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Abstrak

Tujuan dari penelitian ini adalah untuk menyelidiki peran mediasi kepuasan altruisme dalam hubungan
antara kepemimpinan transformasional dan kinerja. Kuesioner disebarkan kepada pengurus pondok
pesantren melalui grup media sosial whatsapp di Jawa Tengah. Sebanyak 240 tanggapan diterima, dan
data dianalisis menggunakan model persamaan struktural dengan AMOS 24.0. Hasil penelitian
menunjukkan bahwa kepemimpinan transformasional berpengaruh negatif dan signifikan secara
langsung terhadap kinerja. Kepuasan altruisme memediasi hubungan antara kepemimpinan
transformasional dan komitmen organisasi afektif. Penelitian ini menambah bukti empiris untuk
memahami hubungan antara kepemimpinan transformasional dan kepuasan altruisme.

Kata Kunci: Kepemimpinan Transformasional, Kinerja, Kepuasan Altruisme, Islamic Boarding School,

Indonesia
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Abstract

The purpose of this research is to investigate the mediating role of altruism satisfaction in the
relationship between transformational leadership and performance. Questionnaires were distributed to
administrators of Islamic boarding school through social media groups whatsapp in central java . A total
of 240 responses were received, and the data were analyzed using structural equation modelling with
AMOS 24.0. The research indicates that transformational leadership is directly a negative and significant
effect on performance. Altruism satisfaction do mediate the relationship between transformational
leadership and affective organizational commitment. This study adds empirical evidence to understand
the linkage between transformational leadership and altruism satisfaction.

Keywords: Transformational Leadership, Performance, Altruism Satistaction, Islamic Boarding School,

Indonesia

INTRODUCTION

Leaders have a very important and crucial role for the organization. Leaders are
responsible for all problems that occur in the organization. Organizational sustainability is
highly dependent on the leader's ability to manage the organization.

Transformational leaders are leaders who have great influence, who are able to align
their vision and mission with their followers, are able to move followers to work for the
organization beyond personal interests, are able to motivate followers to bring out their
potential and strengths, and pay attention to their followers. Transformational leadership
was first introduced by Burns (1978), and the concept developed rapidly through the
narrative of Bass (1985). Since then, many researchers have investigated transformational
leadership and its relationship to management practices in organizations.

Transformational leadership is closely related to performance. Transformational
leadership affects the performance of both organizational performance, team performance,
and individual performance. Buil et al. (2019) in their research found that transformational
leadership has a direct effect on employee performance. Carter et al. (2012) found that
transformational leadership relates to employee performance primarily through the quality
of relationships developed between managers and employees. Wang et al. (2005) found a
relationship between transformational leadership and task performance. Meslec et al. (2020)
found a charismatic effect on individual performance that was linked through the leadership
vision dimension.

But on the other hand, there are some researchers who find no relationship between
transformational leadership and performance. Brown and Arendt (2011) and Fernandes and

Awamleh (2011) found no significant relationship between the dimensions of
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transformational leadership and performance. Hayward et al. (2008), Insan et al. (2013) found
that transformational leadership has no significant effect on employee performance.
Paracha et al. (2012) found that transformational leadership is related to performance but
weaker than transactional leadership.

Even in other studies, it is stated that transformational leadership has a negative effect
on performance. Vipraprastha et al. (2018) found that transformational leadership has a
negative effect on employee performance. Sudiarta (2018) found that transformational
leadership has a negative and insignificant effect on the performance of administrative
employees. Likewise, Rahman et al. (2020) also found in their research that transformational
leadership has a negative and insignificant effect on employee performance.

The findings of these studies lead to a gap in the relationship between
transformational leadership and performance. Carter et al. (2012) suggested the quality of
the relationship to bridge the relationship between transformational leadership and
performance. Altruistic behavior contributes to building the quality of relationships in
organizations (Podsakoff and MacKenzie, 1997). Altruistic behavior is strongly influenced by
transformational leadership (Punj and Krishnan, 2006), on the other hand, is a basic
dimension of OCB that can improve performance (Podsakoff and MacKenzie, 1997; Punj and
Krishnan, 2006). Jameel and Ahmad (2020) found that satisfaction can be a bridge between
transformational leadership and performance.

Altruism satisfaction is the satisfaction that arises as a result of providing help or
assistance to others, especially to co-workers. This study aims to contribute to the
relationship between transformational leadership and performance by providing a

mediating role on altruism satisfaction.

RESEARCH METHOD

The purpose of this research is to investigate the mediating role of altruism satisfaction
in the relationship between transformational leadership and performance. The
administrators of Islamic boarding school are considered as the research population with a
total of 3719. The sampling element in research are daily administrators from Islamic
boarding school in Central Java, Indonesia. The sample size is 240 respondents. The sample
consist of 139 males and 101 females. The sampling technique using proportional sampling
in 12 regions in Central Java, Indonesia. Questionnaires were distributed to administrators
of Islamic boarding school through social media groups whatsapp then sent via google
form.

The following instruments were used in the present research:
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Transformational leadership questionnaire: The questionnaire was developed by Al-
husseini and Elbeltagi (2018) and Chaoping and Kan (2008). Total 23 questions are measured
transformational leadership. 4 items for influence of idealistic attribute (lIA), 4 items for
influence of idealistic behavior (IIB), 5 items for intellectual stimulation (IS), 5 items for
inspirational motivation (IM), and 5 items for individual consideration (IC). These 23
questions are based on likert's scale like 1- very disagree, 2- disagree, 3- netral, 4- agree,
and 5-very agree.

Performance questionnaire: The questionnaire was developed by Fisher (2001). Total 7
questions are measured performance. These 7 questions are based on likert's scale like 1-
very disagree, 2- disagree, 3- netral, 4- agree, and 5-very agree.

Altruism satisfaction questionnaire: The questionnaire was developed by Bussing et al.
(1999) and Organ (1990). Total 5 questions are measured altruism satisfaction. These 7
questions are based on likert's scale like 1- very disagree, 2- disagree, 3- netral, 4- agree,

and 5-very agree.

Table 1: Reliability Statistics

Variables No. Of questions Cronbach’s alpha coefficient

Transformational Leadership

Influence of idealistic attribute (IIA) 4 0.878
Influence of idealistic behavior (IIB) 4 0.874
Intellectual stimulation (IS) 5 0.912
Inspirational motivation (IM) 5 0.920
Individual consideration (IC) 5 0.926
Performance 7 0.902

Altruism satisfaction 5 0.799

Source: SPSS Output

The reliability of the questionnaires was calculated through SPSS. The Cronbach'’s
alpha reliability of all the variables (influence of idealistic attribute, influence of idealistic
behavior, intellectual stimulation, inspirational motivation, individual consideration,
performance, and altruism satisfaction) were more than 0.70 the acceptable range for an
instrument to be reliable (table?).

Data analysis in the present research was calculated using confirmatory factor analysis

of structural equation modelling software AMOS 24.0.

Copyright @ Ahmad Mukhlisin, Ahmad Nilnal Munachifdlil 'ula, Krisnanda



Table 2: Loading Factor

Variables Indicator Loading Factor

Transformational

Leadership
Influence of idealistic o _
. [IA1 (Instill pride) 0.772 Valid
attribute (l1A)
| IA2 (Goes beyond self-interest) 0.804 Valid
[IA3 (Build honor) 0.816 Valid
[1A4 (Self-confidence) 0.825 Valid
Influence of idealistic
. [IB1 (Talk about value) 0.832 Valid
behavior (11B)
[IB2 (Have strong goals) 0.796 Valid
[IB3 (Consider moral) 0.748 Valid
[IB4 (Have a mission) 0.814 Valid
. . IST (Evaluating suggestions and .
Intellectual stimulation (IS) . 0.826 Valid
ideas)
IS2 (Looking for different erspective) 0.811 Valid
IS3 (Suggest new way) 0.670 Valid
IS4 (Encourage nes ideas) 0.824 Valid
Not
IS5 (Open minded) 0.245 .
Valid
Inspirational motivation
IM1 (Optimistic future) 0.867 Valid
(IM)
IM2 (Enthusiastic about achivement) 0.838 Valid
IM3 (Compelling vision) 0.847 Valid
IM4 (Confident that goals will be
0.838 Valid
achived)
IM5 (Develop passion) 0.784 Valid
Individual consideration (IC) IC1 (Provide training) 0.844 Valid
IC2 (Take a personal approch) 0.854 Valid
IC3 (Assume different everyone) 0.873 Valid
IC4 (Develop talent) 0.856 Valid
IC5 (Helping trouble) 0.805 Valid
Performance P1 (Quantity of work) 0.745 Valid
P2 (Quality of work) 0.697 Valid
P3 (good communication) 0.721 Valid
P4 (Responsible) 0.822 Valid
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P5 (Procedural) 0.808 Valid

P6 (Planning and organizing) 0.673 Valid

P7 (adaptable) 0.809 Valid

Altruism Satisfaction AS1 (Supporting friends) 0.775 Valid
AS2 (Helping others) 0.753 Valid

AS3 (Enjoy working with others) 0.809 Valid

AS4 (Taking time to help others) 0.741 Valid

AS5 (Help orientate others) 0.655 Valid

Source: AMOS Output

The measurement model has high validity if the loading factor value is > 0.50. Based
on the loading factor results (table 2), all of the variables or indicators were valid excluding
indicator IS 5 (open minded) with a value 0.245 below 0.50. So this indicator IS5 (open

minded) was dropped from the research model.

Table 3: Fitness Indices
x2 Probability CMIN/DF GFlI TLI AGFI CFI RMSEA
26.388 0.001 1.207 0.872 0.977 0.853 0.978 0.029

The result of CFA (table 3) showed the fit indices suggest that the model fits. CMIN/DF
with 1.207, TLI with 0.977, CFl with 0.978, and RMSEA with 0.029, all of them were fit. GFI
with 0.872 and AGFI with 0.853, both of them close to fit. Overall the fit indices suggest that
the model fits.

RESULT AND DISCUSSION

The result of data processing by using AMOS 24. software obtain the model structure
that explains the correlation of the construct of transformational leadership, altruism
satisfaction, and performance. Figure 2 presents the results of confirmatory factor analysis
for the variable in all. The model presented shows regression weights, transformational
leadership to performance, transformational leadership to altruism satisfaction, and altruism
satisfaction to performance. To determine whether the hypothesis is accepted or not is
determined based on p-value at 5% significant (table 4). To determine positive or negative

effects based on estimate-value (table4).
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Figure 2: Structural equation model

Table 4: Regression Weight
Variables Estimate S.E. CR. P-Value

Performance < Transformational Leadership -0.215 0.069 -3.102 0.002

Altruism Satisfaction «= Transformational

. 0.434 0.061 7.156 0.000
Leadership

Performance < Altruism Satisfaction 0.492 0.094 5.224 0.000

In table 4, it can be seen that transformational leadership is a negative effect on
performance with an estimate-value of -0.215 and significance at 0.002 less than 0.05. This
means that hypothesis 1 rejected. This result differs from the research result from some
researchers like Bass (1985, 1990); Bass et al. (1996); and Dumdum et al. (2013). They stated
that transformational leadership has a positive effect and significant on performance. This
finding confirms the study of Rahman et al. (2020); Sudiarta (2018); and Vipraprastha et al.
(2018) that transformational leadership has a negative effect on performance. This means
that transformational leadership decreases performance. In Indonesia, it is not suitable to
apply the transformational leadership model, especially in Islamic educational institutions.
For example, the influence of the idealistic attributed dimension (instill pride, goes beyond

self-interest, build honor, and self-confidence) of transformational leadership is not
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appropriate when applied in educational institutions because Islam teaches leaders not to
be arrogant. In addition, because Indonesian people are still developing in their education,
to stimulate intellectuals, leaders need to provide examples of behavior and attitudes that
are easy to follow and imitate by their followers.

In the other result, transformational leadership is a positive effect on altruism
satisfaction with an estimate-value of 0.434 and significance at 0.000 less than 0.05. This
means that hypothesis 2 accepted. This result confirmed the study of Nahum-Shani and
Somech (2011); Punj and Krishnan (2006); Saleem (2015): and Asghar and Oino (2018).
Asghar and Oino (2018) stated that transformational leadership can increase satisfaction.
Punj and Krishnan (2006) stated that altruistic behavior is the responsibility of the leader.
Thus this research states that transformational leadership can increase altruism satisfaction.

The result of hypothesis 3, altruism satisfaction is a positive effect on performance with
an estimate-value of 0.492 and significance at 0.000 less than 0.05. This means that
hypothesis 3 accepted. This result confirmed the study of Bakoti¢ (2016); Nyarieko et al.
(2017); Peng (2014); Podsakoff and MacKenzie (1997); and Roberts and David, (2019).
Nyarieko et al (2017); and Podsakoff and MacKenzie (1997) stated that altruistic behavior can
improve the performance of both individual performance and organizational performance.
Bakoti¢, 2016; Peng, 2014; and Roberts and David (2019) stated that the higher the
satisfaction, the higher the performance. Thus, this study states that altruism satisfaction can

improve performance.

Table 5: Direct, Indirect, and Total Effects

Direct Effects Indirect Effects Total Effects
TL Sig.” AS Sig.” TL Sig.” TL Sig.” AS Sig.”
AS 0.434 0.011 0.000 0.000 0.434 0.011 0.000

P -0.215  0.017 0492 0005 0214 0.013 -0.001 0903 0492 0.005

* Two-tailed Significance

The direct effect of transformational leadership (TL) on performance (P) tends to
negative with -0.215 and significance at 0.017 less than 0.05. The indirect effect of
transformational leadership (TL) on performance (P) with 0.214 and significance at 0.013 less
than 0.05. And the total effect of transformational leadership (TL) on performance (P) with
-0.001. Altruism satisfaction plays a very important role in the relationship of
transformational leadership to performance. This is evident from the positive results
obtained from the relationship of transformational leadership to altruism satisfaction and

the relationship of altruism satisfaction to performance. Altruism satisfaction can bridge the
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gap between transformational leadership and performance. This is evident from the indirect
effect of transformational leadership on performance positively and significantly. This means
that transformational leadership through the role of altruism satisfaction can have a positive
and significant effect on performance. The mediating role of altruism satisfaction in this
study is very important and beneficial for the relationship between transformational
leadership and performance. The mediator test using the Sobel test also showed positive
results, namely the Sobel test value of 4.22 and a significant value of 0.000025 on the two-
tailed probability. This means that hypothesis 4 is accepted. The results of the study support
research which states that altruism and satisfaction can be a mediator on several variables
(D and Gunaseelan, 2018; Jameel and Ahmad, 2020; Khan et al., 2017; Mashi, 2017; Rim et
al., 2016).

CONCLUSION

The present study tends to investigate the effect of transformational leadership on
performance directly effect and indirectly effect. The direct effect of transformational
leadership on performance tends to negative and significant. But with mediating role of
altruisme satisfaction, The indirect effet of transformational leadership on performance
tends to positive and significant. Transformasional leadership directly decreases
performance, but with mediating role of altruisme satisfaction, transformational
leadership can improve performance.

The theoretical implication of this research is the finding that transformational
leadership has a direct and significant negative effect on performance, which means that
transformational leadership can reduce performance. These results strongly contradict the
research of Bass (1985, 1990); Bass et al. (1996); and Dumdum et al. (2013). However, this
research supports the research of Rahman et al. (2020); Sudiarta (2018); and Vipraprastha
et al. (2018) who happen to all of them are researchers from Indonesia. This shows that
transformational leadership is less applicable in Indonesia.

Meanwhile, the practical implication in this research is that there is an important role
as a mediator of altruism satisfaction in management, especially in performance
management. Leaders of Islamic boarding schools and administrators can benefit from
this research. Leaders of Islamic boarding schools can encourage and motivate
administrators to commit acts of altruism and feel happy in doing so without coercion.
They do it out of self-awareness and feel satisfied both physically and mentally in helping
others.

The limitation of this research is that the research is still limited to being carried out

Copyright @ Ahmad Mukhlisin, Ahmad Nilnal Munachifdlil 'ula, Krisnanda



in an Islamic boarding school environment and the altruism satisfaction variable has not
been linked to other variables, so it can strengthen the theory of altruism satisfaction. In
future research, altruism satisfaction should be tested more empirically on other variables.
Transformational leadership, especially in the charismatic dimension, should in future
research examine the charismatic differences in the view of western theory and
charismatic in the Indonesian view, especially in Indonesia the term Kyai is well known for

its charismatic.

REFERENCES

AJudge, T, & Klinger, R. (2008). Job Satisfaction: Subjective Well-Being at Work. In M. Eid
& R. Larsen (Eds.), The Science of Subjective Well-Being. New York: Guilford
Publications.

Al-husseini, S., & Elbeltagi, I. (2018). Evaluating the effect of transformational leadership
on knowledge sharing using structural equation modelling: the case of Iragi higher
education. /nternational Journal of Leadership in Education.

Alnajjar, M., & Hashim, J. (2020). Innovative work behaviour induced by transformational
leadership through altruism. /nt. /. Work Innovation, 2(4).

Alshihabat, K., & Atan, T. (2020). The Mediating Effect of Organizational Citizenship
Behavior in the Relationship between Transformational Leadership and Corporate
Social Responsibility Practices: Middle Eastern Example/Jordan. Sustainability, 12.
https://doi.org/10.3390/su12104248

Antonakis, J., Avolio, B. J., & Sivasubramaniam, N. (2003). Context and leadership: an

examination of the nine-factor full-range leadership theory using the Multifactor
Leadership Questionnaire. 7The Leadership Quarterly, 74.

Asghar, S., & Oino, I. (2018). Leadership Styles and Job Satisfaction. Market Forces College
of Management Sciences, 13(1).

Bakotic, D. (2016). Relationship between job satisfaction and organisational performance.
Economic Research-Ekonomska Istrazivanja, 291).

Bass, B. M. (1985). Leadership: Good, Better, Best. Organizational Dynamics, 13(3).

Bass, B. M. (1990). From Transactional to Transformational Leadership: Learning to Share
the Vision. Organizational Dynamics, 18(3).

Bass, B. M. (1995). Theory of Transformational Leadership Redux. Leadership Quarterly,
6(4).

Bass, B. M. (1997). Does the transactional-transformational leadership paradigm transcend

organizational and national boundaries? American Psychologist, 3.

Copyright @ Ahmad Mukhlisin, Ahmad Nilnal Munachifdlil 'ula, Krisnanda


https://doi.org/10.3390/su12104248

Bass, B. M. (1999). Current Developments In Transformational Leadership: Research and
Applications. The Psychologist-Manager Journal, 3(1).

Bass, B. M., Avolio, B. J., & Atwater, L. (1996). The Transformational and Transactional
Leadership of Men and Women. Applied Psychology: An International Review, 45(1).

Batson, C. D. (2011). Altruism in Humans. New York: Oxford University Press.

Brown, E. A., & Arendt, S. W. (2011). Perceptions of Transformational Leadership Behaviors
and Subordinates’ Performance in Hotels. Journal of Human Resources in Hospitality
and Tourism.

Buil, 1., Martinez, E., & Matute, J. (2019). Transformational leadership and employee
performance: The role of identification, engagement and proactive personality.
International Journal of Hospitality Management.
https://doi.org/10.1016/}.ijhm.2018.06.014

Burns, J. M. (1978). Leadership. New York: Harper and Row.

BUssing, A., Bissels, T., Fuchs, V., & Perrar, K.-M. (1999). A Dynamic Model of Work

Satisfaction: Qualitative Approaches. Human Relations, 52(8).

Carter, M. Z., Armenakis, A. A, Feild, H. S., & Mossholder, K. W. (2012). Transformational
leadership, relationship quality, and employee performance during continuous
incremental organizational change. Journal of Organizational —Behavior.
https://doi.org/10.1002/job.1824

Chang, Y.-Y. (2016). Multilevel transformational leadership and management innovation:

intermediate linkage evidence. Leadershijp & Organization Development Journal,
312).

Chaoping, L., & Kan, S. (2008). The structure and measurement of transformational
leadership in China. Front. Bus. Res. China, 24), 571-590.

Corrigan, P. W., & Garman, A. N. (1999). Administrative Update: Transformational and
Transactional Leadership Skills for Mental Health Teams. Community Mental Health
Journal, 35(4).

D, V. S., & Gunaseelan, R. (2018). A Study on Mediating Effect of Altruistic Behavior on
Benevolent Leadership and Psychological Well-Being. Arabian Journal of Business
and Management Review, 84).

Draguns, J. G. (2013). Altruism in Its Personal, Social, and Cultural Contexts: An
Introduction. In D. A. Vakoch (Ed.), Altruism in Cross-Cultural Perspective. New York:
Springer Science+Business Media.

Dumdum, U. R,, Lowe, K. B., & Avolio, B. J. (2013). A Meta-Analysis of Transformational

and Transactional Leadership Correlates of Effectiveness and Satisfaction: An Update

Copyright @ Ahmad Mukhlisin, Ahmad Nilnal Munachifdlil 'ula, Krisnanda


https://doi.org/10.1016/j.ijhm.2018.06.014
https://doi.org/10.1002/job.1824

and Extension. Transformational and Charismatic Leadership: The Road Ahead 10th
Anniversary Edition, 2.

Fernandes, C., & Awamleh, R. (2011). The Impact Of Transformational And Transactional
Leadership Styles On Employee’s Satisfaction And Performance: An Empirical Test In
A Multicultural Environment. /nternational Business & Economics Research Journal,
3(8).

Fisher, R. T. (2001). Role Stress, the Type A Behavior Pattern, and External Auditor Job
Satisfaction and Performance. Behavioral Research in Accounting, 13(1).

Ghani, N. M. A, Yunus, N. S. N. M., & Bahry, N. S. (2016). Leader's Personality Traits and
Employees Job Performance in Public Sector, Putrajaya. Procedia Economics and
Finance, 37.

Hayward, B., Amos, T., & Baxter, J. (2008). Employee Performance, Leadership Style and
Emotional Intelligence: An Exploratory Study in A South African Parastatal. Acta
Commerci.

Indrayanto, A., Burgess, J., Dayaram, K, & Noermijati. (2014). A case study of
transformational leadership and para-police performance in Indonesia. Olicing: An
International Journal of Police Strategies & Management, 372).

Insan, A. N., Astuti, E. S., Raharjo, K., & Hamid, D. (2013). The Effect of Transformational
Leadership Model on Employees’ Job Satisfaction and Performance at Perusahaan
Listrik Negara (PLN Persero)1 in South Sulawesi, Indonesia. /nformation and
Knowledge Management, 3(5).

Ismail, A., Hasan Al-Banna Mohamed, Sulaiman, A. Z.,, Mohamad, M. H., & Yusuf, M. H.
(2011). An Empirical Study of the Relationship between Transformational Leadership,
Empowerment and Organizational Commitment. Business and Economics Research
Journal, 2(1).

Jackson, T. A., Meyer, J. P., & Wang, X.-H. (Frank). (2013). Leadership, Commitment, and
Culture: A Meta-Analysis. Journal of Leadership & Organizational Studies, 2((1).
Jacobs, K, Hellman, M., Markowitz, J., & Wues, E. (2013). Job Performance. £ncyclopedia

of Behavioral Medicine.

Jameel, A. S., & Ahmad, A. R. (2020). The Mediating Role of Job Satisfaction between
Leadership Style and Performance of Academic Staff. /nternational Journal of
Psychosocial Rehabilitation, 24(4).

Khan, R. S., Rao, B., Usman, K., & Afzal, S. (2017). The Mediating Role of Job Satisfaction
between Transformational Leadership and Organizational Commitment within the

SMEs of Karachi. /nternational Journal of Applied Business and Management Studies,

Copyright @ Ahmad Mukhlisin, Ahmad Nilnal Munachifdlil 'ula, Krisnanda



20).

M.Weiss, H., & Merlo, K. L. (2015). Job Satisfaction. In /nternational Encyclopedia of the
Social & Behavioral Sciences (Second Edition).

Martocchio, J. J. (2015). Pay, Compensation, and Performance, Psychology of. Schoo/ of
Labor and Employment Relations.

Mashi, M. S. (2017). The Mediating role of Job Satisfaction in the Relationship between
Organizational Justice and Employee Outcomes. INTERNATIONAL JOURNAL OF
PUBLIC ADMINISTRATION.

Meslec, N., Curseu, P. L., Fodor, O. C., & Kenda, R. (2020). Effects of charismatic leadership
and rewards on individual performance. 7he Leadership Quarterly.

Mujki¢, A, Sehi¢, D., Rahimi¢, Z., & Jusi¢, J. (2014). Transformational leadership and
employee  satisfaction.  Ekonomski  Vjesnik.  Review  of  Contemporary
Entrepreneurship, Business, and Economic Issues, 27/2).

Nahum-Shani, I, & Somech, A. (2011). Leadership, OCB and Individual Differences:
Idiocentrism and Allocentrism as Moderators of the Relationship between
Transformational and Transactional Leadership and OCB. Leadership Quarterly,
222).

Nyarieko, M. A, S. Namusonge, G., & Iravo, M. (2017). Impacts of Sportsmanship and
Altruism on Casual Employees’ Performance: Case Study of Kenya Public Universities.
International Journal of Business and Management Invention, 6(3).

OLCER, F. (2015). Mediating effect of job satisfaction in the relationship between
psychological empowerment and job performance. T7heoretical and Applied
Economics, 22(3).

Organ, D. W. (1990). The Motivasional Basis of Organizational Citizenship Behavior.
Research in Organizational Behavior, 12.

Paracha, M. U, Qamar, A, Mirza, A., Inam-ul-Hassan, & Wagqas, H. (2012). “"Impact of
Leadership Style (Transformational & Transactional Leadership) On Employee
Performance & Mediating Role of Job Satisfaction” Study of Private School
(Educator) In Pakistan. Global Journal of Management and Business Research, 12(4).

Park, R. (2016). The roles of OCB and automation in the relationship between job
autonomy and organizational performance: a moderated mediation model. 7he
International Journal of Human Resource Managemen.
https://doi.org/10.1080/09585192.2016.1180315

Peng, Y.-P. (2014). Job Satisfaction and Job Performance of University Librarians: A

Disaggregated Examination. Library and Information Science Research.

Copyright @ Ahmad Mukhlisin, Ahmad Nilnal Munachifdlil 'ula, Krisnanda


https://doi.org/10.1080/09585192.2016.1180315

Podsakoff, P. M., & MacKenzie, S. B. (1997). Impact of Organizational Citizenship Behavior
on Organizational Performance: A Review and Suggestion for Future Research.
Human Performance, 102).

Puffer, S. M., & Meindl, J. R. (1987). Altruism and Self-interest in a Voluntary Organization:
The Interactive Effect of Motives and Incentives on Volunteers' Attitudes and
Performance. Academic of Management Proceedings.
https://doi.org/https://doi.org/10.5465/ambpp.1987.17534173

Punj, A., & Krishnan, V. R. (2006). Transformational Leadership and Altruism: Role of Power

Distance in A High Power Distance Culture. Proceedings of the Annual Conference
of the Administrative Sciences Association of Canada.

Rahman, V. P, Hidayati, T., & Tricahyadinata, I. (2020). 7The Influence of Transformational
Leadership on Affective Commitment and Job Satisfaction and Employee
Performance of PT. PLN (PERSERO) ULTG Samarinda. Retrieved from
http://repository.unmul.ac.id/handle/123456789/5941

Rim, H., Yang, S.-U., & Lee, J. (2016). Strategic partnerships with nonprofits in corporate

social responsibility (CSR): The mediating role of perceived altruism and
organizational identification. Journal of Business Research.

Roberts, J. A., & David, M. E. (2019). Boss phubbing, trust, job satisfaction and employee
performance. Personality and Individual Differences.

Sahin, F., Gurbuz, S, & Sesen, H. (2017). Leaders’ managerial assumptions and
transformational leadership: the moderating role of gender. Leadership &
Organization Development Journal, 35(1).

Saleem, H. (2015). The impact of leadership styles on job satisfaction and mediating role
of perceived organizational politics. Procedia - Social and Behavioral Sciences, 172.

Scott, N., & Seglow, J. (2007). Altruism (First). New York: Open University Press.

Seglow, J. (2004). The Ethics of Altruism: Introduction. In J. Seglow (Ed.), The Ethics of
Altruism (First). London: Frank Cass Publishers.

Sharma, S., & Singh, K. (2018). Religion and Well-Being: The Mediating Role of Positive
Virtues. / Relig Health. https://doi.org/10.1007/s10943-018-0559-5

Singh, N., & Krishnan, V. R. (2008). Self-sacrifice and transformational leadership:

mediating role of altruism. Leadershjp & Organization Development Journal, 293).
Sudiarta, P. (2018). The Effect of Transformational Leadership, Work Environment, and

Organizational Commitment Toward Job Satisfaction to Increase Employees’

Performance of Warmadewa University. Jagadhita.Jurnal Ekonomi & Bisnis, 5(1).
Sugianingrat, I. A. P. W., Widyawati, S. R., Costa, C. A. de J. da, Ximenes, M., Piedade, S. D.

Copyright @ Ahmad Mukhlisin, Ahmad Nilnal Munachifdlil 'ula, Krisnanda


https://doi.org/https:/doi.org/10.5465/ambpp.1987.17534173
http://repository.unmul.ac.id/handle/123456789/5941
https://doi.org/10.1007/s10943-018-0559-5

R., & Sarmawa, W. G. (2019). The employee engagement and OCB as mediating on
employee performance. /nternational Journal of Productivity and Performance
Management. https://doi.org/10.1108/1JPPM-03-2018-0124

Tatum, B. C,, Eberlin, R., Cattroba, C., & Bradberry, T. (2003). Leadership, Decision Making,
and Organizational Justice. Management Decision, 41(10).

Vipraprastha, T., Sudja, I. N., & Yuesti, A. (2018). The Effect of Transformational Leadership

and Organizational Commitment to Employee Performance with Citizenship
Organization (OCB) Behavior as Intervening Variables (At PT Sarana Arga Gemeh
Amerta in Denpasar City). /nternational Journal of Contemporary Research and
Review, 2).

Walumbwa, F. O., Orwa, B., Wang, P., & Lawler, J. J. (2005). Transformational Leadership,
Organizational Commitment, and Job Satisfaction: A Comparative Study of Kenyan
and U.S. Financial Firms. HUMAN RESOURCE DEVELOPMENT QUARTERLY, 16(2).

Wang, H., Law, K. S., Hackett, R. D., Wang, D., & Chen, Z. X. (2005). Leader-Member
Exchange as A Mediator of the relationship between Transformational leadership
and Follower’ Performance and Organanizational Citizenship Behavior. Academy of

Management Journal, 48(3).

Copyright @ Ahmad Mukhlisin, Ahmad Nilnal Munachifdlil 'ula, Krisnanda


https://doi.org/10.1108/IJPPM-03-2018-0124

