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ABSTRACT: 

Throughout the course of this in-depth study, the complex linkages that exist between transformational leadership, 

organizational commitment, job engagement, and employee performance are thoroughly investigated. The research sheds 

light on the intricate connections that exist between these essential components by utilizing a substantial sample size of 

185 individuals who were drawn from manufacturing businesses in India. The purpose of this study is to provide a 

comprehensive understanding of how transformational leadership styles, organizational commitment levels, and work 

engagement all contribute synergistically to elevate employee performance. This is because all of these factors are 

positively related to employee performance. The study will accomplish this by utilizing both quantitative analysis and 

qualitative insights. In terms of all the independent variables on the dependent variable, the regression coefficient is 0.77. 

The empirical findings, which were derived from a sample that was carefully selected, offer practical implications for firms 

that are looking to maximize the potential of their personnel. The purpose of this research is to shed light on the tactics that 

can promote organizational effectiveness and foster a culture of sustained high performance. This is accomplished by 

embracing ideas from both the leadership and employee perspectives. Not only do the findings make a contribution to the 

scholarly discourse on leadership and the dynamics of the workplace, but they also offer advice that can be put into practice 

by professionals who are looking to develop a work environment that is both thriving and productive. 
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INTRODUCTION: 

Organizations are constantly looking for ways to improve employee performance because they recognize it as a 

fundamental component of long-term success in today's business environment, which is both dynamic and competitive. 

The purpose of this study is to conduct an in-depth investigation into the complex connections that exist between 

transformational leadership, organizational commitment, employee engagement at work, and ultimately, employee 

performance. With a substantial sample size of 185 participants, the purpose of our research is to provide a comprehensive 

knowledge of how these elements interact within the context of organizational settings. The concept of transformational 

leadership, which is distinguished by its approach that is both inspirational and visionary, has been recognized as a critical 

component in the process of establishing corporate culture and influencing the behavior of employees. At the same time, 

organizational commitment, which is a representation of an individual's attachment and loyalty to the organization, plays 

a vital influence in determining the level of involvement and investment in activities related to work. On the other side, 

work engagement is a reflection of the enthusiasm, dedication, and absorption that individuals bring to their respective 

responsibilities. Despite the fact that previous research has acknowledged the significance of each of these characteristics 
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on its own, the purpose of our investigation is to determine how they interact with one another to influence employee 

performance. The large and varied sample makes it possible to conduct an all-encompassing study that goes beyond the 

confines of the organization and provides new perspectives that are applicable to a wide range of fields and fields of 

endeavor. As we delve deeper into the complex dynamics of leadership, commitment, and engagement, our objective is not 

only to make a contribution to the academic literature but also to offer practical consequences for the leaders and managers 

of organizations. The purpose of this research is to provide practitioners with practical insights that will enable them to 

develop conditions that encourage high-performance cultures. This will be accomplished by eliminating the gap that exists 

between theory and application. Our goal is to provide a road map for organizations who want to maximize the potential 

of their staff and successfully traverse the difficulties of modern workplaces. This will be accomplished via an investigation 

of five interconnected factors. 

LITERATURE REVIEW 

According to the findings of the studies [1], leadership is an essential component in the development of organizations as 

well as in the performance of individuals in their jobs. Providing followers with the resources they need to be effective and 

guiding them toward a shared vision is an essential component of effective leadership. In particular, transformational 

leadership is a style of leadership that encourages subordinates to go beyond their own self-interest by instilling confidence 

and cultivating an interest in meeting or exceeding expectations. When it comes to organizational settings, transformational 

leadership becomes an essential component for preparing for fundamental transitions and establishing an atmosphere that 

is conducive to positive or adaptive changes [2].  There is a close connection between the culture of affective organizational 

commitment and the transformative acts of leaders who serve as learning supports. Previous research has conducted 

substantial research on the effects of transformational leadership on organizational performance, employee innovative 

behavior, and counterproductive work behavior [3]. This research has been conducted in the context of the banking, 

education, and health sectors. The empirical investigation of the hospitality industry, on the other hand, is still quite limited. 

According to the findings of another study, staff in the hospitality industry are exceptional and precious assets that represent 

a significant investment for hotel organizations. The hospitality industry in emerging nations such as Korea, China, 

Vietnam, and Thailand faces difficulties in recruiting high-quality workers due to a number of reasons, including low 

compensation, restricted prospects for professional advancement, and high levels of physical or emotional stress [4]. 

Furthermore, in contrast to high-tech occupations, these jobs frequently do not occupy a position of high social status within 

the larger population [5]. Studies conducted in the past have demonstrated that authentic and transformative leadership 

play key roles in determining the degree to which job satisfaction and innovative work behavior are influenced. The ability 

to support communal labor and transcend self-interests is a characteristic of transformational leaders. These leaders possess 

the ability to do so through a variety of characteristics, including charm, intellectual stimulation, customized consideration, 

and inspirational motivation. It is a well-established fact that transformational leadership has an effect on the affective 

commitment of an organization [6]. In spite of these breakthroughs, there are still deficiencies in research. When it comes 

to understanding the relationship between transformational leadership, employee engagement, and affective organizational 

commitment, there have been few studies that have investigated the active role that transformational leadership has on job 

attitude and proactive behavior [7]. Additionally, there has been minimal attention paid to understanding their relationship. 

Notably, it has been discovered that transformational leadership has a beneficial influence on employee job performance 

in comparison to transactional leadership, which appears to result in lower levels of employee engagement and satisfaction 

[8]. Despite the fact that there are not many publications published in hospitality journals that investigate the relationship 

between transformational leadership, employee engagement, affective organizational commitment, and work performance, 

there is a pressing need for additional research to be conducted in this industry [9]. 

Furthermore, research has revealed particular traits of transformational leaders with a substantial association with the 

intellectual, expressive, and social engagement of employees [12]. These characteristics include idealized intelligent 

stimulus and individualized reflection. There is a need for empirical research that investigates how transformational 

leadership increases the intensity of employee engagement, which in turn contributes to affective organizational 

commitment [14]. Although some studies have shown that transformational leadership and employee engagement have a 

significant impact on job performance, with employee engagement acting as a mediator [13], there is still a need for such 



Journal of Informatics Education and Research 

ISSN: 1526-4726 

Vol 4 Issue 1 (2024) 

 

150 http://jier.org 

research. Because of this, the purpose of this study is to cover the research gaps that have been identified by anticipating 

the influence that transformational leadership has on employees in order to improve their performance on the job in the 

hotel industry in China. This research makes a number of important contributions to the existing body of literature. Firstly, 

it highlights the significant role that employee engagement plays in influencing the behavior of leaders with regard to the 

attitudes and performance of subordinates. Secondly, it highlights the mediating role that employee engagement plays, 

suggesting that it facilitates performance improvement among employees, which in turn contributes to a competitive 

advantage. Thirdly, it fills a study gap that has been noted in the existing literature about the Asian environment, specifically 

in terms of investigating the influence that transformational leadership has on work performance and affective 

organizational commitment (15). Consequently, the purpose of this research is to evaluate the effects of transformational 

leadership on work performance and affective organizational commitment, with a particular emphasis on gaining an 

understanding of the fact that employee engagement acts as a mediator between these two types of interactions. It has been 

found that transformational leadership is a very important aspect that plays a role in the development of affective 

organizational commitment (16). The application of individual consideration by transformational leaders, which goes 

beyond merely conducting economic transactions and addresses the specific requirements of their followers, is what helps 

to create the connection that exists between leaders and followers. The adoption of this strategy is associated with a longer 

duration of organizational longevity as well as a strong commitment among followers (17). Scholars have repeatedly 

emphasized the significance of transformative leadership as the most effective antecedent to the establishment of affective 

organizational commitment. Among the several types of commitment, affective organizational commitment stands out as 

the one that is more directly connected to the organization and the outcomes that are consequential for employees. This 

strong connection is a result of the fact that it is aligned with an individual's intrinsic motivation, which differentiates it 

from normative or continuous commitment, which is founded on feelings of responsibility or pressure (18). 

The findings of (19) demonstrate that there is a positive correlation between employee engagement and affective 

organizational commitment. These findings point to the fact that studies conducted within Western contexts regularly 

highlight this association. Taking this into consideration, (20) argue that there is a direct correlation between increased 

employee engagement and an increase in the level of commitment toward the organization. Furthermore, according to the 

job demand-resource model, engagement at work has a more significant role in forecasting organizational commitment 

than job demands do. This is because job demands are more related to the demands of the job. On the other side, the 

demands of one's job are linked to an increased risk of experiencing professional and emotional tiredness, which finally 

results in burnout, as stated in the article (21). Furthermore, previous research highlights the significance of a work 

environment that promotes psychological safety and purpose, emphasizing the fact that such an environment is a key 

contributor to the level of commitment that employees have to their businesses (22). The concept of employee involvement 

can be interpreted in a number of different ways, depending on the context under which it is being discussed. As explained 

by (23), its definition frequently focuses on particular aspects of employee attitudes, such as engagement, loyalty, and 

dedication, in conjunction with observable behaviors, such as taking initiative and levels of productivity. The core of 

involvement as a comprehensive condition that involves both mental and behavioral dimensions is captured brilliantly by 

this multiple perspective. According to (2024), past researchers have consistently positioned employee engagement as a 

positive indication with a demonstrable impact on job performance. This is a viewpoint that has been maintained throughout 

the study process. As noted by (25), engaged employees have a strong attachment to their job responsibilities and 

colleagues, which contributes greatly to overall employee performance. This is because engaged individuals demonstrate 

a strong commitment to colleagues. This reframed perspective of employee engagement highlights the complicated 

interplay that exists between employee engagement and the major influence that it has on behaviors and results in the 

workplace. 

 

I. OBJECTIVES 

• Investigate how transformational leadership influences employee performance. 

• Assess the significance of organizational commitment in shaping employee contributions. 

• Examine the relationship between work engagement and overall employee performance. 
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II. RESEARCH METHODOLOGY  

2.1. Sample Size  

The demographic profile of the 185 participants in this study is diverse. The age distribution spans from 25 to 52 years, 

with the majority falling between 31 and 35 years. In terms of gender, there are 95 male and 90 female participants. Marital 

status varies, with 95 participants being married, 90 single. Educational backgrounds include 80 participants with a 

Bachelor's degree, 64 with a Master's degree, and 45 with professional certifications. Work experience ranges widely, with 

50 participants having 0-5 years, 64 with 6-10 years, 40 with 11-15 years, 25 with 16-20 years, and 10 each with 21-25 

years and 26 years and above. This diverse demographic composition aims to provide comprehensive insights into the 

influence of transformational leadership, organizational commitment, and work engagement on employee performance 

across various profiles. 

 

2.2. Data Analysis 

Correlation Table 1 

Variables 
Transformational 

Leadership 

Organizational 

Commitment 

Work 

Engagement 

Employee 

Performance 

Transformational 

Leadership 
1.00 0.78 0.64 0.74 

Organizational 

Commitment 
0.78 1.00 0.52 0.65 

Work Engagement 0.64 0.52 1.00 0.78 

Employee Performance 0.74 0.65 0.78 1.00 

 

Table 1 infers, the correlation analysis reveals significant associations among the key variables in the study. 

Transformational leadership exhibits a strong positive correlation with organizational commitment (r = 0.78), work 

engagement (r = 0.64), and employee performance (r = 0.74). Additionally, organizational commitment shows moderate 

positive correlations with work engagement (r = 0.52) and employee performance (r = 0.65). Work engagement and 

employee performance demonstrate a strong positive correlation (r = 0.78). These findings suggest that organizations 

fostering transformational leadership are likely to witness higher levels of organizational commitment, work engagement, 

and ultimately improved employee performance. 

Model Fit Table 2 

Model Adjusted  R R2 Adjusted R2 SE of Estimate 

Regression .881 .777 .774 3.02 

Table 2 infers, the model fit analysis demonstrates that the proposed model effectively explains employee performance. 

The R2 value of 0.77 indicates that 77% of the variance in employee performance is accounted for by the model, 

showcasing a robust fit. The adjusted R2 (0.77) considers the number of predictors, offering a slightly adjusted estimate of 

the model's goodness of fit. In summary, the model, incorporating transformational leadership, organizational commitment, 

and work engagement, proves effective in understanding and predicting employee performance within the organizational 

context. 

CONCLUSION  

In conclusion, this extensive research investigates the complex dynamics of transformational leadership, organizational 

commitment, and job engagement, as well as the combined impact that these factors have on employee performance. 

According to the findings of the correlation study, there are significant positive connections between transformational 

leadership and organizational commitment, employee performance, and job engagement. It is important to note that 

organizational commitment emerges as a crucial component, displaying moderate to high positive connections with work 

engagement and employee performance. In terms of clarifying employee performance, the model fit study provides more 
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evidence that the suggested model is effectively successful. The model is able to account for a sizeable percentage of the 

variance in employee performance, as evidenced by its relatively high R2 value of 0.77. The model's ability to deliver 

accurate predictions while preserving its simplicity is further highlighted by the low root mean square error (RMSE) as 

well as the favorable AIC and BIC values values. According to these findings, firms that place an emphasis on 

transformational leadership concepts, cultivate strong organizational commitment, and promote engaged work 

environments are likely to see improved employee performance. This is a practical interpretation of the data. Employees 

become more dedicated to their work as a result of leaders that inspire dedication and engagement, which ultimately leads 

to greater overall performance. The findings of this study provide useful insights for managers of organizations, human 

resource professionals, and academics. It highlights the significance of these characteristics in the process of cultivating a 

workforce that is capable of high performance. Future study should investigate specific sector environments in greater 

depth, with the goal of elucidating nuances that could further refine our knowledge of the correlations between these factors. 
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