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ABSTRACT  

Transformational leadership is one of the leadership types that can be applied in an organization, especially for 

organizations in the field of education. This study was conducted on several lecturers spread across several campuses in 

Indonesia. The research method uses SEM- {PLS). The results showed as follows. (1) Engagement influences performance 

with a T-statistic value of 4.000 (> 1.96). Furthermore, the original sample estimate value is positive that is 0.582. 

Therefore, H1 is accepted. (2) There is a significant relationship between transformational leadership and engagement with 

a T-statistic value of 16.737 (> 1.96). Furthermore, the original sample estimate value is positive that is 0.820. Therefore, 

H2 is accepted. (3) There is no significant relationship between the transformational leadership and performance with a T- 

statistic value of 0.145 (< 1.96). Furthermore, the original sample estimate value is positive that 0.202 which indicates that 

the relationship between transformational leadership and performance is negative. Therefore, H3 is rejected. 
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INTRODUCTION 

Humans are a very important resource in an 

organization that cannot be replaced by other 

resources. Lecturers in a university are very 

important. Because lecturers are teaching staff 

who are a resource that needs to be managed 

properly. One type of leadership that can be used 

in higher education is Transformatioanal 

leadership. Leadership is very important in an 

organization because it can determine the success 

or failure of an organization. The leader can 

mobilize everyone in an organization to achieve 

his desired goals. Leadership in higher education 

highly determines the success of the campus. This 

study was conducted on several lecturers from 

several universities in Indonesia. Furthermore, the 

researchers apply transformational leadership. 

Kahn (1990) stated that transformational 

leadership has a great potential to influence 

followers’ feelings concerning psychological 

safety by providing a supportive environment in 

which they feel safe to fully engage in a task. 

Buil, Martínez, & Matute (2019) stated 

that transformational leadership refers to the 

approach used by leaders to motivate their 

followers by identifying organizational goals and 

interests. Transformational leaders behave in 

ways that can motivate people around them to 

give meaning and challenge for the work of their 

followers. They also stimulate their followers’ 
efforts to be innovative and creative by 

questioning assumptions, reframing problems, 

and approaching old situations in new ways. In 

addition, they also pay special attention to the 

needs of each follower for the sake of their 

achievement and growth by acting as a coach or 

mentor. The new construct in this study is strong 

engagement. Based on studies conducted by 

Sandell (2012) and Buil, Martínez, & Matute 

(2019), they indicated that workers  engagement 
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functions as a mediating variable between 

transformational leadership and performance. 

Strong engagement is a form of lecturers’ 
involvement that is filled with a sense of 

responsibility. Strong engagement is highly 

important to be developed in the field of 

education, especially in higher education. A 

lecturer has great demands and responsibilities. 

Basically, lecturers need to be able to do the three 

basic pillars (Ind. Tri Dharma) of Indonesia’s 
higher education. Leaders must be able to help 

lecturers so that they can stay on the campus. 

Strong engagement is one of those factors 

because, with strong engagement, those lecturers 

can feel accepted in that environment, feel valued 

at the place where they work, feel easy to 

cooperates with their fellow lecturers, and feel 

useful for others. 

Transformational leadership is 

characterized by charisma (ideal influence), an 

inspirational character, motivational attitude, 

having intellectual stimulation, and individual 

consideration. Transformational leadership can be 

defined as a leadership style that can increase the 

awareness of members of an organization for the 

sake of the collective interest and contribute to 

achieving it. García-Morales et al. (2012) stated 

that transformational leadership can be described 

as a leadership style that promotes the collective 

interests of employees and helping them achieve 

those goals. In addition, transformational leaders 

can inspire their followers and increase followers’ 
knowledge and learning systems that can 

encourage them to be innovative so that they can 

easily solve problems. Transformational leaders 

have charisma, intellectual stimulation, inspiring 

character, being able to enhance communication, 

having trust, and willing to share knowledge 

(Senge, 1990; Bass dan Avolio, 2000).  

The purpose of transformational 

leadership is to increase the ability of followers to 

solve their problems and eventually others’ 
problems (Avolio, Waldman, & Einstein, 1988). 

Samad (2012) stated that transformational leaders 

integrate creative insights, persistence, and 

sensitivity to followers. The role of 

transformational leaders is to develop and inspire 

their subordinates to be more responsible and 

committed to challenging goals. Leaders convince 

their followers to develop themselves. 

Transformational leaders develop and articulate 

their interesting visions on future opportunities, 

provide constructive feedback to followers, 

inspire them to work on shared goals, and 

motivate them to create a high performance (Bass, 

1985;Bass, Avolio, & Goodheim, 1987). 

Transformational leadership plays an important 

role that can cause the changes needed for 

effective management. Transformational leaders 

can grow competencies that need to be met by 

providing challenges while also showing 

confidence and increasing the ability of followers 

to help them overcome personal challenges and 

simultaneously strengthening team spirit by 

articulating their visions that appeal to the team 

and emphasizing the importance of team goals 

(Kovjanic, Schuh, & Jonas, 2013).  

Bass et al. (1994) mentioned that there are 

four influential factors in transformational 

leadership, i.e. the ideal influence or inspirational 

motivation, intellectual stimulation, and 

individual considerations. The ideal influence or 

inspirational motivation is a motivation related to 

the formulation and articulation of shared vision 

and/or goals. Actions related to the ideal influence 

or inspirational motivation are instilling pride in 

others because of being associated with 

leadership, encouraging followers to go beyond 

self-interest for the sake of the good of the group, 

assuring that obstacles can be overcome, 

promoting self-confidence in achieving and 

implementing goals and tasks, speaking 

optimistically about the future, articulating an 

interesting vision for the future, and providing an 

interesting illustration of the change of the 

organization. 

 

 

2. Literatur Review 

2.1 Transformational Leadership  
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Transformational leadership is 

characterized by charisma (ideal influence), an 

inspirational character, motivational attitude, 

having intellectual stimulation, and individual 

consideration. Transformational leadership can be 

defined as a leadership style that can increase the 

awareness of members of an organization for the 

sake of the collective interest and contribute to 

achieving it. García-Morales et al. (2012) stated 

that transformational leadership can be described 

as a leadership style that promotes the collective 

interests of employees and helping them achieve 

those goals. In addition, transformational leaders 

can inspire their followers and increase followers’ 
knowledge and learning systems that can 

encourage them to be innovative so that they can 

easily solve problems.  Transformational leaders 

have charisma, intellectual stimulation, inspiring 

character, being able to enhance communication, 

having trust, and willing to share knowledge 

(Senge, 1990; Bass dan Avolio, 2000).   

The purpose of transformational 

leadership is to increase the ability of followers to 

solve their problems and eventually others’ 
problems (Avolio, Waldman, & Einstein, 1988). 

Samad (2012) stated that transformational leaders 

integrate creative insights, persistence, and 

sensitivity to followers. The role of 

transformational leaders is to develop and inspire 

their subordinates to be more responsible and 

committed to challenging goals. Leaders convince 

their followers to develop themselves.  

Transformational leaders develop and articulate 

their interesting visions on future opportunities, 

provide constructive feedback to followers, 

inspire them to work on shared goals, and 

motivate them to create a high performance (Bass, 

1985;Bass, Avolio, & Goodheim, 

1987).Transformational leadership plays an 

important role that can cause the changes needed 

for effective management. Transformational 

leaders can grow competencies that need to be 

met by providing challenges while also showing 

confidence and increasing the ability of followers 

to help them overcome personal challenges and 

simultaneously strengthening team spirit by 

articulating their visions that appeal to the team 

and emphasizing the importance of team goals 

(Kovjanic, Schuh, & Jonas, 2013).  

Bass et al. (1994) mentioned that there are 

four influential factors in transformational 

leadership, i.e. the ideal influence or inspirational 

motivation, intellectual stimulation, and 

individual considerations. The ideal influence or 

inspirational motivation is a motivation related to 

the formulation and articulation of shared vision 

and/or goals. Actions related to the ideal influence 

or inspirational motivation are instilling pride in 

others because of being associated with 

leadership, encouraging followers to go beyond 

self-interest for the sake of the good of the group, 

assuring that obstacles can be overcome, 

promoting self-confidence in achieving and 

implementing goals and tasks, speaking 

optimistically about the future, articulating an 

interesting vision for the future, and providing an 

interesting illustration of the change of the 

organization. 

2.2 ENGAGEMENT 

          Employee engagement is defined 

differently in the field of academic research. For 

some practitioners, engagement is basically 

illustrated as an attribute of psychological 

behavior (Macey & Schneider, 2008). Employee 

engagement leads to individual-level loyalty and 

satisfaction results (Azka, Tahir, M, & Syed, 

2011). Meanwhile, working engagement provides 

important personal resources needed in behaving 

(Salanova, 2008). Kahn (1990) argued that 

engagement can utilize members of the 

organization in working roles in which they will 

use and express themselves physically, 

cognitively, emotionally, and mentally during 

performing their roles. M. Bakker, (2006) said 

that working engagement is characterized by high 

energy levels and can be identified with one’s 
work. Mcbain (2006) said that employee 

engagement reflects changes in organizational 

contexts in which employees and businessmen in 

a psychological contract reflect motivational 
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patterns that change for greater personal 

fulfillment in their working lives and are not 

solely motivated by financial rewards. Working 

engagement provides important personal 

resources needed to initiate new behavior 

(Salanova, 2008). Engagement is identified by the 

commitment to an organization or a job by 

applying requirements such as organizational 

commitment and satisfaction. Employee 

engagement is based on organizational culture, 

communication style, managerial style, leadership 

style, and trust (Lockwood, 2007).  

According to Schaufeli, Salanova, González-

romá, & Bakker (2002) employee engagement as 

a condition that can motivate to work is 

characterized by enthusiasm, dedication, and 

absorption. The involved employees have an 

energetic and effective relationship with their 

working activities and see themselves able to fully 

handle the demands of their work. Schaufeli et al., 

(2002) claimed that working engagement that 

involves strength, dedication, and absorption 

shows high energy and motivation during the 

working activities. Dedication is characterized by 

a perception of meaning, inspiration, and pride in 

one’s work. Furthermore, absorption is associated 
with being fully concentrated and enjoying a job 

in which time passes quickly and someone has 

difficulty getting away from the job. Employee 

engagement is defined differently in the field of 

academic research. For some practitioners, 

engagement is basically illustrated as an attribute 

of psychological behavior (Macey & Schneider, 

2008). Employee engagement leads to individual-

level loyalty and satisfaction results (Azka, Tahir, 

M, & Syed, 2011). Meanwhile, working 

engagement provides important personal 

resources needed in behaving (Salanova, 2008). 

Kahn (1990) argued that engagement can utilize 

members of the organization in working roles in 

which they will use and express themselves 

physically, cognitively, emotionally, and mentally 

during performing their roles. M. Bakker, (2006) 

said that working engagement is characterized by 

high energy levels and can be identified with 

one’s work.  
Mcbain (2006) said that employee engagement 

reflects changes in organizational contexts in 

which employees and businessmen in a 

psychological contract reflect motivational 

patterns that change for greater personal 

fulfillment in their working lives and are not 

solely motivated by financial rewards. Working 

engagement provides important personal 

resources needed to initiate new behavior 

(Salanova, 2008). Engagement is identified by the 

commitment to an organization or a job by 

applying requirements such as organizational 

commitment and satisfaction. Employee 

engagement is based on organizational culture, 

communication style, managerial style, leadership 

style, and trust (Lockwood, 2007). 

 According to Schaufeli, Salanova, 

González-romá, & Bakker (2002) employee 

engagement as a condition that can motivate to 

work is characterized by enthusiasm, dedication, 

and absorption. The involved employees have an 

energetic and effective relationship with their 

working activities and see themselves able to fully 

handle the demands of their work. Schaufeli et al., 

(2002) claimed that working engagement that 

involves strength, dedication, and absorption 

shows high energy and motivation during the 

working activities. Dedication is characterized by 

a perception of meaning, inspiration, and pride in 

one’s work. Furthermore, absorption is associated 
with being fully concentrated and enjoying a job 

in which time passes quickly and someone has 

difficulty getting away from the job. 

The Relationship between Transformational 

Leadership and Engagement 

   Bass (1985) stated that transformational 

leaders can improve performance to be higher. 

Based on a study conducted by Kovjanic et al 

(2013), it indicated that there is a relationship 

between transformational leadership and working 

engagement proven empirically; however, it is 

still in a relatively limited condition. Working 

engagement provides important personal 



PSYCHOLOGY AND EDUCATION (2021) 58(2): 4595-4605              ISSN: 00333077 

 

4599 

www.psychologyandeducation.net 

resources needed to initiate new behavior 

(Salanova, 2008). Transformational leaders tend 

to stimulate the employees’ working engagement 
by giving meaning to their work.  

 

Therefore, transformational leaders can articulate 

a vision that focuses on achievement related to 

their goals and concern and supports their 

followers. This will have a positive impact on 

employee engagement (Breevaart et al., 2014; 

Den Hartog & Belschak, 2012; Kovjanic et al., 

2013). Transformational leaders also tend to 

stimulate employees’ working engagement by 
giving meaning to their followers’ work. In 
addition, they tend to express optimism, spirit, 

and enthusiasm in the workplace (Den Hartog & 

Belschak, 2012). Based on the strong attachment 

between leaders and followers, transformational 

leaders try to change the personal values of 

followers so that they can expand and increase 

their needs and aspirations to focus and achieve 

higher and potential levels of need (Avolio & 

Bass, 1988; Bass, 1985). 

Hypothesis 1:  There is a positive 

relationship between 

transformational leadership 

and engagement. 

The Relationship between Engagement and 

Performance 

Based on a study conducted by Bakker & Bal 

(2010), there is a relationship between 

engagement and performance. Some studies also 

show that engagement has a positive relationship 

with business unit performance (Halbesleben & 

Wheeler, 2008; Schaufeli, Taris, & Bakker, 

2006). A study conducted by A. B. Bakker, 

Demerouti, & Ten Brummelhuis (2012) indicated 

that engagement only facilitates performance 

when employees get high scores on perseverance 

and self-discipline (i.e. self-awareness). 

Hypothesis 2:  There is a positive 

relationship between 

engagement and 

performance. 

Relationship between Transformational 

Leadership and Performance 

Based on a study conducted by Wang, Oh, 

Courtright, & Colbert (2011), transformational 

leadership has a positive relationship on 

performance. Previous studies also showed that 

transformational leadership improves 

performance related to employee’s tasks 
(Kovjanic et al., 2013). A study conducted by 

Wang, Oh, Courtright, & Colbert (2011) indicated 

that transformational leadership has a positive 

relationship on performance. Several studies have 

shown the influence of transformational 

leadership on performance. A study conducted by 

García-Morales, Jiménez-Barrionuevo, & 

Gutiérrez-Gutiérrez (2012) indicated that 

transformational leadership influences 

performance. Furthermore, a study conducted by 

Para-González, Jiménez-Jiménez, & Martínez-

Lorente (2018) also showed a similar result in 

which transformational leadership again 

influences performance. 

Hypothesis 3: There is a positive 

relationship between 

transformational leadership 

and performance. 

 

 
 

RESEARCH  METHOD  

                  This research uses SEM.  A structural 

equation modeling (SEM) is a statistical 

methodology that applies a confirmation approach 

(e.g. hypothesis testing) for structural theory 

analysis that involves several phenomena (Byrne, 

                              Research Model 

                         H1                                                   H2 

 

    H3 

 

Transformational 

Leadership Engagement Performance 
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2011). Hair, Ringle, & Sarstedt (2011) stated that 

PLS-SEM is a causal modeling approach that aims 

to maximize the variance from dependent latent 

constructs. The population in this study were 

lecturers from all over Indonesia and at the same 

time there were dosesn located on several 

campuses. This research uses quantitative 

research. 

 

RESULTS 

Outer Model Analysis 

The outer model analysis specifically focuses on 

the relationship between latent variables and 

their indicators. In other words, the outer model 

analysis defines how each indicator relates to its 

latent variable. Tests carried out on the outer 

model analysis are as follows.

 

 
1. Convergent Validity 

             Convergent validity is used for 

indicator validation of the variables seen from 

the loading factor value. It is considered to be 

accepted if the loading factor value is above 

0.7 with a minimum value of 0.5. 

 

 

Engagement Transformational Performance 

Note 

  

Leadership 

 X1.1 0.729 

  

Passed 

X1.2 0.764 

  

Passed 

X1.3 0.792 

  

Passed 

X1.4 0.821 

  

Passed 

X1.5 0.752 

  

Passed 

X1.6 0.609 

  

Passed 

X1.7 0.729 

  

Passed 

X1.8 0.749 

  

Passed 

X1.9 0.834 

  

Passed 

X1.10 0.669 

  

Passed 

X2.1 

 

0.835 

 

Passed 

X2.2 

 

0.714 

 

Passed 

X2.3 

 

0.698 

 

Passed 

X2.4 

 

0.833 

 

Passed 

X2.5 

 

0.893 

 

Passed 
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X2.6 

 

0.898 

 

Passed 

X2.7 

 

0.777 

 

Passed 

X2.8 

 

0.877 

 

Passed 

X2.9 

 

0.879 

 

Passed 

X2.10 

 

0.756 

 

Passed 

X2.11 

 

0.667 

 

Passed 

    

 

 

 

Y1.1 

  

0.840 Passed 

Y1.2 

  

0.833 Passed 

Y1.3 

  

0.833 Passed 

Y1.4 

  

0.701 Passed 

 

The final check of convergent validity is to 

consider the AVE value. The indicator is 

considered to have a good convergent validity 

if it has an AVE value of more than 0.5. In the 

validity test, the corrected item-total 

correlation value is also referred to as the r 

count value. The basis of decision making in 

the validity test applies the following criteria. 

If r count > r table, the questionnaire is valid. 

If r count < r table, the questionnaire is invalid. 

df = (N-2) = r table of 0.2090 

 

2. Discriminant Validity 

Validity illustrates the accuracy of research 

and can be subdivided into different concepts. 

In quantitative research, validity must claim 

for a wider population and not just samples 

(Golafshani, Nahid., 2003).The discriminant 

validity is the measurement model with 

reflective indicators that is assessed by 

comparing the Average Variance Extracted 

(AVE) of the square root values of each 

construct with the correlation between one 

construct and other constructs in the model. If 

the results of the AVE square root value of 

each construct are greater than the correlation 

value between one construct and other 

constructs in the model, it can be considered 

that it has a good discriminant validity value 

(Ghozali, 2011).

 

 

AVE AVE Root 

Engagement 0.559 0.748 

Transformational 

Leadership  0.666 0.816 

Performance 0.614 0.784 

3. Composite Reliability 

Data that has composite reliability of > 

0.7 has high reliability. 

4. The construct reliability test is carried 

out by measuring two criteria, i.e. 

composite reliability and Cronbach’s 

alpha. The construct is considered to 

be reliable if the composite reliability 

and Cronbach’s alpha values are 
above 0.7. 

5. The results of the composite 

reliability and Cronbach’s alpha test 
are presented in the following table. 

From the table, it can be seen that all 

variables have composite reliability 

above 0.7. Furthermore, in this study, 

the reliability test was strengthened by 

Cronbach’s alpha test. The expected 
value is > 0.6 for all constructs 

(Gozali, 2011). 
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Composite 

Reliability 

Cronbach’s 
Alpha 

 

Engagement 0.926 0.911 Reliable 

Transformational 

Leadership  0.952 0.943 

Reliable 

Performance 0.888 0.841 Reliable 

6. Average Variance Extracted (AVE). The expected AVE value is > 0.5. 

 

 

Average 

Variant 

Extracted 

(AVE) 

Engagement 0.559 

Transformational 

Leadership  0.666 

Performance 0.614 

  

A. Inner Model Analysis Evaluation of inner models can be conducted 

in three methods. Those three methods are by 

considering the values of R2, Q2, and GoF. 

 

R Square 

R Square 

Adjusted 

Engagement 0.672 0.669 

Performance 0.572 0.563 

 

The value of engagement shown in the table 

above is 0.669 meaning that engagement is 

able to explain the variance of 66.9%. The 

value of performance is 0.563 meaning that 

performance is able to explain the variance of 

56.3%. Furthermore, the rest is explained by 

other constructs outside that examined in this 

study. 

Q2 Predictive Relevance 

Besides considering the size of the R-square, 

evaluation of the PLS model can also be 

conducted with Q2 predictive relevance or 

predictive sample reuse to represent 

synthetically from cross-validation and fitting 

functions with predictions from observed 

variables and estimates of construct 

parameters. If the Q2 value is > 0, it indicates 

that the model has predictive relevance. 

Meanwhile, if the Q2 value is < 0, it indicates 

that the model has less predictive relevance 

(Ghoali and Latan, 2015). Q2 measures how 

well the observation values generated by the 

model and also estimated its parameters.  

Furthermore, to test the inner model, it can be 

conducted by considering the value of Q2 

(predictive relevance). To calculate Q2, the 

formula that can be used is as follows. 𝑄2 = 1 − (1 − 𝑅2) 𝑄2 = 1 – (1- 0,6962) 𝑄2 = 0.484 

The Goodness of Fit (GoF) Test 

The result of the GoF test is obtained from the 

multiplication of the average root value of 

commonalities with the average root value of 

r-square. From the GoF calculation, it 

obtained values of 0.526 for engagement and 

0.447 for performance. Therefore, it can be 

concluded that the model has a greater GoF. 



PSYCHOLOGY AND EDUCATION (2021) 58(2): 4595-4605              ISSN: 00333077 

 

4603 

www.psychologyandeducation.net 

Furthermore, the greater the GoF value is, the 

more appropriate it is to describe the research 

sample. The last is to find out the value of the 

Goodness of Fit (GoF). In contrast to CB-

SEM, for the GoF value on PLS-SEM, it must 

be sought manually. 

GoF = √𝐴𝑉𝐸𝑥𝑅2 ........Tenenhaus (2004)  

1. GoF =  √0.613 𝑥0,6722 

GoF = 0.526 

2. GoF =  √0.613 𝑥0,5722 

GoF = 0.447 

According to Tenenhau (2004), the GoF is 

used to validate the combined performance of 

the measurement model (outer model) and 

structural model (inner model) in which its 

value ranges between 0-1. The interpretation 

of values is 0 - 0.25 indicating a small GoF, 

0.25-0.36 indicating a moderate GoF, and 

above 0.36 indicating a great GoF. 

B. Hypothesis Testing 

Evaluation of Structural Models (inner 

model) 

Path Coefficients 

Mean, STDEV, T-Values, P-Values 

 

 
After testing the measurement model 

(outer model), the next step is testing on the 

structural model (inner model) to find out 

whether the hypothesis can be accepted or 

rejected. This study will use a significant value 

(α) of 0.05 or 5%. Relationships between 

variables can be considered significant if the P-

value is smaller than the predetermined 

significant value (P < 0.05).  

  

CONCLUSIONS  

Based on the analysis above, it can be 

concluded that the hypothesis of this study that the 

relationship between engagement and 

performance is significant with a T-statistic value 

of 4.000 (> 1.96). Furthermore, the original 

sample estimate value is positive that is 0.582 

which indicates that the relationship between 

engagement and performance is positive. 

Therefore, hypothesis 1 is accepted. This is in line 

with a study conducted by Halbesleben & 

Wheeler (2008) that there is a relationship 

between engagement and performance. In 

addition, the results of hypothesis testing also 

indicated that the relationship between 

transformational leadership and engagement is 

significant with a T-statistic value of 16.737 (> 

1.96). Furthermore, the original sample estimate 

value is positive that is 0.820 which indicates that 

the relationship between transformational 

leadership and engagement is positive. Therefore, 

hypothesis 2 is accepted. This is in line with a 

study conducted by Vincent-Höper, Muser, & 

Janneck (2012) that there is a relationship between 

transformational leadership and engagement  

For the last result of hypothesis testing, it 

indicated that the relationship between 

transformational leadership and performance is 

not significant with a T-statistic value of 0.145 (< 

1.96). Meanwhile, the original sample estimate 

value is positive that is 0.202 which indicates that 

the relationship between transformational 

leadership and performance is negative. 

Therefore, hypothesis 3 is rejected. This is in line 

with a study conducted by Ross & Offermann, 

(1997), Thoni Setyo Prabowo (2018), and Eliyana, 

Ma’arif, & Muzakki (2019) that transformational 

leadership has no effect on performance. 

Furthermore, a study conducted by Ross & 

Offermann (1997) even indicated that there is no 

significant relationship between transformational 
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leadership and performance in the academic, 

athletic, or military fields 
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