P. Robbins & Judge, 2008). 

organization to strive in increasing organizational commitment, and based on the findings of the research gap

from several previous researches, this research explores deeper and wider related relationships and effects of

transformational leadership and job satisfaction on organizational commitment in the automotive

private university in Tangerang, Indonesia. This research explores not only the

but more deeply to each of the transformational

motivation, intellectual stimulation and individualized consideration. Researches on the effect of this transformational 

leadership dimension are still not many, especially in the analysis unit of lecturers of private universities in Indonesia. At the 

very least, the conclusion of the proof of this research is able to contribute about leadership practices knowledge on

higher education institutions. 

 

II. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

2.1. TransformationalLeadership 

Transformational leadership is one of the leadership styles that approach by demonstrating the behavior

and abilities of leaders who inspire followers so that employees can 

performance. Transformational leadership is characterized by the ability of a leader who can understand the

needs of his followers and is able to motivate his followers (Asbari, Purwanto, et al., 2019; Asbari, Santoso,

et al., 2019; Asbari, Fayzhall, et al., 2020; Asbari, Purwanto, & Budi, 2020; Prameswari et al., 2020;

Purwanto; et al., 2019; Purwanto et al., 2019; Purwanto, Asbari, et al., 2020; Purwanto, Putri, et al. , 2020).

Transformational leadership is a leader who 

followers so as to create a situation that inspires his followers to achieve an organizational goal that goes

beyond the desires of their leaders (Wexley&Yukl, 1977). Transformational leaders ar

generate a sense of self-confidence (intrinsic motivation), commitment, high loyalty and develop a leadership

spirit in others (Robbins & Judge, 2015). In conclusion, transformational leadership is part of a delivery

process in providing an overview related to the vision of the organization where the key to success lies in the
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The Effect of Transformational Leadership Dimensions on Job Satisfaction and Organizational Commitment: 

Lecturers 

This research aimed to measure the effect oftransformational leadershipdimensions (i.e.idealizedeffect, 

inspirational motivation, intellectual stimulation and individualized consideration) on organizational commitment of the the 

rivat higher education institution in Tangerangwhich are mediated by job satisfaction. Data collection was 

done by simple random sampling to 151 populations of lecturers. The returned and valid questionnaire results were 102 

ed SEM method with SmartPLS 3.0 software. The results of this research concluded: 

transformational leadership: idealizedeffect, intellectual stimulation and individualized 

positive and significant effect on job satisfaction, except inspirational motivation. Second, the 

transformational leadership: idealizedeffect, inspirational motivation, and individualized considerationhave

not a significant effect on organizational commitment, except intellectual stimulation. Third, job satisfaction

has a positive and significant effect on organizational commitment. Fourth, the dimensions of 

transformational leadership: idealizedeffect, intellectual stimulation and individualized consideration have a

gnificant effect on organizational commitment through job satisfaction as the mediation, but

inspirationalmotivations have not asignificant effect on organizational commitment through job satisfaction

This research proposed a model for building the organizational commitment among the lecturers of a privat higher 

education institution in Tangerang through enhancing transformational leadership with job satisfaction as a mediator. This 

research could pave the way to improve the lecturer readiness in facing the 4.0 education era. 

The leadership style also determines the organizational commitment of the employees. The leadership

(Bernarto et al., 2020) namely transformational leadership characterizes the ability of a leader who can understand the 

needs of his followers and be able to motivate them. Transformational leaders are able to make employees committed and 

have high loyalty to the organization (Stephen P. Robbins & Judge, 2008). This is supported by the existence of sever

previous researches which stated the positive and significant effect of transformational leadership on organizational 

 Mohamad, 2012). Besides transformational leadership, job satisfaction has an 

employees can be highly committed to the organization. When organizational commitment is 

by the presence of pleasant feelings for employees, the pleasant feeling is caused by a form of job 

felt by employees so that it reflects the organizational behavior of positive employees, that is increased

organizational commitment. Job satisfaction is a form of positive feelings that arise in an employee due to the

results of the characteristics evaluation (Stephen P. Robbins & Judge, 2008). Examining the importance of an

organization to strive in increasing organizational commitment, and based on the findings of the research gap

from several previous researches, this research explores deeper and wider related relationships and effects of

sformational leadership and job satisfaction on organizational commitment in the automotive industriallecturers at one 

private university in Tangerang, Indonesia. This research explores not only the effect of transformational leadership alone, 

ply to each of the transformational leadershipdimensions i.e. the dimension of idealized effect, inspirational 

and individualized consideration. Researches on the effect of this transformational 

still not many, especially in the analysis unit of lecturers of private universities in Indonesia. At the 

the conclusion of the proof of this research is able to contribute about leadership practices knowledge on

II. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT 

Transformational leadership is one of the leadership styles that approach by demonstrating the behavior

and abilities of leaders who inspire followers so that employees can work well and produce the desired

performance. Transformational leadership is characterized by the ability of a leader who can understand the

needs of his followers and is able to motivate his followers (Asbari, Purwanto, et al., 2019; Asbari, Santoso,

al., 2019; Asbari, Fayzhall, et al., 2020; Asbari, Purwanto, & Budi, 2020; Prameswari et al., 2020; 

Purwanto; et al., 2019; Purwanto et al., 2019; Purwanto, Asbari, et al., 2020; Purwanto, Putri, et al. , 2020).

Transformational leadership is a leader who is seen as someone who is able to exert a great effect on his

followers so as to create a situation that inspires his followers to achieve an organizational goal that goes

beyond the desires of their leaders (Wexley&Yukl, 1977). Transformational leaders are usually able to

confidence (intrinsic motivation), commitment, high loyalty and develop a leadership

spirit in others (Robbins & Judge, 2015). In conclusion, transformational leadership is part of a delivery

process in providing an overview related to the vision of the organization where the key to success lies in the
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Commitment:  

idealizedeffect, 

organizational commitment of the the 

are mediated by job satisfaction. Data collection was 

lecturers. The returned and valid questionnaire results were 102 

method with SmartPLS 3.0 software. The results of this research concluded: 

transformational leadership: idealizedeffect, intellectual stimulation and individualized 

tisfaction, except inspirational motivation. Second, the 

transformational leadership: idealizedeffect, inspirational motivation, and individualized considerationhave 

timulation. Third, job satisfaction 

transformational leadership: idealizedeffect, intellectual stimulation and individualized consideration have a 

gnificant effect on organizational commitment through job satisfaction as the mediation, but 

inspirationalmotivations have not asignificant effect on organizational commitment through job satisfaction as mediation. 

lecturers of a privat higher 

with job satisfaction as a mediator. This 

The leadership style also determines the organizational commitment of the employees. The leadership style as expressed by 

can understand the 

are able to make employees committed and 

Judge, 2008). This is supported by the existence of several 

significant effect of transformational leadership on organizational 

Mohamad, 2012). Besides transformational leadership, job satisfaction has an 

employees can be highly committed to the organization. When organizational commitment is 

by the presence of pleasant feelings for employees, the pleasant feeling is caused by a form of job 

organizational behavior of positive employees, that is increased 

organizational commitment. Job satisfaction is a form of positive feelings that arise in an employee due to the 

Examining the importance of an 

organization to strive in increasing organizational commitment, and based on the findings of the research gap 

from several previous researches, this research explores deeper and wider related relationships and effects of 

industriallecturers at one 

effect of transformational leadership alone, 

leadershipdimensions i.e. the dimension of idealized effect, inspirational 

and individualized consideration. Researches on the effect of this transformational 

still not many, especially in the analysis unit of lecturers of private universities in Indonesia. At the 

the conclusion of the proof of this research is able to contribute about leadership practices knowledge on 

Transformational leadership is one of the leadership styles that approach by demonstrating the behavior 

work well and produce the desired 

performance. Transformational leadership is characterized by the ability of a leader who can understand the 

needs of his followers and is able to motivate his followers (Asbari, Purwanto, et al., 2019; Asbari, Santoso, 

Purwanto; et al., 2019; Purwanto et al., 2019; Purwanto, Asbari, et al., 2020; Purwanto, Putri, et al. , 2020). 

is seen as someone who is able to exert a great effect on his 

followers so as to create a situation that inspires his followers to achieve an organizational goal that goes 

e usually able to 

confidence (intrinsic motivation), commitment, high loyalty and develop a leadership 

spirit in others (Robbins & Judge, 2015). In conclusion, transformational leadership is part of a delivery 

process in providing an overview related to the vision of the organization where the key to success lies in the 
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role and expertise of a leader in convincing members to carry out all the organizational achievement targets. 

The best achievement of transformational leaders is to provide an opportunity for followers to develop 

expertise so as to be able to bring up internal motivation and commitment to work for followers due to the 

support system of a leader who inspires his followers. 

2.2. Job Satisfaction 

Job satisfaction is expressed as an attitude that is raised by employees both negatively and positively 

towards their work (Greenberg, 2011). Job satisfaction can also be interpreted as a form of positive feelings 

that arise from someone as the results of the characteristics evaluation (S. P. Robbins & Judge, 2001). 

Furthermore, (Weiss et al., 1967) has shown that there are three dimensions of job satisfaction that refer to the 

Minnesota Satisfaction Questionnaire (MSQ), they are intrinsic satisfaction, extrinsic satisfaction, and general 

satisfaction. 

2.3. Organizational Commitment 

Having a commitment to an organization is a form of the emergence of employee behavior towards work owned by 

someone. Commitment is one form of identification which state of employees who favor a particular organization and its 

goals and desires to maintain membership of the organization (Stephen P. Robbins & Judge, 2008). Organizational 

commitment implies acceptance of the direction and goals of the organization and a strong desire to be part of the 

organization (Kreitner&Kinicki, 2014). This means that there is a high determination of an employee to remain in an 

organization in order to participate in achieving the goals of the organization. Organizational commitment is also 

interpreted as a strong desire to remain as a member of a particular organization; the desire to try hard according to the 

wishes of the organization; certain beliefs, acceptance of organizational values and goals. In other words, organizational 

commitment is an attitude that reflects employee loyalty to the organization and continued success and progress (Luthans, 

2005). Along with the development of the theory of organizational commitment, referring to (Allen & Meyer, 

1990) who put forward the definition of commitment in organizing into a psychological construct that is 

characteristic of the relationship of organizational members with the organization and has implications for 

individual decisions to continue their membership in the organization. Organizational commitment provides a 

reflection of the members of an organization that gives loyalty and contributes to the organization. Based on the theory 

explained above, it can be concluded that organizational commitment tends to express the feelings possessed by 

employees who provide a picture as a form of desires, needs and responsibilities from employees towards the organization. 

2.4. Relationship of Transformational Leadership Dimension and Job Satisfaction 

Transformation leadership enables employees to have an ideal effect and motivates employees by showing inspiring 

leaders. Additional intellectual stimulus from leaders by providing encouragement and assistance in solving obstacles faced 

by employees as a good form of mentor in the transformation process that aims to achieve the vision of the organization 

(Sudiyono, Fikri, et al., 2020). In transformational leadership employees are able to provide an assessment of perceived 

satisfaction when leaders are able to provide a clear picture of the organization's vision and mission (Fayzhall, Asbari, 

Purwanto, Goestjahjanti, et al., 2020; Nugroho et al., 2020). Several previous researches found evidence that 

transformational leadership has a high effect on job satisfaction (Darmawan&Putri, 2017; Ling &Ibrahim, 2013; Mohamad, 

2012). It can be seen based on the theory put forward by (Bass &Avolio, 2000) which states transformational leadership as a 

process of achieving the desires of the organization by one of them providing direction to increase employee confidence 

even giving attention to employees in the process of directing the employee. So, it can be said that when a leader is able to 

inform his employees properly, job satisfaction will be felt by employees. Based on some previous findings as well as an 

explanation based on a predetermined theory, the researcher makes the hypothesis that: H1a: It is suspected that the 

transformational leadership dimension of idealized effect has a positive and significant effect on job satisfaction of lecturers 

in private university in Tangerang. H1b: It is suspected that the transformational leadership dimension of inspirational 

motivation has a positive and significant effect on job satisfaction of lecturers at private university in Tangerang. 

H1c: It is suspected that the transformational leadership dimension of intellectual stimulation has a positive and significant 

effect on job satisfaction of lecturers in private university inTangerang. H1d: It is suspected that the transformational 

leadership of the individualized consideration dimension has a positive and significant effect on job satisfaction of lecturers 

in private university in Tangerang. 2.5. Relationship of Transformational Leadership Dimensions and Organizational 

Commitment The success of transformational leadership in organizations can be assessed based on the level of 

    organizational commitment of employees in it (Boamah et al., 2018). 
 

III. METHODS 

Definitions of Operational Variables and Indicators The method used in this research is quantitative method. Data was 

collected by distributing questionnaires to all lecturers in one private university in Tangerang. The instrument used to 

measure transformational leadership was adapted (Bass &Avolio, 2000) using 20 items (TL1-TL20), that is the dimension of 

dealizedeffect 6 items (TL1-TL6), the inspirational motivation dimension of 5 items (TL7-TL11), the intellectual dimension 

stimulation 5 items (TL12-TL16) and individualized consideration dimensions 4 items (TL17-TL20). Job satisfaction was 

adapted from (Weiss et al., 1967) using 20 items (JS1-JS20). Meanwhile, organizational commitment was adapted from 

(Meyer & Allen, 1991) using 22 items (OC1-OC22). A list of items for all variables can be seen in the appendix. The 

questionnaire was designed closed except for questions / statements about the identity of respondents in the form of a 

semi-open questionnaire. Each closed question / statement item is given five answer options i.e. strongly agree (SS) score 5, 

agree (S) score 4, neutral (N) score 3, disagree (TS) score 2, and strongly disagree (STS) score 1. The method for processing 

data is by PLS and using SmartPLS3.0. software versionas a tool. Population and Sample The population in this research was 

lecturers in one private university in Tangerang, which totaled 151 people. The questionnaire was distributed by simple 

random sampling technique. 

IV. RESULTS AND DISCUSSION 

 Test Results on Validity and Reliability of Research Indicators  

The testing phase of the measurement model includes testing for convergent validity and discriminant validity. Meanwhile, 

to test the construct reliability, Cronbach's alpha and composite reliability are used. 

 Convergent Validity Testing this research the minimum limit on 

the size of the loading factor received was 0.5, with the requirement that the AVE value of each construct> 
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0.5 (Ghozali, 2014). Based on the results of SmartPLS 3.0 processing and after issuing indicators or items 

that do not meet the requirements, as the results are shown in Figure 2, then now all indicators have a loading 

factor value above 0.5. Thus, the convergent validity of this research model has fulfilled the requirements. 

 Discriminant Validity Testing  

The model has good discriminant validity if the AVE squared value of each 

exogenous construct (the value on the diagonal) exceeds the correlation between the construct and the other construct 

(values below the diagonal) (Ghozali, 2014). 

 Hypothese Testing 

To determine the effect of the transformational leadership dimensions on 

organizational commitment mediated by job satisfaction requires a test of direct and indirect effect. The effect 

test is carried out using the t-statistic test in the partial least squared (PLS) analysis model using the help of 

SmartPLS 3.0 software. 

 Discussions 

 Effect of Transformational Leadership Dimensions on Job Satisfaction 

Based on the test results and summaries in Table 6, this research concludes that transformational 

leadership on the dimensions of idealized effect (IE), intellectual stimulation (IS) and individualized 

consideration (IC) have a positive and significant effect on job satisfaction (JS), except inspirational 

dimensions motivation (IM). 

 Effect of Transformational Leadership Dimensions on Organizational Commitment Based on the test results and 

summaries in Table 6, this research concludes that the transformational leadership dimensions of idealized effect (IE), 

inspirational motivation (IM) and individualized consideration 

(IC) have no significant effect on organizational commitment (except the intellectual stimulation 

dimension ( IS). Thus, the H2a, H2b and H2d hypotheses are rejected (not proven), but the H2c hypothesis is 

accepted (proven). It can be concluded that the notion in this research regarding transformational leadership 

has a positive and significant effect on organizational commitment has been proven. This makes it clear that the 

organizational commitment of an employee can be increased based on the presence of transformational leadership 

elements. 

 Effect of Job Satisfaction on Organizational Commitment 

Based on the test results and the summary is in Table 6, this research concludes that job satisfaction (JS) 

has a positive and significant effect on organizational commitment (OC). This is evidenced by the value of tstatistics 

(JS -> OC) 5,529, greater than 1.96. It is also proved by the p-value 0.000, smaller than 0.05. This means that the H3 

hypothesis is accepted (proven). 

 The Role of Job Satisfaction Mediation in the Relationship Dimensions of Transformational Leadership towards 

Organizational Commitment Based on the test results and summaries in Table 6, this research concludes that the 

transformational leadership dimensions of idealized effect (IE), intellectual stimulation (IS) and individualized 

consideration 

(IC) have a positive and significant effect on organizational commitment through job satisfaction (JS) as a mediator. So, 

hypotheses H4, H6 and H7 are accepted (proven), but the transformational leadership variable inspirational motivation 

(IM) does not significantly effectthe organizational commitment (OC) through job satisfaction (JS) as a mediator. So, 

hypothesis H5 is rejected (not proven). 
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