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Abstract. The success of an organization is of course supported by the roles of
its members, from the leader to the members of the team below. Interestingly,
currently many of the workforce available are millennials, especially the
challenges they face are varied in managing millennial human resources, starting
from the hopes of those who want flexible work, collaboration together.
Therefore, they need leaders who can give them space so they can work well.
Research on transactional leadership has often been conducted, but in relation to
engagement, consistent empirical evidence has not been found. Several previous
studies still had different results, where some studies explained that some had an
effect and no effect. This research will focus more on millennial samples who
work in the service and employee level of managers who have worked for a long
time. The result in this study shows some information, Firstly, transactional
leadership had effect on organizational commitment, and work motivation on
work engagement. From this point, employee feel to have a direction either work
at office or home to finish their work. Secondly, the variable of organizational
commitment and work motivation had significance influence to variable
engagement, as consequences of organizational commitment and work
motivation felt in employee heart, then employee being engaged as a part of team.
Hence, this finding indicates for leader to take a lesson for improving their skill
to motivate people. Nowadays, the leader needs to scrutinize their subordinate
characteristics, the millennial people tend to have flexible style and workplace
rather than the salary. From this point, the leader attempt to dyadic relationship
with their member to motivate their job.

Keywords: Transactional Leadership, Organizational Commitment, Work
Motivation, Work Engagement, Millennial Generation.

Introduction

The efficiency of an organization greatly hinges on the involvement of its members,
ranging from the leader to the team members below. Notably, the workforce currently
comprises mostly millennials (Kemnaker, 2021) [1]. Managing millennial human
resources presents various challenges, including meeting their expectations for flexible
work arrangements and fostering collaboration [2]. As a result, it calls for leaders who
can create conducive work environments for them. Among the prevalent leadership
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styles are transactional and transformational leadership, pioneered by James McGregor
Burns in. [3] based on his descriptive research on political leaders. Despite being
conceptually distinct, these two leadership styles are perceived as positively
interconnected rather than conflicting. [4] t is argued that leaders can effectively
integrate both transactional and transformational leadership styles depending on the
situation [5] According to this viewpoint, the most effective leaders are those who
demonstrate qualities of both transactional and transformational leadership.

Studies on transactional leadership have been extensively conducted, yet empirical
evidence regarding its correlation with attachment lacks consistency. Podsakoff and
Todor in [6] discovered a positive link between transactional leadership and group
attachment. Conversely, other research, such as [7] found that while transactional
leadership is significantly associated with leader satisfaction, its impact on overall
organizational commitment remains insignificant. Scholars like [8] argue that
transactional leadership primarily revolves around defining employees' roles and tasks
and administering positive and negative reinforcements (i.e., rewards or punishments)
based on performance. Additionally, transactional leadership encompasses core
managerial functions such as goal-setting and progress monitoring to achieve
organizational objectives. As a result, employees are rewarded or penalized based on
goal attainment, utilizing extrinsic motivation to enhance productivity. Moreover,
scholars like [9]; [10] utline various transactional leadership behaviors, including
performance monitoring and provision of personal and material rewards upon timely
completion of assignments. Furthermore, research by [11] underscores the role of work
motivation in nurturing organizational commitment, emphasizing motivation as crucial
for organizational success and sustainability by guiding employees towards
organizational objectives through resources and rewards. Motivation, according to.
[12]. is a process that drives behavior, maintains progress, and channels actions towards
specific goals, satisfying or fulfilling needs along the way. Social exchange theory [13]
and norms of exchange [14] suggest that work motivation enhances attachment and
reduces unproductive behaviors. Despite these insights, disparities exist between
transactional leadership and organizational commitment. Research often focuses on
long-tenured managers, whereas this study concentrates on millennials in the service
sector. Contrary to findings by [15], where transactional leadership showed no effect
on organizational commitment among long-serving managers, and research by [16]
which found no effect in the service sector compared to the manufacturing sector.

2 Background

2.1  Organizational Commitment

As per Triatna's findings [17] ommitment signifies the level of employee allegiance to
the organization, characterized by a willingness to remain part of it and consistently
uphold a positive organizational image. According to Panggabean [18] commitment
reflects a profound sense of appreciation and active involvement in a specific
organizational context. Conversely, commitment may also be viewed as a tendency to
engage in consistent activities due to the perceived costs associated with alternative
actions, such as interruptions at work. Wibowo [19] defines organizational commitment
as a belief that binds individuals to the organization they work for, encompassing
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behaviors like loyalty, dedication to work, and alignment with organizational values
and objectives. Mathis & Jackson [20] describe organizational commitment as the
degree to which employees believe in and embrace the organization's goals, along with
their desire to continue working for it. Robbins & Judge [21] elaborate that
organizational commitment entails employees' strong desire to maintain their affiliation
with the company, going beyond considerations of career progression and salary to
include emotional satisfaction and comfort while working in the organization.

2.2 Transactional Leadership Style

Many experts, as discussed in [22], argue that individual style patterns naturally mold
leadership behavior into a suitable and unchangeable form across diverse situations.
Leadership stands out as a critical determinant of organizational success or failure.
Task-oriented leadership, characterized by a supervisor's emphasis on goal
achievement, results-oriented direction, adherence to procedures and rules, consistent
performance, and holding employees accountable, plays a pivotal role. Transactional
leaders, on the other hand, concentrate on goal attainment by ensuring effective task
execution among subordinates and establishing guidelines to facilitate favorable
outcomes. Task-oriented leadership behaviors, which prioritize task orientation over
relationship orientation, typically adopt a top-down approach to goal-setting and
prioritize achieving results.

Transactional leadership, as outlined in [23], perceives leadership as the process
of guiding others to comprehend and align on what actions to take and how to execute
them, fostering both individual and collective endeavors towards organizational
objectives. An individual acknowledged as a leader is seen as the initiator of change,
determining the direction for a group, rallying them towards that direction, instilling
commitment to the cause, and empowering them to overcome challenges. Leadership
within organizations revolves around influencing and aiding individuals and groups
to accomplish shared objectives. Moreover, leadership is a complex phenomenon
influenced by various factors including circumstances, personality traits,
relationships, and other workplace dynamics.

2.3  Work Engagement

According to Kahn in [24], Work Engagement is a state in which organizational
members identify with work and employees devote what they have to perform their
duties to the best of their ability. Vorina et al in [25] Work attachment is the skill and
desire of employees for the prosperity of the company and their commitment, more than
what is needed to realize the success of the company. Then, Bakker in [26] provides a
description of Work attachment as an energetic behavior (vigor), emotional
(dediaction) and cognitive component (absorption). Vigor is manifested in work, strong
mental toughness and high energy, the desire to try hard at work, and determination
despite obstacles. Dedication can be seen from their participation in work and finding
meaning, passion and challenge. Absorption is characterized by full concentration and
enjoyment in work.

Therefore, Nahrgang in [26] has an explanation of Work engagement which
represents the level of employee involvement, participation, and communication in
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safety and compliance activities, or the extent to which employees follow safety rules
and procedures. Another researcher Lockwood in [27] work engagement is a condition
where a person can be committed to an organization both emotionally and
intellectually. And according to Schaufeli and Bakker in [27] explain work engagement
as a positive expression of thoughts related to work and self-fulfillment as well as a
pleasant experience for employees.

According to Dewi & Pristiyono in [28] work engagement is the extent to which a
person is committed to their work, actively participates in it and considers their
performance important from a self-esteem perspective. Meanwhile, according to
Tarman & Ruski in [28] Work Engagement is the active participation of employees in
their work which is carried out in accordance with standards, understanding that their
work is important from the point of view of employee self-esteem and remembering
that work is the center of their life interests.

24 Motivation

As per Lily's assertion in [29], motivation commonly serves as a predictor of behavior
and shows considerable diversity among individuals, often requiring a blend with skills
and environmental influences that affect employee performance and conduct.

Padave et al in [30] define motivation as "motivation is the desire to accomplish
something to achieve satisfaction and performance" which more or less means
describing motivation as the desire to achieve something and performance.

As noted by Sutrisno in [31], motivation serves as an impetus driving individuals to
undertake specific activities, thus it is commonly viewed as a guiding force influencing
behavior. Each action performed by individuals is believed to be regulated by
controlling factors.

According to Robbins & Judge in [32] explains that work motivation is a process
where the intensity, direction and persistence of an employee or individual to achieve
goals

2.5 Relationship Between Variables
Transactional Leadership on Organizational Commitment

Research by [23] indicates that within small and medium-sized companies in Vietnam,
a task-oriented leadership style has a beneficial effect on employees' commitment to
the organization. The study highlights that leadership behavior directly influences the
organizational commitment of workers.

H1: There is an influence of transactional leadership on organizational commitment.

Transactional Leadership on Employee Motivation

Findings from [33] suggest that transactional leadership plays a role in shaping
employee motivation. According to the study, providing rewards to employees for their
successes acts as a catalyst for boosting enthusiasm in the workplace.

H2: There is an influence of transactional leadership on employee motivation.
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Transactional Leadership on Work Engagement

According to the outcomes of research [34], it is evident that leadership significantly
enhances employee work engagement, signifying that proficient leadership fosters
increased levels of employee engagement in their work.

According to [35], their research concluded that leadership has a positive effect on
work engagement in the sense that leadership plays a very important role in the
organization.

H3: There is an influence of transactional leadership on work engagement.

Organizational Commitment to Work Engagement

Research from [34] indicates that organizational commitment strongly correlates with
employee work engagement. This implies that employees who demonstrate
commitment to their organization tend to feel connected, integrated, and aligned with
the organization's objectives.

H4: There is an influence of organizational commitment on work engagement.

Work Motivation on Organizational Commitment

According to [34] work motivation has a very significant positive effect on work
engagement. This means that providing motivation to employees will increase work
engagement. According to [36] shows that work motivation has a very significant
positive effect on employee work engagement. So, the meaning is that the higher the
employee's work motivation, the stronger the employee's work involvement. According
to [37], work motivation has a significant positive effect on employee work
engagement. This means that motivating employees will increase employee work
engagement.

H5: There is an influence of work motivation on organizational commitment.

Based on the research relationship, hence the research paradigm had been developed
below:

Organization
Commitment

Work
Engagement

Transactienal
Lesdership

Work

Motivation

Figure 1. Research Paradigm
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3 Methodology

This research uses a cause-and-effect approach with a causal method to test the impact
or influence. Data is collected through a quantitative approach using a Likert scale
questionnaire from 1 to 5. Samples will be selected according to needs using a
purposive sampling method, which aims to select participants based on certain criteria,
namely employees who work in the service sector. The collected data will be analyzed
using the SMART PLS method. In accordance with the quote from [38], SMART PLS
testing will involve inner loading and outer loading to test each variable in the research.

3.1 Research Question

H1: Transactional Leadership affects Organizational Commitment.
H2: Transactional Leadership affects Work Motivation.

H3: Transactional Leadership affects Work Engagement.

H4: Organizational Commitment affects Work Engagement.

HS: Work Motivation affects Work Engagement.

3.2  Data Analysis

The data collected will be examined using PLS statistical software.
4 Analysis
4.1 Descriptive Statistics

Below is Table 1, which presents the distribution of respondents' frequencies
categorized by gender.

Table 1. Gender of Respondents

No Gender Amount
1 Man 63
Woman 53

The analysis of data collected from 116 respondents regarding gender reveals that
the larger proportion consists of males, making up 54%, while females represent 46%,
accounting for the total of 100% respondents, totaling 116 individuals.

Table 2 illustrates the breakdown of respondent frequencies according to their
educational attainment.

Table 2. Respondents Education Level

No Level of Education Amount
1 Senior High School 40
2 S1 56
3 S2 10
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Table 2 suggests that the predominant educational background among respondents is
undergraduate education, accounting for 48%, while 34% of respondents have a high
school education.

4.2  Data Analysis and Interpretation
Data analysis in this study used SMART PLS with the following research model.
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Figure 2. Research Model

In this study, the outer model and inner model tests will be carried out to answer the
research results.

Outer Model Test

During the outer model testing phase, several stages will be conducted, including
validity testing and reliability testing.

Validity Test
Table 3. Convergent Validity Test
Cronbach's alpha Composite reability Average Variance extracted (AVE)
Organizational Commitment 0,685 0,716 0,842
Transactional Leadership 0,733 0,784 0,806
Work Engagement 0,771 0,756 0,785
Work Motivation 0,657 0,622 0,698

According to the convergent validity test depicted in Figure 4 below, it is evident that
the AVE value meets the validity criteria, surpassing the threshold of 0.5 [39].
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Table 4. Discriminant Validity Test

Discriminant Validity

- -
-] Fomell-Larcke... | 5] Crass Loadings | [] Heterotrait-Mon..| 1 Copy to Clipboard: Excel Format R Format

Employes Cohesiv Individual Laval Af Individual Level M Transformational L

Employee Cohe... 0.658

Individual Level... 0.420 0.629
Individual Level... 0.283 0.276 0.669
Transformationa.., 0.118 0.428 0.361 0.726

Based on these data, it can be concluded that they have met the validity requirements
[39].

Reliability Test

The reliability test results depicted in Figure 6 indicate that all variables exceed the
reliability threshold of 0.6, as stipulated by [39].

Table 5. Reliability Test

Organizational Commitment  Transactional Leadership Work Engagement Work Motivation
Organizational Commitment 0,831
Transactional Leadership 0,845 0842
Work Engagement 0,713 0,701 0,702
Work Motivation 0,784 0,743 0,114 0,743

Inner Model Test
The inner model test reveals the R-squared value and significance testing.

Table 6. R-Square Test

R Square R Sguare adjusted
Organizational Commitment 0,425 0412
Work Engagement 0,372 0,343
Work Motivation 0,523 0,511

The R-squared test findings suggest that employee cohesiveness accounts for 11%
of the variance in individual-level affect, 31.4% in individual-level motivation, leaving
60.6% unexplained, indicating the presence of other variables influencing employee
cohesiveness.
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Table 7. Sample Significance Test

Significance test T Statistics P Values

Organizational Commitment -> Work Engagement 2,598 0,001
Transactional Leadership -= Organizational Commitment 2,415 0,001
Transactional Leadership -= Work Engagement 2,765 0,002
Transactional Leadership -= Work Motivation 1,241 0,257
Work Motivation -> Work Engagement 2,821 0,001

The study findings suggest several notable observations. Firstly, transactional
leadership exhibits a significant impact on organizational commitment, while work
motivation influences work engagement, evident by P-values < 0.05. This underscores
the positive influence of transformational leadership on affective aspects and
motivation, providing employees with clear direction in their work, whether in-office
or remote. Secondly, the significant influence of organizational commitment and work
motivation on engagement is evident, with P-values < 0.005. Moreover, individual-
level motivation also significantly affects team cohesiveness. Consequently, as
employees internalize strong organizational commitment and motivation, they actively
engage as essential team members.

5 Conclusions

After examining this study, several conclusions can be drawn. Firstly, it was observed
that transactional leadership has a notable impact on organizational commitment,
consistent with findings reported in a prior study referenced as[40].

In contrary, the result from [41] had no effect from transactional leadership to
organizational commitment. Therefore, transactional leadership had also similar with
[42] that result the transactional leadership affecting work engagement. Therefore,
transactional leadership had also similar with [43] that result the transactional
leadership did not affect work motivation.

Consequently, this discovery underscores the need for leaders to enhance their
ability to motivate individuals. In today's landscape, leaders must carefully assess their
subordinates' traits, particularly considering millennials' preference for flexible work
environments over salary. As a result, leaders endeavor to cultivate close relationships
with their team members to inspire motivation in their roles. Referencing [44] , a study
underscores the role of motivation in bolstering engagement between leaders and team
members. Furthermore, this discovery prompts additional inquiries, such as identifying
the most effective leadership style for motivating teams and assessing the performance
of millennials compared to the baby boomer generation. This study advocates for
further exploration of these inquiries to integrate new digital paradigms, particularly in
light of the widespread adoption of digital transformation amid the COVID-19
pandemic. Preliminary findings from [10] underscore the importance of prioritizing the
tech-savvy millennial generation to ensure business sustainability.



154 A. Wijaya et al.
6 Limitation

In the first place, the amount of sample in this study are 116, that indicate need to be
enlarge. In addition, this research is still ongoing in the Jakarta area, so it can be a
consideration to conduct further research such as adding respondents outside Jakarta.
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