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ABSTRACT 

 

Digital transformation in the 4.0 revolution era requires companies to 

develop rapidly. The quality of Human Resources (HR) is one of the main things 

that need attention to support the development of a company (Widayanto et al., 

2021)argues that employee performance needs to be fostered and maintained 

properly because it has a major impact on the quality of a company. Several 

variables from previous research that show a relationship with employee 

performance will be used in this study. These variables include transformational 

leadership, organizational commitment and organizational behavior as intervening 

variables. This study took employees of PT IQ Education as research objects with 

a total sample of 100 employees. The analysis will be carried out using the SEM 

PLS method to see whether there is an effect of transformational leadership and 

organizational commitment on employee performance directly or through 

organizational behavior intervening variables. 
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INTRODUCTION 

(Nugroho & Pudiastuti, 

2021)explained that today's business 

world requires workers to be better 

prepared to face the challenges that lie 

ahead. Companies that want to 

continue to exist must have the 

courage to face challenges and their 

implications, namely facing change 

and winning the competition.In 

achieving this, the quality of Human 

Resources (HR) is one of the 

important things to note. A company's 

human resources or competent 

employees are believed to be able to 

produce quality performance in 

accordance with company targets, if 

employee competence increases, the 

quality of performance will also 

increase and vice versa.(Sugiman et 

al., 2019)also stated that in carrying 

out each field of work, the availability 

and readiness of competent human 

resources is required. Therefore, 

every organization or agency needs 

qualified and competent human 

resources to produce the expected 

quality of performance. 

Employee performance is 

certainly inseparable from the 

influence of leaders who are able to 

identify various kinds of changes in 

the internal and external scope of the 

company. Leaders are expected to be 

able to develop a framework covering 

the vision and mission as well as 

strategies to open new roads so they 

can compete to achieve the expected 

targets.(Setiawan et al., 

2022)explains that a leader has a stake 

in success in the world of 

work.(Tamimi & Sopiah, 2022)states 

that one of the most important factors 

in improving employee performance 

in the face of competition is the 

leadership style, especially the 

transformational style.(Chammas & 

Costa, 2019),(Naeed & Khanzada, 

2019), And(Ahmad et al., 

2020),(Alharbi & Aljounaidi, 

2021),(Wiandhani et al., 

2022)And(Hariadi & Muafi, 

2022)has proven in his research that 

transformational leadership has a 

positive and significant influence on 

overall employee performance 

including financial performance. 

The behavior of 

transformational leaders in directing 

and coaching their employees will 

positively influence organizational 

behavior.(Sentoso & Putra, 

2021)explains organizational 

behavior as employees who have 

voluntary feelings to help work that is 

not their job without expecting 

anything in return. Positive 

organizational behavior can be seen 

from a high desire to increase 

productivity sincerely and 

voluntarily, so that the company will 

benefit from achieving the expected 

results. Through positive 

organizational behavior, 

transformational leaders can improve 

employee performance and contribute 

to the company's success in all 

aspects. matter. A leader who has a 

sense of orientation, fairness, power 

sharing, concern for sustainability, 

ethical guidelines, role clarification, 

and integrity will produce employees 

who have an existencehigh 

organizational behavior or in other 

words, transformational leadership 

influences organizational 

behavior.(Qalati et al., 2022)proves 

that organizational behavior has a 

very significant role as an 

intermediary between 

transformational leadership on 

employee performance. In addition, 
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organizational commitment also 

needs to be investigated to improve 

employee performance. 

Commitment is an agreement or 

agreement to obey and obey. In the 

organization, employee commitment 

is defined as obedient, obedient and 

loyal to the organization. Employees 

who are committed will certainly 

sacrifice themselves to achieve the 

goals of the company which 

automatically this attitude will 

stimulate the desire to improve 

employee performance.(Hasmin et 

al., 2022)revealed that employees 

with high commitment will be 

motivated to achieve higher and make 

a more meaningful 

contribution.(Pitaloka & Putri, 

2021)also found that organizational 

commitment has a positive influence 

on employee performance. 

Employees who have the same vision 

and mission as the organization will 

be ready to continue serving the 

company, so commitment is one of 

the key concepts of employee 

behavior. 

This study will examine the 

influence of transformational 

leadership and organizational 

commitment on employee 

performance with organizational 

behavior as an intervening variable. 

This research will also fill in the gaps 

caused by deviations from previous 

research results to show definite 

results from the influence of 

transformational leadership on 

employee performance using a 

connected variable, namely 

organizational behavior. In contrast to 

previous research, in this study the 

researchers used two variables that 

were thought to be factors influencing 

organizational performance, namely 

transformational leadership and 

employee commitment to be able to 

broadly explain the role of variables 

other than transformational 

leadership Through Organizational 

Behavior As Intervening Variables At 

PT. IQ Education (CoLearn)”. 

RESEARCH METHODOLOGY 

The population in this study 

were 168 employees at PT IQ 

Education and the sample was taken 

using random sampling method with 

a total of 100 employees. Data 

collection was carried out by 

distributing questionnaires online 

with a total of 34 questions consisting 

of 8 questions related to 

transformational leadership, 6 

questions related to organizational 

commitment, 10 questions each 

regarding organizational behavior 

and also employee performance. All 

data collected will be analyzed using 

the PLS SEM method to see the direct 

and indirect effects of 

transformational leadership and 

organizational commitment on 

employee performance.

 
Figure 1. Research Hypothesis 
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RESULTS 

Convergent validityFrom the 

measurement model with reflexive 

indicators, it can be seen from the 

correlation between the 

item/indicator score and the construct 

score. Individual indicators are 

considered reliable if they have a 

correlation value above 0.70. 

However, in the scale development 

stage research, loading 0.50 to 0.60 is 

still acceptable. Based on the results 

for outer loading, it shows that there 

is an indicator that has a loading 

below 0.60 and is not significant. The 

structural model in this study is 

shown in the following figure:

 
Figure 2. Outer model step 4.1 

The Smart PLS output for the 

loading factor gives the results in the 

following table

Table 1. Outer loading stage 1 
 Employee 

performance 

Organizational 

Commitment 

Organizational 

behavior 

transformational 

leadership_ 

X1.1    0.701 

X1.2    0.812 

X1.3    0.819 

X1.4    0.802 

X1.5    0.776 

X1.6    0.815 

X1.7    0.792 

X1.8    0.84 

X2.1  0.785   

X2.2  0.781   

X2.3  821   

X2.4  0.498   

X2.5  0.643   

X2.6  0.72   

Y1.1 0.757    

Y1.10 0.503    
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Y1.2 0.759    

Y1.3 0.705    

Y1.4 0.548    

Y1.5 0.559    

Y1.6 0.583    

Y1.7 0.706    

Y1.8 0.404    

Y1.9 0.395    

Z1   0.664  

Z10   0.729  

Z2   0.781  

Z3   0.411  

Z4   0.437  

Z5   0.494  

Z6   0.585  

Z7   0.418  

Z8   0.416  

Z9   0.733  

 

The diagram above shows that 

the variable X2 is 0.498, Y1.10 is 

0.503, Y1.2 is 0.759, Y1.3 is 0.705, 

Y1.4 is 0.548, Y1.5 is 0.559, Y1.6 is 

0.583, Y1.7 is 0.706, Y1.8 of 0.404 

and Y1.9 of 0.395 has a loading factor 

<0.7, this means that the indicator is 

an invalid indicator so the construct 

needs to be deleted. After re-

counting, the following results are 

obtained:

 
Figure 3. Outer model step 2 

 

Table 2. Outer loading stage 2 
 Transformational 

leadership 

Employee 

performance 

Organizational 

commitment 

Organizational 

behavior 

X1.1 0.8    

X1.2 0.86    

X1.3 0.827    

X1.7 0.77    

X2.1   0.764  
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X2.2   0.805  

X2.3   0.853  

X2.5   0.617  

X2.6   0.709  

Y1.1  0.841   

Y1.2  0.848   

Y1.3  0.777   

Y1.7  0.755   

Z1    0.709 

Z10    0.79 

Z2    0.78 

Z9    837 

 

After the invalid indicators were 

removed, and stage 2 (two) outer 

loading was carried out, then in the 

diagram above, all indicators have a 

loading factor > 0.60, meaning that all 

indicators are valid indicators to 

measure the construct.

Table 3. Direct Influence 

  
Transformational 

leadership 

Employee 

performance 

Organizational 

Commitment 

Organizational 

behavior 

Transformational 

leadership 
 -0.047  -0.238 

Employee 

performance 
    

Organizational 

Commitment 
 -0.243  -0.247 

Organizational 

behavior 
  0.527     

Based on the table above shows 

that H1 is accepted 

ortransformational leadership has a 

direct influence on employee 

performance because it has a P-

Values of -0.047. H2 is accepted or 

there is a direct influence of 

transformational leadership on 

organizational behavior because it has 

a P-Values of 0.238. H3 is accepted or 

there is a direct effect of 

organizational commitment on 

employee performance because it has 

a P-Values of -0.243. H4 is accepted 

or there is a direct influence of 

organizational commitment on 

organizational behavior because it has 

a P-Values of -0.247 and H5 is 

accepted or there is a direct influence 

of organizational behavior on 

employee performance because it has 

a P-Values of -0.527.

Table 4. Indirect influence 

  
Transformational 

leadership 

Employee 

performance 

Organizational 

Commitment 

Organizational 

behavior 

Transformational 

leadership 
 -0.125   

Employee 

performance 
    

Organizational 

Commitment 
 -0.13   

Organizational 

behavior 
        

Based on the table above shows 

that H7accepted or transformational 

leadership on employee performance 

through organizational behavior as an 
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intervening variable because it has a 

P-Values of -0.125 

whileorganizational commitment on 

employee performance through 

organizational behavior has a p-

Values of -0.130. 

 

CONCLUSSION 

Based on the results of 

research conducted at PT. IQ 

Education (CoLearn) shows that: 

There is a direct effect of 

transformational leadership on 

employee performance. There 

is a direct influence of 

transformational leadership on 

organizational behavior. There is a 

direct effect of organizational 

commitment on employee 

performance. There is a direct effect 

of organizational commitment on 

organizational behavior. There is a 

direct influence of organizational 

behavior on employee performance. 

There is an influence of 

transformational leadership on 

employee performance through 

organizational behavior as a variable 

of organizational behavior as an 

intervening variable. There is an 

influence of organizational 

commitment on employee 

performance through organizational 

behavior as a variable of 

organizational behavior as an 

intervening variable.. 

 

REFERENCES 

Ahmad, A., Ambad, S. N. A., & 

Mohd, S. J. A. N. (2020). The 

Effect of Transformational 

Leadership on Employees’ 

Performance in Malaysia’s 

Public Sector. International 

Journal of Academic Research 

in Business and Social 

Sciences, 10(11), 1396–1407. 

https://doi.org/10.6007/IJARB

SS/v10-i11/8363 

Alharbi, F. B. S. A., & Aljounaidi, A. 

(2021). Transformational 

Leadership, Transactional 

Leadership and Employee 

performance. Academic 

Journal of Research and 

Scientific Publishing, 3(29), 

58–69. 

https://doi.org/https://www.scie

ncegate.app/app/redirect#aHR0

cHM6Ly9keC5kb2kub3JnLzE

wLjIxMDcwL2prbXAudjhpMi

4xMTQ5 

Chammas, C. B., & Costa, J. M. da. 

(2019). Comparing 

transformational and 

instrumental leadership The 

influence of different leadership 

styles on individual employee 

and financial performance in 

Brazilian startups. Innovation 

& Management Review, 16(2), 

143–160. 

https://doi.org/https://doi.org/1

0.1108/INMR-08-2018-0064 

Hakim, A. R., Muttaqien, F., & 

Darmawan, K. (2019). Impact 

of Transformational 

Leadership, Motivation And 

Performance Against Employee 

Compensation Office of 

Population and Civil 

Registration Lumajang. Arif 

Rakhman Hakim1, Fauzan 

Muttaqien2, Kusnanto 

Darmawan, 2(2). 

http://proceedings.stiewidyaga

malumajang.ac.id/index.php/pr

ogress 

Hariadi, A. R., & Muafi, M. (2022). 

The effect of transformational 

leadership on employee 

performance mediated by 



  

 

 

 

 

JENIUS. Vol. 6, No. 3, May 2023 

Jurnal Ilmiah, Manajemen Sumber Daya Manusia 

JENIUS 

668 

readiness to change & work 

motivation: A survey of PT. 

Karsa Utama Lestari 

employees. International 

Journal Of Research In 

Business And Social Science, 

11(6), 252–263. 

https://www.ssbfnet.com/ojs/in

dex.php/ijrbs 

Hartini, Ramaditya, M., Irwansyah, 

R., Putri, D. E., Ramadhani, I., 

Wijiharta, Bairizki, A., 

Firmadani, F., Febrianty, 

Suand, Andre Julius, A. P., 

Dewa Gede Satriawan, Dian 

Indiyati, Eko Sudarmanto, R. 

P., & Ambar Sri Lestari, N. F. 

(2021). Perilaku Organisasi. 

Widina Bhakti Persada 

Bandung. 

Hasmin, M. O., Paridy, A., & Amaral, 

M. A. L. (2022). The Role of 

Commitment, Motivation, and 

Performance for Career Paths 

for Employees of the General 

Bureau of the Regional 

Secretary of East Nusa 

Tenggara Province. JURNAL 

BINA PRAJA, 14(2), 339–348. 

https://doi.org/https://doi. 

org/10.21787/jbp.14.2022.339-

348 

Lin Yan Syah. (2019). PERILAKU 

ORGANISASI Konsep dan 

Implementasi. Penerbit IN 

MEDIA. 

Naeed, S., & Khanzada, B. (2019). 

Role of Transformational 

Leadership in Employee’s 

Performance with Mediating 

Role of Job Satisfaction in 

Health Sector of Pakistan. 

Journal of Health Education 

Research & Development, 6(1), 

1–6. 

https://doi.org/0.4172/2380-

5439.1000245 

Nugroho, S. H., & Pudiastuti, E. T. 

(2021). Analisis Of 

Organizational Performance 

Through Transformational 

Leadrship And Organizarional 

Culture. International Journal 

of ASRO, 12(1), 46–55. 

https://digilib.esaunggul.ac.id/a

nalysis-of-organizational-

performancethrough-

transformational-leadership-

and-organizational-culture-

20561.html 

Pitaloka, E., & Putri, F. M. (2021). 

The Impact Of Employee 

Engagement And 

Organisational Commitment 

On Employee Performance. 

Business Management Journal, 

17(2), 117–133. 

https://doi.org/10.30813/bmj.v

%vi%i.2739 

Priadana, S., & Sunarsi, D. (2021). 

Metode Penelitian Kuantitatif. 

Pascal Books. 

Qalati, S. A., Zafar, Z., Fan, M., 

Limon, M. L. S., & Khaskheli, 

M. B. (2022). Employee 

performance under 

transformational leadership and 

organizational citizenship 

behavior: A mediated model. 

Heliyon, 8, 1–10. 

https://doi.org/https://doi.org/1

0.1016/j.heliyon.2022.e11374 

Setiawan, A., Satoto, E., & Qomariah, 

N. (2022). Effect of 

transformational leadership 

style, work motivation and 

work environment on employee 

performancewith employee 

commitment as an intervening 

variable. International Journal 

of Management Science and 

Information Technology 



  

 

 

 

 

JENIUS. Vol. 6, No. 3, May 2023 

Jurnal Ilmiah, Manajemen Sumber Daya Manusia 

JENIUS 

669 

(IJMSIT), 2(2), 11–20. 

https://doi.org/https://doi.org/1

0.35870/ijmsit.v2i2.473 

Sugiman, M., Luthfie, M., & 

Taufikkurohman, R. (2019). No 

Title. International Journal of 

Multicultural and 

Multireligious Understanding, 

6(3), 950–958. 

https://doi.org///dx.doi.org/10.1

8415/ijmmu.v6i3.900 

Sutikno, S. (2018). Pemimpin dan 

Kepemimpinan Tips Praktis 

untuk Menjadi Pemimpin yang 

Diidolakan. Holistica Lombok. 

Suwanto, S., Sunarsi, D., Erlangga, 

H., Nurjaya, N., & Haryadi, R. 

N. (2022). Pengaruh Pemberian 

Reward dan Disiplin Kerja 

Terhadap Prestasi Kerja yang 

Berdampak pada Kinerja 

Karyawan pada PT Surya 

Pratama Gemilang di Bekasi. 

JENIUS (Jurnal Ilmiah 

Manajemen Sumber Daya 

Manusia), 5(2), 471-484. 

Tamimi, M., & Sopiah. (2022). The 

Influence of Leadership Style 

on Employee Performance: A 

SystematicLiterature Review. 

International Journal of 

Entrepreneurship and 

BusinessManagement, 1(2), 

128–138. 

https://doi.org/https://doi.org/1

0.54099/ijebm.v1i2.360 

Vivek Ramakrishnan. (2021). 

Positive Organization 

Behavior. Journal of 

Entrepreneurship & 

Organization Management, 

10(4), 1–3. 

https://www.hilarispublisher.co

m/open-access/positive-

organization-behavior-

68830.html 

Wiandhani, N., Jimad, H., & Erlina, 

R. (2022). The Effect of 

Transformational Leadership 

on Employee Performance 

Mediated by Work Motivation 

in Car Rental Services 

Companies in Lampung 

Province. SSRG International 

Journal of Economics and 

Management Studies, 9(3), 53–

59. 

https://doi.org/https://doi.org/1

0.14445/23939125/IJEMS-

V9I3P107 

Widayanto, M. T., Ismawati, Y., & 

Natan, N. (2021). 

Implementation Of 

Performance Assessment To 

Determine Employee 

Performance. International 

Journal of Science, Technology 

& Management, 2(5), 1582–

1587. 

https://doi.org/https://doi.org/1

0.46729/ijstm.v2i5.302 

Yan Syah, S.E, M. S. (2017). Perilaku 

Organisasi, Konsep Dan 

Implementasi. Penerbit IN 

MEDIA. 

Yusuf, R. M., & Syarif, D. (2017a). 

Komitmen Organisasi : 

Definisi, Dipengaruhi dan 

Mempengaruhi. Makassar: Nas 

Media Pustaka. 

Yusuf, R. M., & Syarif, D. (2017b). 

Komitmen Organisasi: 

Definisi, Dipengaruhi dan 

Mempengaruhi. CV Nas Media 

Pustaka. 

 

 

 


