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The purpose of this study is to examine and evaluate the implications of organizational
commitment factors as a mediator of the relationship between transformational
leadership styles and teamwork performance among law enforcement in Malaysia.
Quantitative research design has been used which comprise a number of 254 support
group of law enforcement ofﬁcers in the Federal Territory of Putrajaya. Multiple
regression analysis is used to evaluate the direct and indirect relationships of variables
and study models. The two factors characteristic of the transformational leadership
style are used as an independent variable in looking at the effectiveness of teamwork
performance among law enforcement. The inspirational motivation and individual
considerations have positive and signiﬁcant relationships with teamwork performance.
Organizational commitment is found to have a partial mediator that inﬂuenced the
relationship between inspirational motivation and individual consideration in teamwork
performance. The inspirational, motivational features and individualized considerations
in the style of transformational leadership are necessary and emphasized in producing
more productive and effective teamwork commitments and performance. This
study presents the details of the implications of transformational leadership style
characteristics on organizational commitment and teamwork performance in the
context of law enforcement in Malaysia.
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1. Introduction
The criminal law enforcement and prevention efforts by law enforcement are a challenging and extremely challenging task. This task requires a strong working team and
a high commitment to dealing with criminals (Beshears, 2015). Teamwork with high
performance and commitment can help the organization achieve the goals and missions
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that have been formed or framed (Manzoor, Haﬁzullah, Hussain & Ahmad, 2011). In
another context, law enforcement requires leaders to improve their commitment and
motivate them (Indrayanto, Burgess, Dayaram & Noermijati, 2013). The achievement
of quality and service provided to the community by law enforcement is the result of
how they see the services that have been given to them by leaders and organizations
(Mohd, 2017; Murphy & Drodge, 2004). Discussions on leadership, especially in criminal
justice agencies, have become a necessity because leadership qualities directly affect
the quality of employees’ achievements (Patiar & Wang, 2016; Haberfeld, 2006).
The importance of transformational leadership styles in law enforcement organizations is crucial. Dozens of years ago saw the interest of researchers to review the role
of law enforcement. Among them, Silvestri (2007) study which found that leadership
styles in the police have a signiﬁcant role through the tendency, and critical thinking
in bringing about changes to the organization. Law enforcement leaders also have a
signiﬁcant inﬂuence on their communities and organizations (Miller, Watkins, & Webb,
2009). Therefore, evaluating the leadership style in the law enforcement organization
is desirable.
Leadership styles can affect the behavior of employees, job satisfaction, and work
performance, which may also affect the level of organizational commitment (Patiar &
Wang, 2016; Bass, 1985). Yiing, Zaman, and Ahmad (2009) have suggested leadership
styles inﬂuencing organizational commitment and the outcome of such inﬂuence, and
it affects the performance of workers. In this study also found that organizational
commitment is a mediating factor between leadership style and worker performance.
This study was supported by Patiar and Wang (2016) and Thamrin (2012), who found
that transformational leadership styles have positively and signiﬁcantly related to the
work performance of workers and organizational commitment.
Law enforcement leaders can transform by encouraging subordinates to adapt to
emotional orientation by establishing relationships within communities and organizations (Mohd, 2017). Drodge and Murphy (2002) found that ”leaders in the police force
have the potential to inspire and encourage a police ofﬁcer to work towards goals that
value society beyond the narrow constraints commonly found in the police.”
The ﬁndings of previous studies showed a signiﬁcant relationship between
leadership style and organizational performance and teamwork in law enforcement
abroad (Yang, Yen & Chiang, 2012; Murphy & Drudge, 2004; Dobby, Anscombe &
Tufﬁn, 2004; Engel, 2003; Bass, Avolio, Jung & Berson, 2003; Bono & Judge, 2003;
Engel, 2001), but it is difﬁcult to ﬁnd such studies in Malaysia, especially those involving
various law enforcement agencies. Also, Densten (2003) found in his study that there
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was a difference in leadership style with different implications in these law enforcement
organizations.
Transformational leadership has also been shown to have a positive relationship with
organizational commitment in organizing an organizational culture (Mohd Arshad, 2016;
Khasawneh, Omari & Abu-Tineh, 2012) and job satisfaction (Walumbwa, Wang, Lawler &
Shi, 2004). Additionally, the impact of transformational leadership on organizational
commitment has been widely studied and has resulted in positive ﬁndings (Mohd
Arshad, 2016; Yang et al., 2012; Ismail, Mohamad, Sulaiman & Yusuf, 2011; Dhawan &
Mulla, 2011). These previous studies have supported the importance of transformational
leadership in delivering excellent results on work performance not only in the organizations but also among law enforcement agencies in achieving a mission of criminal
justice. Leaders who emphasize the transformational leadership style can create highlevel work commitments among law enforcers in achieving effective job-prestige (Mohd,
2017).
There are previous studies suggesting that organizational commitment does not
necessarily have a signiﬁcant relationship with performance (Lok & Crawford, 1999;
Angle & Lawson, 1994; Randall, 1990; Mathieu & Zajac, 1990). Tolentino (2013) found
that the relationship between organizational commitment and work performance was
different according to the categories of posts in the organization. Besides, previous
studies have shown that organizational commitment and performance of employees
are inﬂuenced by transformational leadership style characteristics (Patiar & Wang, 2016;
Marnis Atmojo, 2012; Dumdum, Lowe & Avolio, 2002; Bass, 1998; Bass, 1996). However,
the question arises whether the ﬁndings in the previous studies will produce the same
insights or otherwise if applied or adapted to law enforcement organizations in Malaysia.
At this juncture, the lack of research was carried out to determine the relationship of transformational leadership style characteristics with organizational commitment
and teamwork performance among law enforcement in the country. Law enforcement
ofﬁcers need management and organizational support to improve and enhance their
commitment (Mohd, 2017; Vito, Suresh & Richards, 2011; Young & Dulewicz, 2009; Dick
& Metcalfe, 2007) which in turn implies the performance of work. High work performance
will contribute to the achievement of goals, mission, and vision of the organization and
thus the level of public trust towards law enforcement and the integrity organizations
will increase (Mohd, 2017).
This study is to look at and assess the level of a teamwork performance based on
transformational leadership style characteristics of key law enforcement agencies in
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Malaysia with organizational commitment factors as a mediating factor. The ﬁndings of
this study:

1. May contribute to the theory of transformational leadership characteristics and
organizational commitment theory as well as to deepen understanding of factors
that can enhance the performance of teamwork among law enforcement.

2. Can be used as a comparison with previous studies that are not from the same
industry or sector although involving the same variables.

3. Can also be used as a reference and guidance to formulate new approaches or
strategies of other law enforcement organizations in achieving or predetermined
their vision and mission.

2. Literature Review
2.1. Transformational Leadership And Team Work Performance
Leaders are required to determine and inﬂuence the commitment of workers (Che
Omar, Mohd Arshad, Halipah, Yusuff, Abdullah & Mohd Rasli, 2017; Almutairi, 2016).
Workers who experience satisfaction work with their leaders will cause them to remain
engaged in organizational activities (Mohd Arshad, 2016; Stup, 2005). Ramachandran
and Krishnan (2009) found that leadership styles were among the signiﬁcant determinants of workers’ commitment. When the goals of individuals in the team are aligned
with the goals of the organization, then commitment to the organization will exist and
thus create motivation and continue to stay with the organization. Furthermore, it has a
positive impact on the performance of workers (Che Omar et al., 2017; Almutairi, 2016).
Leadership styles can affect the behavior of workers, job satisfaction, and work
performance, which may also affect the level of organizational commitment (Che Omar
et al., 2017; Bass, 1985). Yiing et al. (2009) have suggested that leadership styles
inﬂuence the organizational commitment and the outcome of such inﬂuence; it affects
the performance of workers. In this study also found that organizational commitment is
the mediating factor between leadership style and worker performance. This study was
supported by Rao and Kareem (2015) and Thamrin (2012) who found that transformational leadership styles positively and signiﬁcantly related to the work performance of
workers and organizational commitment.
DOI 10.18502/kss.v3i22.5116
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Among recent research studies that analyze the inﬂuence of transformational leadership styles on organizational commitment, transformational leadership styles on employees’ achievements and organizational commitment to the success of workers have been
conducted by Che Omar et al. (2017) and Marnis Atmojo (2012). The ﬁndings show
that there is signiﬁcant inﬂuence between the transformational leadership style and
organizational commitment of the workers. Through this study, it is recommended that
transformational leadership styles encourage the trust of workers. The elements of trust
are dependent on the expertise of leaders and the consistency of leaders. As a result, it
seeks to improve the organizational commitment of workers. This research study found
that there was a signiﬁcant relationship between organizational commitment and the
performance of workers. Another study by Tabassi, Roufechaei, Bakar, and Yusuf (2017)
revealed that leadership plays a vital role in teamwork and productivity performance.
Some studies also supported the ﬁnding where the transformational leader is important
to promote team effectiveness (Chi & Huang, 2014; Wang, Oh, Courtright, & Colbert,
2011).
There is also some previous empirical literature that supports the ﬁndings of transformational leadership, organizational commitment, and work performance of workers.
In experimental studies, there was evidence that there was a signiﬁcant impact on the
followers’ commitment in the organization and the performance of the results of the
transformational leadership style (Barling, Weber & Kelloway, 1996). Transformational
leadership style relationships with individual personal performance, such as job satisfaction, work performance, and commitment were also described in some previous
studies (Indrayanto et al., 2014; Yiing et al, 2009; Chen, 2004; Dumdum et al., 2002;
Fuller, Patterson, Hester & Stringer, 1996; Bycio, Hacket & Allen, 1995).
All of these studies have conﬁrmed positive relationships between transformational
leadership style components and individual personal performance for job satisfaction,
individual and teamwork performance, and the commitment of employees and teams
(Mohd, 2017). Transformational leadership style components can produce high levels
of trust and loyalty if leaders respect and have conﬁdence in their followers. High trust
and loyalty will show the willingness of his followers to work more ﬁrmly in the event of
an organization facing problems or difﬁculties (Mohd, 2017).
However, the relationship of organizational commitment as a mediator of transformational leadership style and teamwork performance, especially among key law
enforcement in Malaysia is difﬁcult to determine. This is because it is difﬁcult to ﬁnd
a study focusing on key law enforcement in viewing and evaluating the extent of
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the inﬂuence of organizational commitment and teamwork performance based on the
dimensions of transformational leadership style.
Based on the literature highlighted, the following hypotheses are suggested: H1.
Transformational leadership has a signiﬁcant inﬂuence on teamwork performance. In
the context of the transformational leadership style, it refers to two dimensions of
inspirational motivation and individual consideration. Therefore, those dimensions will
be used in regression tests; the hypotheses for the dimensions are as follows:
H1a: Inspirational motivation has a signiﬁcant relationship with teamwork performance.
H1b: Individualized consideration has a signiﬁcant relationship with teamwork performance.

2.2. Transformational Leadership and Organizational Commitment
The transformational leadership style can bring a change of attitude and build and give a
personal impact on the commitment of the workers (Herold, Fedor, Caldwell & Liu, 2008).
This leadership-style concept strives to create a high level of personal commitment not
only leaders but also to their followers towards achieving a shared vision, extraordinary
mission, and organizational goals and thus affecting the commitment of its followers
(Chiun Lo, Ramayah & Min, 2009). Past studies have proven that transformational
leadership produces positive relationships with organizational commitment in various
forms of organization and culture (Che Omar et al., 2017; Mohd, 2017; Mohd Arshad,
2016; Khasawneh et al., 2012). A study by Kim (2014) in Korea which involved in public
sectors and also in a large conglomerate ( Joo, Yoon & Jeung, 2012) also showed a
positive relationship between these two variables.
Transformational leadership affects the commitment of the followers of his organization by applying intellectual simulations, encouraging his followers to think critically
through the use of new approaches, involving his followers in the decision-making
process (Avolio, Zhu, Koh & Bhatia, 2004), inspiring loyalty as well as recognizing
and appreciating the needs which vary each of his followers to build their personal
potential (Walumbwa & Lawler, 2003). They (leaders) encourage their followers to
take on the challenge and take greater responsibility and reward them with additional
efforts that lead to a high commitment to the organization (Wayne, Liden, & Sparrowe,
2000). Two meta-analyses have been reiterated that transformational leadership is
positively associated with work success, such as satisfaction, commitment, and work
performance (Dumdum et al., 2002). In another study conducted in Singapore on
DOI 10.18502/kss.v3i22.5116
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professionals, it was found that transformational leadership was signiﬁcantly correlated
with the commitment of workers based on the sample taken (Lee, 2008). However, some
previous studies have failed to establish the relationship between leadership style and
organizational commitment (Savery, 1991; Hampton, Dubinsky & Skinner, 1986; O’Reilly
& Roberts, 1978). In summary, not all dimensions of transformational leadership style
have implications for organizational commitment.

2.3. Organizational Commitment and Teamwork Performance
Commitment to the team can be translated through the willingness of members in
assisting other members of the team and further improving the performance of teams
and organizations in achieving the goals set forth (Chukwudi, 2014; Ooko, 2013). The
commitment of individuals in the team can change as there are new learning opportunities and skills amongst other individuals in the team and thus have a positive impact
on the self-productivity and teamwork ( Jiang, 2010). In another study, Ireﬁn and Ali
Mechanic (2014) found that organizational commitment by workers was highly correlated
with organizational performance. Riketta (2002) emphasized that the performance of
work success was the result of the commitment of the workers.
According to Ntayi, Rooks, Eyaa, and Qian (2010), the overall performance of a project
is the result of the commitment function of each individual involved in the project.
However, there are also past studies that have different ﬁndings between organizational
commitment and performance. The ﬁndings in a study by Tolentino (2013) show that
organizational commitment has a minimal relationship with work performance. Tolentino
(2013) also found that the relationship between organizational commitment and work
performance varies by category of organization. While, a study by Von Bonsdorff, Janhonen, Zhou & Vanhala (2014) in a small-sized company in the Finnish retail trade revealed
that the organizational commitment partially mediated the relationship between team
and company performance.
Hence, the second hypothesis for this study is:
H2: Organizational commitment has a signiﬁcant relationship with teamwork performance.
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2.4. Transformational Leadership, Organizational Commitment
and Teamwork Performance
Leadership style can affect the behavior of employees, job satisfaction, and work
performance, which can also affect the level of organizational commitment (Che Omar
et al., 2017; Bass, 1985). Yiing et al. (2009) have suggested that leadership styles
inﬂuence the organizational commitment and the outcome of such inﬂuence and affect
the performance of workers. In this study also found that organizational commitment
is the mediating factor between leadership style and worker performance. This study
was supported by Thamrin (2012), who found transformational leadership styles have a
positive and signiﬁcant relationship with the work performance of workers and organizational commitment.
The latest research study, which analyzes the inﬂuence of transformational leadership style on organizational commitment, transformational leadership style towards the
achievement of workers and organizational commitment to the success of workers have
been conducted by Che Omar et al. (2017) and Marnis Atmojo (2012). The ﬁndings
showed that there is signiﬁcant inﬂuence between the transformational leadership
style and organizational commitment of the workers. Through this study, it is recommended that transformational leadership styles encourage the trust of workers. The
elements of trust are dependent on the expertise of leaders and the consistency of
leaders. As a result, it seeks to improve the organizational commitment of workers. This
research study found that there was a signiﬁcant relationship between organizational
commitment and the performance of workers (Che Omar et al., 2017; Marnis Atmojo,
2012).
In an experimental study, there is evidence that there is a signiﬁcant impact on the
commitment of followers in the organization and the performance of the results of
the transformational leadership style (Barling et al., 1996). Transformational leadership
style relationships with individual personal performance, such as job satisfaction, work
performance, and commitment are also described in some previous studies (Indrayanto
et al., 2014; Yiing et al., 2009; Chen, 2004; Dumdum et al., 2002; Fuller et al., 1996;
Bycio et al., 1995). All of these studies have conﬁrmed positive relationships between
transformational leadership style components and individual personal performance
for job satisfaction, individual and teamwork performance, and the commitment of
employees and teams.
However, the relationship of organizational commitment as a mediating factor
between transformational leadership style and teamwork performance, especially
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among key law enforcement in Malaysia is difﬁcult to determine. This is because it
is difﬁcult to ﬁnd a study focusing on key law enforcement in viewing and evaluating
the extent of the inﬂuence of organizational commitment and teamwork performance
based on the dimensions of transformational leadership style.
Hence, the third hypothesis for this study is:
H3: Organizational commitment mediates the relationship between transformational
leadership and teamwork performance.
Speciﬁcally, when the transformational leadership style is seen in two dimensions, that
is the inspirational motivation and individualized considerations, then the hypotheses
used are as follows:
H3a: Organizational commitment mediates the relationship between inspirational
motivation and teamwork performance.
H3b: Organizational commitment mediates the relationship between individualized
consideration and teamwork performance.

Figure 1: Research Framework.

The research framework underpinned by theories adapted from Yukl’s leadership
model theory, Rusbult exchange theory, and Belbin’s role-theory.

3. Methodology
For this study, the form of quantitative research is used. Anderson, Sweeney, and
Williams (2004) suggest that quantitative methods can determine an idea or concept
better than any other alternative. This method also enables researchers to measure
and control variables. According to William (2007), quantitative methods can be used
to answer questions about the relationship between measurable variables and aim to
explain or predict these relationships.
DOI 10.18502/kss.v3i22.5116
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The questions are divided into four sections, each one will be answered by the
respondent. The ﬁrst part measures the style of transformational leadership that contains
matters relating to the two-dimensional adaptation, that is; inspirational motivations and
individualized considerations all of which contains six questions developed by Bass and
Avolio (2000). The second part measures the organizational commitment variable and
contains six questions developed by Meyer and Allen (1997). The third part measures
the performance of teamwork, which consists of 9 questions. Teamwork performance
was measured on a subjective basis by looking at individual assessments in the team
for the success of leadership styles based on Multiple Leadership Questionnaire (MLQ)
developed by Bass and Avolio (2000, 2004). The fourth part contains questions about
the individual demographic information and where the respondents are on duty.
Table 1: Research Measurement.
Variables

No. of items Likert Scale

Source

Transformational Leadership

6

5

Bass and Avolio (2000,2004)

Organizational Commitment

6

5

Meyer & Allen (1997)

Teamwork Performance

9

5

Bass and Avolio (2000,2004)

Multiple regression analysis was performed to determine the effects of inspirational
motivation, individualized consideration, and organizational commitment to teamwork
performance among law enforcement. The simple regression analysis for this study
was done to determine the effect of organizational commitment variables on teamwork
performance among law enforcement. Moreover, ultimately, mediating regression tests
were conducted for hypothesis testing H3a and H3b aimed at testing the effect of
mediation presence, organizational commitment to the relationship between the dependent variable of teamwork performance among law enforcement and independent
variables of transformational leadership (inspirational motivations and individualized
considerations).

4. Results
Factor analysis is performed on all items that measure the dependent variables (teamwork performance), independent variables (transformational leadership), and mediating
variables (organizational commitment). The ﬁndings from the factor analysis show that
the two constructs of teamwork performance and organizational commitment did not
change. This means that the original dimension in each construct is maintained before
DOI 10.18502/kss.v3i22.5116
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and after factor analysis is done. The regression analysis summary of inspirational motivation, individualized consideration, and teamwork, performance with organizational
commitment is as follows:

Figure 2: Summary of Regression Analysis of Mediating Effect for Inspirational Motivation, Organizational
Commitment, and Teamwork Performance .

Figure 3: Summary of Regression Analysis of Mediating Effect for Individualized Consideration,
Organizational Commitment, and Teamwork Performance.

From the regression analysis used by Baron and Kenny (1986), and also adapted from
Rucker, Preacher, Tormala & Petty (2011), multiple regression analysis can easily answer
the objective of the study and to test the hypothesis of the study.
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Table 2: Summary of Hypothesis Result.
Hypothesis

Statements

Result

H1a

Inspirational motivation has a signiﬁcant relationship with
teamwork performance.

Accepted

H1b

Individualized considerations have a signiﬁcant relationship with
teamwork performance.

Accepted

H2

Organizational commitment has a signiﬁcant relationship with
teamwork performance.

Accepted

H3a

Organizational commitment mediates the relationship between
inspirational motivation and teamwork performance

Accepted

H3b

Organizational commitment mediates the relationship between
individualized consideration relationships and teamwork
performance.

Accepted

5. Discussion
The ﬁndings of this study are consistent with Che Omar et al. (2017) and Marnis Atmojo
(2012) who look at the expertise of leaders and consistency of leaders and their impact
on improving the organizational commitment of workers. The study also found that there
was a signiﬁcant relationship between organizational commitment and the performance
of workers. There are several other studies that have produced similar ﬁndings with this
study, including Yiing et al. (2009); Chen (2004); Dumdum et al. (2002) and Barling et al.
(1996).
From the ﬁndings of the statistical analysis of this study, it is clear that the increased
of organizational commitment can improve the performance of workers (Che Omar
et al., 2017; Che Omar, 2016, Jaramillo, Mulki & Marshall, 2005), but the key factor in
organizational success is attributed to leadership style factors. Leadership capabilities
and abilities are an important factor in achieving employee satisfaction and commitment
in improving work success (Mohd, 2017; Mohd Arshad, 2016; Mosadeghard, 2003).
The ﬁnding of this study is also seen in parallel with the view of Densten (2003), that
there is a difference in leadership style with different implications in law enforcement
organizations. The Densten (2003) study also supported the views of some of the
earlier studies that failed to demonstrate the relationship between leadership style and
organizational commitment (Savery, 1991; Hampton et al., 1986; O’Reilly & Roberts, 1978).
However, the result of this study shows that it is different from the result of the study,
which has been suggested by Indrayanto et al. (2014) on law enforcement in Indonesia.
Through this study, transformational leadership does not show direct inﬂuence on the
work performance of law enforcement. Nevertheless, it is noted that commitment is
a mediating factor for transformational leadership and work performance among law
enforcement.
DOI 10.18502/kss.v3i22.5116
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6. Conclusion and Implications
Organizational commitment and teamwork performance in this study are inﬂuenced by
inspirational motivation and individualized considerations in transformational leadership.
Both of these factors are seen to play an essential role in transforming the behavior
of subordinate staff. When the behavior of workers is transformed, it can directly affect
the organization’s performance (Hoxha, 2015). This is in line with Trmal, Bustamam, and
Mohamed (2015) views that transformational leadership is an effective leadership style
as it can lead to changes in individual behavior towards achieving organizational goals.
This combination of dimensions in transformational leadership can motivate subordinate
staff at a deep level and high levels of inspiration (Tharnpas & Boon-itt, 2015; Verissimo
& Lacerda, 2015). This high level of motivation and inspiration can create the maximum
success of teamwork and teamwork performance of subordinates.
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