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ABSTRACT

This study aims to determine and analyze the relationship between transformational leadership and organizational commitment to the performance of PKS DPR RI staff (2019-2024 Period). The research method used is descriptive quantitative with a causal approach. The population in this study was all administrative staff and Expert Staff members of the DPR RI PKS Faction (2019-2024 period) totaling 100 staff. The samples used were 80 samples. The results showed that there was a positive and significant influence between transformational leadership and organizational commitment on the performance of the DPR RI PKS staff (2019-2024 period), there was a positive and significant effect of transformational leadership on the performance of the DPR RI PKS staff (2019-2024 period), and positive and significant influence of organizational commitment on the performance of PKS DPR RI staff.

Keywords: Transformational leadership, Organizational commitment, Employee performance
	





1

INTRODUCTION

Background 
One of the important efforts in achieving organizational goals is managing, developing, maintaining and maintaining human resources. Organizations that want to thrive consider that human resources or qualified staff are a major asset in achieving organizational goals. Qualified employees or staff can definitely help the organization in achieving its goals, because qualified staff generally have high performance and care about the organization in which it works.
The achievement of a company goal is only possible because of the of the actors efforts contained in the institution organization. In this case there is actually a close relationship between individual performance and organizational performance. In other words, if employee performance is high, then most likely the organization's performance is also high.
Staff performance in this research can be influenced by transformational leadership and organizational commitment. Transformational leadership is the process by which people engage with others, and creates relationships that increase motivation and morality within leaders and followers. This leadership has an attention to the needs and motives of followers, as well as trying to help followers reach their best potential. (Northouse, 2013:176).

The development, maintenance and retaining of qualified employees or staff can be implemented properly with the implementation of good transformational leadership. Transformational leadership in the digital age is essential in making organizational changes to adapt to evolving times. Transformational leadership that is well applied to an organization can affect staff in terms of job motivation, job satisfaction, trust in the leadership so that employees are more eager to achieve organizational goals and will affect the improvement of staff performance.
In addition to transformational leadership the performance of employees or staff can be influenced by organizational commitments. Organizational commitment is the degree to which an employee identifies himself or herself with a particular organization and its goals and wishes to maintain its membership in that organization (Robins and Coulter, 2016: 40).
The realization of a conducive situation where employees and organizations have the same synergy in the orientation of achieving goals, trying hard to achieve the specified target is a necessity when an employee sided with the organization. An employee or staff of the PKS Faction OF DPR RI who has a high organizational commitment feels a responsibility to realize the vision and mission carried out by the PKS Faction, employees or staff will try to work more vigorously and eagerly in accordance with the direction of members of the DPR RI PKS Faction. This high state of organizational commitment can affect employee or staff perform
Based on the above description of employee performance and the factors that affect it and the results of previous research that have different results, thus causing a gap research. The occurrence of this gap research allows for other researchers to conduct research again with similar themes, for which the writer is interested in re-researching about employee performance with factors affecting it by submitting the title: THE EFFECT OF TRANSFORMATIONAL LEADERSHIP AND ORGANIZATIONAL COMMITMENT ON THE PERFORMANCE OF PKS FACTION STAFFS OF DPR RI (PERIOD 2019-2024)

The Purpose of Research
	This research aims to find out and analyze the relationship between transformational leadership and organizational commitment to the performance of PKS DPR RI staff (Period 2019-2024). Knowing and analyzing the effect of transformational leadership on performance of PKS staff of DPR RI (Period 2019-2024). Knowing and analyzing the effect of organizational commitments on the performance of PKS staff of DPR RI (Period 2019-2024)

LITERATURE REVIEW

Transformational Leadership
Sutrisno (2015:213) states that leadership is a process of one's activities to move others by leading, guiding, influencing others, to do something in order to achieve the expected results. Luthans (2011: 638) defines leadership as a group of processes, personalities, fulfillments, certain behaviors, persuasion, authority, goal achievement, interaction, role differences, structural initiation, and a combination of two or more of those things.
Transformational leadership is part of a new leadership paradigm that pays more attention to charismatic and sensitive elements of leadership (Bryman, 2009). Rivai and Mulyadi (2012: 132) argue that transformational leaders motivate subordinates to do better with what subordinates actually expect by increasing the value of tasks, by encouraging subordinates to sacrifice their own interests for the benefit of the organization coupled with raising the level of subordinate needs to a better level.
Northouse (2013: 176) states that transformational leadership is the process by which people engage with others, and creates relationships that increase motivation and morality in leaders and followers. This leader type has an attention to the needs and of followers motives, as well as trying to help followers reach their best potential.
According to Robbins and Judge (2017:90) transformational leadership is a leader who inspires his followers to put aside their personal interests for the good of the organization and they are able to have a tremendous effect on their followers.

Organization Commitment
 According to Mathis and Jackson (2011:122), organizational commitment is the level to which employees are confident and accept the organization's goals and desire to stay with the organization. Robbins and Judge, (2012:100) state that organizational commitment is a situation in which an employee sides with a particular organization as well as his or her goals and desire to maintain membership in that organization.
Sopiah (2008) states that organizational commitment is a psychological bond to employees characterized by a strong trust and acceptance of organizational goals and values, a willingness to strive for organizational interests and a desire to maintain a position as a member of the organization. According to Robins and Coulter (2016: 40) organizational commitment is the degree to which an employee identifies with a particular organization and its goals and wishes to maintain its membership in the organization.
Djati and Khusaini (2003: 32) state that organizational commitment is not just loyalty to the organization, but an ongoing process in which employees express their concern for the organization and high work performance. The organization's commitment as an employee's attitude, however, will determine its behavior as the embodiment of attitude." The concept of employee commitment to this organization, which gets the attention of managers and organizational behavior experts develops from the initial study of employee loyalty that is expected to exist in each employee. Organizational commitment is a condition felt by employees that can lead to strong positive behavior towards the work organization they have.

Employees’ Performance
	Colquitt et al. (2011:35) states that performance is the value of a set of worker behaviors that contribute, both positively and negatively, to the completion of organizational goals. Another opinion holds that performance is the work result related to organizational goals such as quality, efficiency and other performance of effectiveness (Gibson, et al. 2012:374). Rogelberg (2007), has established the performance of activities that are usually part of an individual's work and activities and should do so.
	According to Sinambela (2016: 480) employee performance is the ability of employees to do certain skills. Employee performance is very necessary, because with this performance will be known how far their ability in carrying out the tasks charged to him. Mangkunegara (2013: 93) performance is the result of quality and quantity of work achieved by an employee in carrying out his duties in accordance with the responsibilities given to him. Wibowo (2016:7) performance is about doing the work and the results achieved from the work. Performance is about what you do and how you do it.
	Mangkunegara (2014: 75) states about 4 (four) employee performance factors as performance assessment standards, i.e.:
1. Quality of work, which includes accuracy, thoroughness, skills and cleanliness.
2. 	Quantity of work, including regular and non-routine or extra out put.
3. 	Reliability, or reliability, i.e. can not follow instructions, capabilities. initiative, prudence and craft.
4. 	Attitudes that include the attitude of other employees, work and cooperation towards the company.


Framework 
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Figure.1  Framework

Research Hyphothesis 
	Employee performance is the work result that has been achieved by a person or group of people in the organization in accordance with the tasks and responsibilities assigned to him based on proficiency, experience, earnestness and time. Research conducted by Setiaji & Djastuti (2015) aims to analyze the effect of transformational leadership styles, work motivation and organizational commitment on employee performance. The results showed that work motivation and organizational commitment had a positive and significant effect on the employees performance of PT TASPEN (Persero) Main Branch Office in Semarang both partially and simultaneously. It can be concluded that there is a transformational leadership influence and organizational commitment to staff performance. The proposed hypothesis is as follows:
H1:	There is a relationship between transformational leadership and organizational commitment to the performance of PKS staff of DPR RI (Period 2019-2024).

	Transformational leadership is the attitude of leaders who pay attention to employees, provide high motivation and expectations to employees and foster good relationships, inviting employees to be more concerned with company goals. Research conducted by Mahar et al. (2020) which aims to find out and analyze the effect of transformational and transactional leadership on employee performance. The results showed that transformational and transactional leadership had a positive and significant effect on employee performance. The proposed hypothesis is as follows:
H2:	There is a transformational leadership influence with the performance of PKS staff of DPR RI (period 2019-2024).

		Organizational commitment is the emotional connection an employee feels with his or her job in which an employee identifies with a particular organization and its goals and desires to maintain its membership in the organization. Research conducted by Loan (2020) which aims to study the effect of organizational commitment on work performance through the role of job satisfaction mediation. The results showed that organizational commitment has a positive impact on work performance; organizational commitment has a positive impact on job satisfaction; Job satisfaction has a positive impact on job performance when organizational commitments are controlled. The proposed hypothesis is as follows:
H3:	There is an effect on organizational commitment with the performance of PKS staff of DPR RI (Period 2019-2024).


RESEARCH METHOD

		The method used in this study is a quantitative descriptive research method with a causal approach. The variables in this study consist of independent variables, i.e. transformational leadership and organizational commitment and dependent variables, i.e. staff performance. The data was collected through observations and questionnaires followed by tests between models and reliability.
Population and Sample 
	The population in this study is the entire administrative staff and Experts of members of PKS Faction  DPR RI (period 2019-2024) which amounted to 100 staff. From a population of 100 people samples were taken based on the formula Slovin and obtained the number of samples as many as 80 samples.
RESULTS AND DISCUSSION
Results of Research 
In this study, hypothesis testing used Partial Least Square (PLS) analysis techniques with the smartPLS 3.0 program. Measurement models for validity and rehabilitation tests, model determination coefficients and pathway coefficients for equation models, are presented in the following figures:
[image: ]












Figure 1. Outer Model
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Figure 2. Inner Model
Evaluation of Outer Model
Convergent Validity
	To test convergent validity used outer loading value or loading factor. An indicator is declared to meet convergent validity in the good category if the outer loading value > 0.7. Based on the test results in figure 1. It is known that each of the research variable indicators all have an outer loading value of > 0.6. This is in Chin's opinion quoted by Imam Ghozali (2014: 39), the outer loading value between 0.5 - 0.6 is considered enough to qualify convergent validity. The above data shows no variable indicator whose outer loading value is below 0.6, so all indicators are declared viable or valid for research use and can be used for further analysis.

Discriminant Validity
	In this section will be outlined the results of discriminant validity tests. The discriminant validity test is conducted by looking at the average variant extracted (AVE) value for each indicator required that the value should be >0.5 for a good model. The following are presented the results of the discriminant validity test in the following table:

Table 1. Average Variant Extracted (AVE)

	Variables
	AVE

	Transformational Leadership
	0,517

	Organizational Commitment
	0,512

	Staff Performance
	0,519


Source: Result of PLS, 2021 Processing
		Based on table 1 above, it is known that the AVE value of transformational leadership variables, organizational commitment and staff performance > 0.5. Thus it can be stated that each variable already has a good discriminant validity.
Composite Reliability
	Composite reliability is the part used to test the reliability value of indicators on a variable. A variable can be declared to meet composite reliability if it has a composite reliability value of > 0.6. The following are the composite reliability values of each research variable:

Table 2. Composite Reliablity

	Variables
	Composite Reliabilty

	Transformational Leadership
	0,909

	Organizational Commitment
	0,908

	Staff Performance
	0,933


Source: Result of PLS, 2021 Processing
		Based on table 2 above, it is known that the composite reliability values of all research variables > 0.6. These results show that each variable has met the composite realibility so it can be concluded that the whole variable is reliable with a high degree.

Cronbach Alpha
	The reliability test with composite reability above can be strengthened using cronbach alpha values. A variable can be declared reliable or meets cronbach alpha if it has a cronbach alpha value > 0.75 The following is the cronbach alpha value of each variable:
Table 3. Cronbach Alpha

	Variables
	Cronbach Alpha

	Transformational Leadership
	0,891

	Organizational Commitment
	0,889

	Staff Performance
	0,922


Source: Result of PLS, 2021 Processing

 	Based on table 3, it is known that the alpha cronbach value of each research variable > 0.7. Thus these results show that each of the study variables has met the requirements of the cronbach alpha value, so it can be concluded that the entire variable has a high level of reliability.

Evaluation of Inner Model
Path Coefficient Test
	The path coefficient evaluation is used to show how strong the effect or influcence of independent variables is on dependent variables. Coefficient determination (R-Square) is used to measure how much an endogenous variable is affected by other variables. Chin in Ghozali (2014:42) states that R2 results of 0.67 and above for endogenous latent variables in structural models indicate the effect of exogenous variables (which influence) on endogenous (affected) variables falls into the category of good. Whereas if the result is 0.33 - 0.67 then it falls into the medium category, and if the result is 0.19 - 0.33 then it belongs to the weak category.  
	Based on the outer model scheme that has been displayed in figure 1. The above can be explained that the dominant path coefficient value is indicated in the transformational leadership variable to staff performance of 0.587. Then the second path coefficient is shown in the organizational commitment variable to staff performance of 0.328.
	Based on the inner scheme of the model that has been displayed in figure 2. The above can be explained that the greatest t-statistical value is indicated by transformational leadership to staff performance of 4,447. Then the second effect is the effect of organizational commitment on staff performance of 2,514.
	Based on the description of the results, it shows that the variable free to staff performance in this model has a path coefficient value with a positive number. This shows that if the greater the path coefficient value on one independent variable, namely transformational leadership and organizational commitment to dependent variables, namely staff performance, the stronger the influence between independent variables on the dependent variable.

Test of Goodness of Fit Model 
	Based on the data processing that has been done using the smartPLS 3.0 program, the R-Square value is obtained as follows:

Table 4. R-Square Value
	Variabel
	Nilai R Square

	Staff Performance
	0.797


Source: Result of PLS, 2021 Processing

	Based on the data in table 4 above, it is known that the R-Square value for staff performance variables is 0.797. The value explains that staff performance can be explained by transformational leadership and organizational commitment of 79.7% while the remaining 20.3% can be affected by other variables not studied.

Hyphotesis Test
	The direct effect of transformational leadership and organizational commitment on staff performance can be seen from the path coefficient presented in the following table:

Table 5. Simultant Effect
	Hyphotesis
	Effect
	R-Square
	Results

	H1
	Transformational leadership and organizational commitment = > staff performance
	0,797
	Accepted


Source: Result of PLS, 2021 Processing
		
	Based on table 5, it is seen that the R-Square value of 0.797 means that transformational leadership variables and organizational commitment have a positive and significant effect on staff performance.

Table 6. Direct Effect
	Hyphotesis
	Effect
	T-Statistics
	P-Values
	Results

	H2
	Transformational leadership = > staff performance
	4,447
	0,000
	Accepted

	H3
	Commitment 
organizational => Staff Performance
	2,514
	0,012
	Accepted


Source: Result of PLS, 2021 Processing

	Based on table 6. The transformational leadership had a positive and significant effect on staff performance of 6,614 > 1.96. Organizational commitment had a positive and significant effect on staff performance of 8,240 > 1.96.

Discussion of Research Results
Transformational Leadership Relationship and Organizational Commitment to Staff Performance
	If the implementation of transformational leadership has been done well and in accordance with the wishes of staff or employees can affect staff in terms of work motivation, job satisfaction, trust in the leadership so that employees are more eager to achieve organizational goals. Likewise, with the organizational commitment that the staff has the higher the organization, transformational leadership and organizational commitment together can affect the high performance of staff in the PKS Faction in DPR.

The Effect of Transformational Leadership on Staff Performance
	Based on the results of the study obtained a t-value of 4,447 > 1.96 means that transformational leadership has a significant and positive effect on staff performance. The track coefficient is 0.587 which means the magnitude of transformational leadership influence on staff performance is 58.7% and the remaining 41.3% is another factor not studied.
		The development, maintenance and retaining of qualified employees or staff can be implemented properly with the implementation of good transformational leadership. Transformational leadership in the digital age is essential in making organizational changes to adapt to evolving times. Transformational leadership that is well applied to an organization can affect staff in terms of job motivation, job satisfaction, trust in the leadership so that employees are more eager to achieve organizational goals and will affect the improvement of staff performance.
	This study results support research conducted by Lai et al. (2020), Mahar et al. (2020), Manzoor et al. (2019) which showed results that transformational leadership can affect the employees or staff performance.

The Effect of Organizational Commitment on Staff Performance
	Based on the study results obtained a t-value of 2,514 > 1.96 means that organizational commitment significantly and positively affects staff performance. The track coefficient is 0.328 which means the magnitude of the effect of organizational commitment on staff performance is 32.8% and the remaining 67.2% is another factor that is not studied.
	Organizational commitment is the degree to which an employee identifies himself or herself with a particular organization and its goals and wishes to maintain its membership in that organization (Robins and Coulter, 2016: 40).
	The realization of a conducive situation where employees and organizations have the same synergy in the orientation of achieving goals, trying hard to achieve the specified targets is a must when an employee sides with the organization. An employee or staff of the PKS Faction of DPR RI who has a high organizational commitment feels a responsibility to realize the vision and mission carried out by the PKS Faction, employees or staff will try to work more vigorously and eagerly in accordance with the direction of members of the DPR RI PKS Faction. Without being asked as a staff of experts they will give their best opinion for the benefit of the PKS Faction in the DPR. While as an employee must always be ready and swift in preparing the needs of members of the DPR PKS Faction in the implementation of meetings in the DPR. This high state of organizational commitment can affect the employees or staff performance increase.
	This study results support research of Loan (2020), Hendri (2019), Parveen (2019) which states that organizational commitment affects the performance of employees or staff.

CONCLUSION AND SUGGESTION

Conclusion	
	Based on the results of research and explanations in previous chapters can be put forward some research conclusions about the effect of transformational leadership and organizational commitment on staff performance as follows:
1. There is a positive and significant relationship of transformational leadership and organizational commitment mutually to the performance of PKS staff of DPR RI (Period 2019-2024).
2. There is a positive and significant influence of transformational leadership on the performance of PKS Staff of DPR RI (Period 2019-2024).
3. There is a positive and significant influence of organizational commitment to the performance of PKS staff  of DPR RI (Period 2019-2024).


Suggestion
	Based on the conclusions of the study results can be put forward some suggestions that are expected to be useful as follows:
1. Transformational leadership proves to have a positive and significant effect on staff performance. Therefore, it is advisable to maintain and improve transformational leadership that has been implemented with more attention to the vision and mission delivered, provide inspiration, foster creativity and supervise and accompany subordinates.
2. Organizational commitment proves to have a positive and significant effect on staff performance. Therefore, it is advisable to maintain and increase organizational commitment owned by staff with efforts to pay more attention to the sense of belonging of the organization, pay attention to welfare and increase loyalty.
3. For other researchers who will conduct further research with similar themes are expected to add some variables that can affect staff performance and can expand the research object not only limited to the DPR RI PKS Faction but more broadly like all members of the House of Representatives in order to obtain maximum results.
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