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ABSTRACT 

 
This study aims to examine the effect of transformational leadership on organizational commitment and its impact on 

employee OCB. This study uses explanatory quantitative research on 20 BUMN Manufacturing Cluster companies in Indonesia 

with 80 respondents who were processed using the SEM-PLS approach. The results show that transformational leadership directly 

affects organizational commitment in the Manufacturing Cluster BUMN companies in Indonesia, transformational leadership 

directly affects the OCB of employees in Manufacturing Cluster BUMN companies in Indonesia, and transformational 

leadership indirectly affects employees' OCB. Through organizational commitment in Manufacturing Cluster BUMN companies 

in Indonesia, as well as organizational commitment influencing OCB of employees in Manufacturing Cluster BUMN companies in 

Indonesia. 
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I. INTRODUCTION 
 

Human resources are one of the key factors in facing the development of digital technology. Therefore, the human 

resources department must create a system capable of creating quality human resources with skills and high competitiveness 

in global competition. Human resources can determine the successful implementation of company activities. For this reason, 

in achieving the company's goals, adequate competence of human resources is needed in encouraging employee 

performance. Employees as the most important resources needed by the company are expected to be people who are able to 

provide their energy, talents, abilities, creativity, and efforts for the advancement of the company. Technological 

developments towards increasingly developing competencies, companies require employees who are able to adapt to these 

technological developments. This is a priority because employees are the determining factor in operating other production 

factors in the company. 

The effectiveness of the role of employees is largely determined by the organizational behavior of the company. 

Organizational behavior is related to what people in the organization do and how that behavior affects organizational 

performance. Organizational behavior includes components that make up for example: motivation, leader power behavior, 

interpersonal communication, structural and learning group processes, development of attitudes and perceptions, work 

design, and stress. 

In the process, organizational behavior is carried out at various levels, including individual (individual level), 

group (group level), and organization (organizational level). There are several factors that influence it, namely decision 

making in the organization, communication, leadership, group structure, organizational justice, organizational culture, HR 

policies, organizational commitment and teamwork that can increase employee and company productivity (Hadian and 

Adang, 2010). 

Organizational citizenship behavior is one proof of good teamwork in a company. Organizational citizenship 

behavior (OCB) is a helpful attitude shown by organizational members, which is constructive, appreciated by the company 

but not directly related to individual productivity (Bateman & Organ in Bhutto, 2012). Rohmah (2011) explains that 

members are expected to always create quality interpersonal communication so that the relationships that occur between 

them are more effective, because through effective and quality interpersonal communication can form and strengthen 

positive attitudes of members as a form of organizational citizenship behavior. Organizational citizenship behavior of 

employees is also influenced by the leadership style factor applied in the organization. Transformational leadership style 

has an important role for organizations or companies. 

Employees with high organizational citizenship behavior will increase their productivity and success in an 

organization (Novelia, et al. 2016). The results of research conducted by Darto (2014), Lestari et al (2015) obtained the 

results that Organizational Citizenship Behavior (OCB) had a significant positive effect on employee performance. The 
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higher the organizational citizenship behavior, the performance will increase. The results of research conducted by Kesuma 

and Supartha (2016) show that organizational citizenship behavior has a positive effect on organizational 

commitment, meaning that Organizational Citizenship Behavior has a close, positive relationship with organizational 

commitment. 

In the business world, leadership style has a strong influence on the running of the organization and the survival 

of the organization. In today's dynamic world of work, where tasks are increasingly being done in teams and flexibility is 

essential, organizations need employees who exhibit OCB behaviors, such as helping other individuals on the team, 

volunteering to do extra work, avoiding unnecessary conflicts, respect the spirit and content of the rules, and generously 

tolerate the occasional work-related harm and disruption. In order for the extra-role behavior or OCB of employees to be 

shown properly, the effectiveness of the role of a leader is needed. To be an effective leader, a boss must be able to influence 

all the subordinates he leads in positive ways. Transformational leadership style has an important role for organizations or 

companies. Research conducted by Supit (2016) found that transformational leadership has a significant effect on OCB. 

Prahesti (2016) found that transformational leadership has a positive and significant effect on Organizational Citizenship 

Behavior. Managers must be able to optimally apply transformational leadership styles so that employees want to provide 

high OCB so that they can improve the performance of cooperative employees in Tabanan. Zhu, et al (2004) said in their 

research that the results of this study show the relationship between transformational leadership and employee commitment 

to the organization. Then, Chiang and Wang (2012) stated in their research that the results of this study indicate that 

transformational leadership has an influence on employee commitment to the organization. Furthermore, Farahani, et al 

(2011) stated in his research that the results of this study indicate that transformational leadership has a positive and 

significant impact on employee commitment to organizations. The same thing is expressed by Ismail, et al (2011) that the 

results of this study indicate transformational leadership has a positive and significant influence on employee commitment 

to the organization. Likewise, the research of Brian, et al (2012), explains that the results of this study indicate that 

transformational leadership has a positive and significant influence on employee commitment to the organization. Keskes, et 

al (2018) in their research stated that the results of this study indicate that transformational leadership has a positive and 

significant influence on employee commitment to organizations. Supported by research by Khasawneh, et al (2012) that 

the results of this study indicate transformational leadership has a positive and significant impact on employee 

commitment to the organization. Finally, Gillet and Vandenberghe (2014) say that the results of this study show that 

transformational leadership has a positive and significant impact on employee commitment to the organization. 

 

II. LITERATURE REVIEW TRANSFORMATIONAL LEADERSHIP 
 

Transformational/charismatic leadership is a quality or personal attraction that specifically allows a leader to 

influence other people/subordinates (Bien, et al, 2014:309). George and Jones (2012:356) explain that transformational 

leadership is leadership that inspires followers to trust the leader, perform behaviors that contribute to the achievement of 

organizational goals and be at the highest level of the organization. Then, Gibson, et al (2012:356) argues that 

transformational leadership is the ability to inspire and motivate subordinates to achieve greater results than planned in 

exchange for internal rewards. 

Based on the explanation above, it can be concluded that transformational leadership is a leadership style that can 

inspire subordinates to excel in achieving organizational goals. 

Organizational Commitment 

Colquitt, et al (2015:64) explain that organizational commitment is defined as the desire of an employee to remain 

a member of the organization. Organizational commitment affects whether an employee remains a member of the 

organization (retained) or leaves to pursue another job (turned away). Bien, et al (2014:85) state that organizational 

commitment is a sense of loyalty that an individual has for the organization. Then, Morrow (1983) suggested that 

organizational commitment involves people's feelings about the organizations they work for – that is, the degree to which 

they identify with the organizations that employ them. Furthermore, Porter, et al (1974) revealed that organizational 

commitment as the strength of an individual's identification with and involvement in an organization. They argue that 

commitment is characterized by (a) belief in and acceptance of organizational goals and values, (b) willingness to expend 

effort, and (c) desire to retain membership. 

Based on the explanation above, it can be concluded that organizational commitment is an employee's attachment 

that involves his feelings and emotions towards the organization to continue to maintain and be responsible for his work. 

Employee OCB 

Bien, et al (2014: 89) state that organizational citizenship behavior is an extra that people do to work harder in 

their work. Then, Colquitt, et al (2015:89) suggested that OCB refers to voluntary employee activities that may or may not 

be rewarded but contribute to the organization by improving the overall quality of the setting in which work takes place. 

Furthermore, Organ (1988) describes Organizational Citizenship Behavior (OCB) as "individual behavior that is 

independent, not directly or explicitly recognized by the formal reward system and overall encourages the effective 

functioning of the organization." Similarly, Buijs, et al (2019) reveal OCB is a unique aspect and can be defined as a 
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behavior or activity in the workplace that involves going above and beyond the call of duty. This behavior is independent 

and not explicit and formalized in work procedures and not directly reflected in the formal system and rewards of the 

organization. In order for the organization to function optimally, it is important for employees themselves to carry out 

activities and develop initiatives. 

Based on the explanation above, it can be concluded that employee OCB is a voluntary activity carried out by 

employees for the organization whether it will be assessed or not. 

Theoretical Framework 

Zhu, et al (2004) said in their research that the results of this study show the relationship between transformational 

leadership and employee commitment to the organization. Then, Chiang and Wang (2012) stated in their research that the 

results of this study indicate that transformational leadership has an influence on employee commitment to the 

organization. Furthermore, Farahani, et al (2011) stated in his research that the results of this study indicate that 

transformational leadership has a positive and significant impact on employee commitment to organizations. The same 

thing is expressed by Ismail, et al (2011) that the results of this study indicate transformational leadership has a positive 

and significant influence on employee commitment to the organization. Likewise, the research of Brian, et al (2012), 

explains that the results of this study indicate that transformational leadership has a positive and significant influence on 

employee commitment to the organization. Keskes, et al (2018) in their research stated that the results of this study indicate 

that transformational leadership has a positive and significant influence on employee commitment to organizations. 

Supported by research by Khasawneh, et al (2012) that the results of this study indicate transformational leadership has a 

positive and significant impact on employee commitment to the organization. Finally, Gillet and Vandenberghe (2014) say 

that the results of this study show that transformational leadership has a positive and significant impact on employee 

commitment to the organization. 

Carter, et al (2014) in their research explains that there is a strong influence between transformational leadership 

and employee OCB. Then Choudhary, et al (2016) in their research stated that there was a strong influence between 

transformational leadership and employee OCB. Furthermore, Guay and Choi (2015) in their research suggest that there is 

a strong influence between transformational leadership and employee OCB. Jha's research (2013) reveals that there is a 

strong influence between transformational leadership and employee OCB. Supported by research by Khalili (2017) that 

there is a strong influence between transformational leadership and employee OCB. Likewise, research by Kim (2013) 

shows that there is a strong influence between transformational leadership and employee OCB. The same thing was 

expressed by Krishnan and Arora (2008) that there is a strong influence between transformational leadership and employee 

OCB. As well as research by Wang, et al (2005) that there is a strong influence between transformational leadership and 

employee OCB. 

Allen (2012) in his research states that there is a positive and significant influence between employee commitment 

to the organization and employee OCB. Then, Anthony (2013) stated in his research that there is a positive and significant 

influence between Employee Commitment to the Organization and employee OCB. Furthermore, Ariani (2014) explains 

that there is a positive and significant influence between Employee Commitment to the Organization and employee OCB. 

Supported by research by Bakhshi, et al (2011) that there is a positive and significant influence between Employee 

Commitment to the Organization and employee OCB. Likewise, research by Bogler and Somech (2004) that there is a 

positive and significant influence between employee commitment to the organization and employee OCB. The same thing 

was expressed by Buijs, et al (2019) that there is a positive and significant influence between Employee Commitment to 

the Organization and employee OCB. In addition, Cetin, et al (2015) that there is a positive and significant influence 

between Employee Commitment to the Organization and employee OCB. As  well as, Chan and Lain's research (2016) that, 

there is a positive and significant influence between Employee Commitment to the Organization and employee OCB. 

 

III. RESEARCH METHODOLOGY 
 

This study uses a quantitative method with an explanatory approach. The population in this study were employees 

of the Manufacturing Cluster BUMN companies in Indonesia. The number of samples is 80 respondents from 20 BUMN 

Manufacturing Cluster companies in Indonesia, where the sample is obtained based on the rule of thumb from the statistical 

analysis used. The data collection technique in this study was a questionnaire using a Likert scale. Data were analyzed 

using Structural Equation Modeling (SEM) with Partial Least Square (PLS) approach. The hypothesis in this study is: 

 

Table 1: Research Hypotesis 

No. Direct Hypothesis 

H1 Transformational Leadership has a direct influence on Organizational Commitment 

H2 Transformational Leadership has a direct influence on Employee OCB 

H3 Transformational Leadership has an indirect influence on Employee OCB through Organizational 

Commitment 
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H4 Organizational Commitment has a direct Influence on Employee OCB 

 

IV. RESULT AND DISCUSSION VALIDITY AND RELIABILITY 
 

Table 2: Outer Model Evaluation 

Variables Sub-Variables Cross 

Loading 
Composite 

Reliability 

(CR) 

Average 

Variance 

Extracted 

(AVE) 

Critical 

Value 

Transformational 

Leadership 
Inspirational 

Leadership 
0.683 0.833 0.963 1.0000 

Intellectual 

Simulation 
0.655 0.890 0.931 1.0000 

Individual 

Considerations 
0.678 0.834 0.989 1.0000 

Organizational 

Commitment 
Affective 

Commitment 
0.660 0.876 0.968 1.0000 

Continuing 

Commitment 
0.680 0.812 0.969 1.0000 

Normative 

Commitment 
0.654 0.885 0.978 1.0000 

Employee OCB Altruism 0.697 0.885 0.921 1.0000 
Caution 0.642 0.828 0.942 1.0000 

Sportsmanship 0.696 0.830 0.944 1.0000 
Courtesy 0.632 0.866 0.931 1.0000 

Civil Virtue 0.696 0.877 0.997 1.0000 
 

From table 2 above, it can be seen that the data that has been processed using the Wrap-PLS application indicates 

convergent validity in the study, showing that each variable has a loading factor value above 0.5 which means that the 

questionnaire instrument used in this study is valid and represents the condition of the transformational leadership variable. 

organizational commitment and Employee OCB. Then, from the table above, it can be seen that the AVE value is greater 

than 0.5, which means that this research questionnaire has met discriminant validity. In addition, the variables from the 

table above have met the composite reliability, where the value is more than 0.70, which means that the research is feasible 

to continue in the hypothesis testing process. 

Hypotheses Testing 

 

Table 3: Direct Impact 

Hypothesis Impact Path Coefficients t-test Result 
H1 Transformational Leadership ->> 

Organizational Commitment 
0.754 13.398 Significant 

H2 Transformational Leadership ->> 

Employee OCB 
0.887 15.887 Significant 

H4 Organizational Commitment ->> 

Employee OCB 
0.912 16.221 Significant 

 

Referring to table 3 above, it can be seen that the t-test value in hypothesis 1 is greater than t-table 1.99, which 

means that there is a significant influence between transformational leadership and organizational commitment. Then, the 

results of the t-test on hypothesis 2 are also greater than t- table 1.99, which means that there is a significant effect between 

transformational leadership and employee OCB. Also, the results of the t-test on hypothesis 3 are also greater than t-table 

1.99, which means that there is a significant effect between organizational commitment and employee OCB. 

 

Table 4: Indirect Impact 

Hypothesis Variable Impact 

Direct Indirect 

H3 Transformational Leadership ->> Employee OCB 

->> Organizational Commitment 
0.754 0.754 X 0.887 

= 0.668798 
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Transformational leadership has an indirect effect on employee OCB through organizational commitment. It can 

be seen from table 4 that there is a path coefficient for the indirect effect of transformational leadership on employee OCB 

through organizational commitment of 0.668798. 

 

V. DISCUSSION 
 

H1: The Effect of Transformational Leadership on Organizational Commitment  

Transformational leadership has a direct influence on organizational commitment, which means that leaders who 

have a transformational style can increase employee commitment to the organization. This study supports the research 

results of Zhu, et al (2004); Chiang and Wang (2012); Farahami, et al (2011); Ismail, et al (2011); Brian, et al 

(2012); Keskes, et al (2018); Khasawneh, et al (2012); Gillet and Vandenberghe (2014) that there is a significant 

influence between Transformational Leadership and Organizational Commitment. 

H2: The Effect of Transformational Leadership on Employee OCB 

From the results of the calculation and hypothesis testing above, it can be seen that transformational leadership 

has a direct effect on employee OCB in this study, which means that leaders who have a transformational style can increase 

employees' OCB sense. This study supports the results of Carter et al (2014); Choudhary, et al (2016); Guay and Choi 

(2015); Jha (2013); Khalili (2017); Kim (2013); Krishnan and Arora (2008); Wang, et al (2005) explained that 

transformational leadership can improve employee OCB. 

H3: The Effect of Transformational Leadership on Employee OCB through Organizational Commitment 

Transformational leadership has an indirect influence on employee OCB through organizational commitment, 

which means that leaders with a transformational style can foster a sense of commitment and OCB in employees. This study 

supports the research results of Zhu, et al (2004); Chiang and Wang (2012); Farahami, et al (2011); Ismail, et al (2011); 

Brian, et al (2012); Keskes, et al (2018); Khasawneh, et al (2012); Gillet and Vandenberghe (2014); Carter, et al (2014); 

Choudhary, et al (2016); Guay and Choi (2015); Jha (2013); Khalili (2017); Kim (2013); Krishnan and Arora (2008); Wang, 

et al (2005) that there is a significant influence between transformational leadership and employee OCB through 

organizational commitment. 

H4: The Effect of Organizational Commitment on Employees' OCB 

Organizational commitment has a direct influence on employee OCB, which means that employees who have a high 

level of commitment to the organization will voluntarily do OCB. This study supports the results of Miao's research 

(2011); Chiu and Chen (2005); Ferris, et al (2009); Foote and Tang (2008); Intaraprasong, et al (2012); Islam, et al (2014); 

Moorman (1993) that there is a significant effect between organizational commitment and employee OCB. 

 

VI. CONCLUSIONS 
 

The results showed that the ups and downs of organizational commitment and OCB of employees in the 

organization were influenced by transformational leadership. Based on result study, it can be seen that transformational 

leadership has a partial effect on organizational commitment, which means that leader who have transformational style, can 

be support the commitment of employee to organization. Then, transformational leadership has an effect on employee 

OCB, which means that leader who have transformational style, the higher the employee's OCB. Furthermore, 

transformational leadership has an effect on employee OCB through organizational commitment, which means that the 

more higher transformational style of leader, the higher the organizational commitment and employee OCB. Also, 

organizational commitment has an effect on employee OCB, which means that the higher the commitment of employees, 

the higher the OCB they have. 

 

SUGGESTIONS AND RECOMMENDATIONS 
 

The limitation of this study is that the research only focuses on transformational leadership as a factor that affects 

organizational commitment and employee OCB, in fact the factors that affect organizational and employee OCB are not 

only transformational leadership, but also job fairness, talent management, job satisfaction, and so on 
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