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Abstract 
 

The main purpose of this paper is to study the mediating effect of employee’s commitment between leadership style and organization 

effectiveness. In addition, it presents a conceptual research framework to understand these relationships as supported by literature review 

from recent studies. The main findings indicate that employee commitment can be partial mediator factor between leadership style and 

organization effectiveness. To get the commitment, leaders should empower employees through human orientation and the application of 

transformational leadership elements such as intellectual stimulation and individual consideration which help to create mutual under-

standing between employees and organization. In conclusion, employee commitment plays a role as partial mediator between leadership 

style and organization effectiveness.  
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1. Introduction 

Nowadays, firms are competing in a very dynamic business world 

to achieve sustainable growth. This global competitive environ-

ment has created the necessity for organizations to manage and 

preserve their workforce (1). Organizations that can compete with 

other organizations will be more effective. According to Midle-

mist and Hitt (2), the concept of organizational effectiveness refers 

to the organization's ability to manage and achieve objectives with 

a focus on relevance and future needs of the organization. In the 

context of organizations, leaders and workers have an equal role in 

determining the organization's ability to achieve goals. According 

to Ramchandran and Krishnan (3), the practice of leadership style 

adopted by the leader is one of the important factors in determin-

ing employees' commitment. In addition to affecting the organiza-

tion, the leadership also affects followers in most things like mak-

ing decisions, making changes or the desire to remain in the or-

ganization (4). Leaders and followers are human resources who 

are crucial in determining the achievement of organizational goals. 

Leadership aspect is closely related to a context where it is prac-

ticed. In addition to the background manager, the impact and in-

fluence of the leader on organizational performance and employee 

commitment is also often a problem in the field of organizational 

behavior. Leadership styles have a direct impact on employee 

commitment and success of the organization itself  (5). 

2. Leadership Styles and Employees Com-

mitment 

In today's world, leaders face a lot of challenges when changes 

occur.Hurduzeu (6) believed that effective leadership can affect 

economic growth and worker organizations despite the challeng-

ing environment. Nowadays, leaders must deal with employees 

who are more educated, exposed to the environment of modern 

life and have great regard towards the work done (7) as well good 

in arguing (8). All those challenges, encourage the leaders to 

change their leadership style to a more transformative force (9, 10). 

For example, in the context of public services, leaders should es-

tablish the concept of mutual understanding between leaders and 

followers through an act of intellectual stimulation and individual 

consideration of followers. Mutual understanding can stimulate 

and motivate followers to produce an outstanding output (11, 12) 

and then will enhance the organization’s performance. This clearly 

shows that, the leadership style strongly influences the increase 

and decreasing of employee’s commitment towards an organiza-

tion (13). From another viewpoint, employee commitment is 

needed to ensure organizational goals can be achieved in line with 

the commitment position itself as one of the mechanisms in the 

measurement of the success of the organization (14). As a leader, 

it is important to ensure employee’s goal is parallel with organiza-

tion’s goals so that it can affect the sense of belonging towards the 

organization besides facilitating the process in achieving the or-

ganization’s goals. Leaders will also need to be aware of anything 

that drives employee’s satisfaction (15), because employees who 

are satisfied with the work that they have done will feel more re-

sponsible for the task and at the same time, will show a strong 

commitment towards their jobs. Leaders who always tried to re-

spond, ready to give recognition, are fair and always try to solve 

problems collaboratively with employees have a positive impact 

on the value and commitment of the employees in the organiza-

tion(16). According to Igbaekemen (17), to ensure that the organi-

zation can continue its lifespan, the style of leadership that is able 

to stimulate employee commitment to the organization is required. 

In this context, democratic leadership style can improve organiza-

tional performance.  
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3. Commitment Roles in Employee Relations 

between Leadership and Organizational Effec-

tiveness Framework 

Employee commitment affect the effectiveness of the organization 

(Steyrer at al., 2008), work performance and job turnover (18), 

prosocial behaviour (19) and non-attendance (20). According to 

Meyer and Allen (21) employee’s commitment refers to the wants 

and needs of an employee to work and a desire to continue work-

ing in the organization with valid reasons. Commitment can be 

referred to as loyalty of workers to remain in the organization. 

Fear and threats to the organization including the effectiveness of 

the organization are dependent on their attitude and role. That is 

why, it can be said that employees’ commitments are able to affect 

the effectiveness of the organization. This is because, employees 

who are committed to the organization will carry out a task on its 

own without the need for monitoring and direction from their 

leader (22, 23). 

Ismail et al. (24) said, employee performance and organizational 

performance is measured by the extent of the commitment shown 

by the employees. This means that, if the commitment shown by 

employees are at highest level, then the performance of the em-

ployees will be on top and the organization performance will in-

crease. It can be said that, employee’s commitment is an important 

value in an organization (25) even though the commitment of 

workers is related to the high work turnover rate and absenteeism 

(26, 27) however, committed employees will still affect the per-

formance of the organization. Because of that, it is important for 

an organization to ascertain factors that can encourage workers to 

stay committed towards the organization. 

Meanwhile, the leadership style is also a fundamental part in mo-

bilizing resources within the organization to improve organiza-

tional effectiveness (28-30). According to Jandaghi et al. (31), the 

style of leadership is not the sole factor contributing to the effec-

tiveness of the organization as it still requires a mechanism as an 

intermediary in relations between leadership styles and effective-

ness of the organization (28), such as organizational culture (32) 

and commitment (33). What is important is the participation of the 

leadership style needed in the long run to have a positive effect on 

employee commitment (34). 

This discussion shows the commitment of the employees has its 

own role in achieving the organization performance. Similarly, 

Osabiya and Ikenga (35), tells of a significant relationship be-

tween employee performances in achieving the goals of the organ-

ization. So, this paper seeks to find out whether the role of em-

ployee commitment can be regarded as an intervener in the rela-

tionship between leadership style and organizational effectiveness 

chairman. This paper also tries to disclose the framework of stud-

ies showing the role of commitment in the relationship between 

leadership style and effectiveness of the organization in which the 

establishment of the framework of this study will involve three 

main items, including leadership style transformational and trans-

actional leader, commitment and effectiveness of the organization 

to explain the relationship between each of the selected item. A 

total of three models and theories had been selected in building 

this framework, which are (i) Model Leadership Transformational 

and Transactional Bass (1985) used to describe the leadership 

style of the leader of the organization, (ii) Model Three Compo-

nent Model of Employee Commitment Survey (TCM) by Meyer et 

al.  (36)(1997) were used to measure the level of commitment in 

the organization and (iii) Index of Perceived organizational effec-

tiveness (Poe) by Mott (37) used to describe and measure the ef-

fectiveness of an organization. 

Development of this framework began with a discussion of the 

items in the style of transformational leadership and dealings (38), 

the dimensions of charismatic, individual consideration and intel-

lectually stimulating for leadership dimensions of transformation 

while the dimensions of eligibility and manage exceptions refer to 

the dimensions of leadership style transaction. The rationale for 

the selection of all dimensions in transformational and transac-

tional leadership style because all the dimensions in transforma-

tional and transactional leadership styles Bass (38) has a signifi-

cant relationship with organizational effectiveness especially for 

the dimensions of charisma, intellectually stimulating and reward-

ing subject. All three of these dimensions are also capable of mov-

ing the workers to engage themselves in the process and work to 

achieve organizational goals without requiring leaders. Item on 

leadership style needs to rely on intermediaries in establishing 

items that can generate output and influence each other. While the 

item was selected, organizational effectiveness as  items that re-

ceived the influence of the impact of leadership styles and items of 

intermediary organizations. The concept is supported, backed up 

or influenced by measurement tool founded by the Mott (37), the 

Index of Perceived Organizational Effectiveness (PoE). According 

to Mott (1972) Poe instrument was used to measure the five main 

criteria for the competence of an organization's effectiveness in 

producing a product, quantity, quality, compatibility and flexibil-

ity. While each organization has its organizational effectiveness 

measurements that vary according to the direction of their respec-

tive organizations, nevertheless each of those features can still be 

represented with the dimensions as proposed by Mott. 

While completing this framework development, workers have 

been committed as intervener item (mediator). Employees' com-

mitment had been selected since employee commitment are able 

to contribute a lot to the organization and one of them can be seen 

as capable of affecting the relationship between leadership style 

and organizational performance (28). Employee commitment is an 

element that can play a role as mediator in the relationship be-

tween leadership style and organizational goals. Steyrer, 

Schiffinger (28) shows the existence of positive relationship be-

tween employee commitment to organizational effectiveness and 

employee commitment with the leadership style adopted by the 

leader. 

Yousef (39) described that the elements of employee commitment 

are not only capable of being mediators in the relationship be-

tween leadership style with employee satisfaction and perfor-

mance. However, employees' commitment also contributes to the 

organization’s effectiveness. This is because the satisfaction and 

employee performance is measured between the elements of an 

organization's effectiveness  (27, 40). According to Irefin and 

Mechanic (41), the commitment of our employees has a strong 

relationship with the organization's performance and turnover 

rates. Therefore, organizations should provide objective and real-

istic goals of the organization so that employees have a clear un-

derstanding of the purpose. In this context, it is the leadership’s 

responsibility to determine that goal. 

In elaborating the effectiveness of organizational commitment, 

Sabir et al. (42) stated that the chairman's leadership style has a 

strong relationship with each dimension of commitment. This 

relationship exists when employees felt that they have value in an 

organization. Employees who felt valued, recognized and have 

significant value to the organization will work best to produce a 

better impression of the organization (43). Nevertheless, there are 

studies which tried to question the role of commitment in affecting 

organizational effectiveness (44). According to Bennett (44), cul-

tural factors strongly influenced the performance of the organiza-

tion compared to the commitment of our employees. However, 

according to Xenikou and Simos (45) acceptance of the cultural 

aspects of the organization by employees is one indicator of com-

mitment to the organization and acceptance of the culture directly 

affects work performance and organization. This situation indi-

rectly still sees that the role of commitment could affect the per-

formance and effectiveness of the organization. 

Khan & Rashid (46) stated that every element in the culture of the 

organization has different effects on employee commitment. How-

ever, both elements affect each other and have a relationship with 

organizational performance. The commitment given by the worker 

also known as one of the mechanisms of liaison between the or-

ganization's objectives to be achieved with the mission of personal 
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and private beliefs of individuals. In other words, employees will 

more easily give a commitment to the organization if their goals 

are in line with the organization’s goals. Employees like this are 

usually compelled to give a commitment to the organization vol-

untarily, without even having to wait for instructions or expecting 

reward from the organization. In contrast to workers who do not 

have personal goals in line with the organization, they will face 

difficulties in providing voluntary commitment. Workers in this 

group will feel obliged and even worse, they would only do the 

job based on the reward to be earned. 

Jing and Avery (29) also suggested that a further study has be 

made to determine the significant elements that could be placed as 

an intermediate in the direct relationship between leadership style 

and organizational effectiveness. According to Jing and Avery 

(29) to determine the relationship between leadership style and 

organizational effectiveness, there is still a gap to be filled in order 

to facilitate the organization to achieve its goals. In this 

context,Jing and Avery (29) tried to see whether the employee's 

commitment can become a mediator in the relationship because 

the commitment is believed to be related to the effectiveness of 

the organization (47). 

Based on the discussion above, employee’s commitment is seen as 

a factor that has the potential to become a mediator in the relation-

ship between leadership style and organizational effectiveness 

although at the same time commitment also has a relationship with 

the negative effects such as truancy and absenteeism. As a result, 

employee’s commitment is also seen as a critical factor that can 

affect the effectiveness of the organization because there are also 

other factors that can affect as a mediator in the relationship be-

tween leadership style and effectiveness of the organization such 

as organizational culture (32) and personality of leader’s organiza-

tion (48). 

Therefore, to ensure that workers can give commitments to the 

organization, stimulation of human relations-oriented leaders are 

able to encourage the followers to think about the importance of 

achieving the objectives of the organization and feel more valued 

in the organization. The discussion on the role of employee com-

mitment as a mediator in the relationship between leadership style 

and organizational effectiveness can be seen more clearly in Fig-

ure 1 below. 

 

 
Fig. 1: Role of Employee Commitment as A Mediator 

4. Conclusion 

In conclusion, it can be concluded that, employee’s commitment 

has its own role and effectiveness in the organization. It will be 

more significant if one is driven by other factors as a stimulus. In 

the context of this paper, the role of commitment of employees is 

important and necessary to ensure the continuity of the relation-

ship between leadership style and organizational effectiveness. It 

is found that, employee’s commitment was proven to promote the 

improvement and the achievement of organization performance 

through the stimulation of the transformational leadership style. 

Although the role of employee commitment can be detected in 

such a relationship, at the same time leaders must also ensure that 

the leadership style adopted is appropriate and capable of inducing 

employees to give their best to the organization's commitment. 

This is because effective leadership style is found capable of in-

ducing workers to provide commitment and leadership style ori-

ented human relationships were found to be easier to stimulate the 

minds of the workers openly to give a commitment to the organi-

zation and be happy. 
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