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Abstract: This study examined the effects of transformational leadership and organizational commitment
on the performance of leprosy program managers and tested Organizational Citizenship Behavior (OCB) as a
mediating mechanism. A cross-sectional quantitative survey was conducted among 174 civil servants responsible
for leprosy control programs across 17 district and city health offices in Southeast Sulawesi Province, Indonesia.
Respondents were selected using proportionate simple random sampling. Data were collected using a structured
five-point Likert-scale questionnaire and analyzed through Partial Least Squares Structural Equation Modeling
(PLS-SEM) in SmartPLS 4 with 5,000 bootstrap subsamples. Transformational leadership had significant positive
effects on employee performance (B = 0.236, p < 0.001) and OCB (B = 0.395, p < 0.001). Organizational
commitment significantly predicted OCB (B = 0.537, p < 0.001) but had no significant direct effect on performance
(B =0.066, p = 0.206). OCB strongly predicted employee performance (p = 0.678, p < 0.001). The indirect effects
confirmed that OCB partially mediated the relationship between transformational leadership and performance (f =
0.268, p < 0.001) and fully mediated the relationship between organizational commitment and performance (f =
0.364, p < 0.001). These findings identify OCB as a key behavioral mechanism through which transformational
leadership and organizational commitment enhance the performance of leprosy program managers. The study
provides practical implications for strengthening leadership practices, employee involvement, and extra-role
behavior in public health organizations.
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FAHEBLRESRTSERCBAREEFMEE B = 0364, p < 0.001) ,
HREREE, BRLARTHRTEMSIALIFBIEFMXENAIEEEARSMAEY
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178 (OCB) 5haR&EHAEIR AR

R TSR,
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FeEHTEERY (PLS-SEM)

1. Introduction

Lerosy remains a persistent infectious disease and
a complex public health challenge because its
consequences extend beyond clinical outcomes to
social, economic, and cultural dimensions.
Misinformation, social stigma, and discrimination
continue to hinder early diagnosis, treatment
adherence, and the social inclusion of people affected
by leprosy. The World Health Organization’s Global
Leprosy Strategy 2021-2030 calls for accelerated
progress toward the long-term goal of zero leprosy,
including the elimination of transmission, disability,
stigma, and discrimination [1]. Although the global

number of newly detected cases has declined,
Indonesia continues to experience a substantial disease
burden, including a high proportion of multibacillary
cases [1]. These conditions highlight the continuing
need to strengthen health systems, improve early case
detection, support treatment adherence, and enhance
the effectiveness of leprosy control programs.

At the regional level, official health data indicate
that the number of reported leprosy cases in Southeast
Sulawesi Province has fluctuated and shown an upward
tendency in recent years [2]. The implementation of
leprosy control programs continues to face several
challenges, including limited human resources,
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inadequate healthcare facilities, persistent social
stigma, weak cross-sectoral coordination, and pressure
arising from ambitious targets and predominantly top-
down policies. These constraints may reduce program
effectiveness and the quality of public health services.
From a human resource management perspective,
leadership is a key factor influencing employee
performance. Path—-Goal Theory emphasizes that
leaders play an important role in providing employees
with the direction, support, and resources required to
achieve organizational objectives [3]. Transformational
leadership, in particular, promotes inspirational
motivation, individualized consideration, intellectual
stimulation, and employee development through
continuous support and coaching [4, 5]. Although
previous studies have generally demonstrated a positive
relationship between transformational leadership and
employee performance, the results remain inconsistent
across organizational and institutional settings, thereby
requiring further examination in the context of leprosy
control programs [9].

In addition to leadership, organizational
commitment is considered an important determinant of
employee attitudes and performance. According to
Side-Bet Theory, commitment develops through the
investments individuals make in an organization, which
increase the perceived costs of leaving and encourage
continued organizational membership [6]. Meyer and
Allen conceptualized organizational commitment as a
multidimensional psychological attachment comprising
affective, continuance, and normative commitment [7].
Organizational citizenship behavior (OCB),
meanwhile, refers to discretionary employee behavior
that extends beyond formal job requirements and
contributes to organizational effectiveness, including
helping  colleagues,  supporting  organizational
objectives, and voluntarily undertaking additional
responsibilities [8]. Previous studies have generally
identified positive associations among organizational
commitment, OCB, and work-related outcomes,
although the strength and significance of these
relationships vary across organizational contexts [9—
12].

Preliminary observations in the study setting
indicate that leprosy program managers face several
managerial and organizational challenges, including
limited individual initiative, weak teamwork,
insufficient innovation, and suboptimal service quality.
Low levels of organizational commitment and OCB
may be reflected in limited organizational participation
and a tendency to perform duties only in accordance
with formal instructions. These problems may be
further intensified by leadership practices that do not
sufficiently —motivate, empower, and develop
employees. Accordingly, this study examines the direct
effects  of  transformational  leadership  and

organizational commitment on employee performance
and evaluates OCB as a mediating variable.

This study extends the mediated model proposed
by Qalati et al. [9] by incorporating organizational
commitment as an additional exogenous construct
influencing both OCB and employee performance. It
also applies the model to a public-sector disease-
control setting, specifically among leprosy program
managers working across district and city health offices
in Southeast Sulawesi Province. By examining both
direct and indirect relationships, the study broadens the
empirical context of leadership and OCB research and
clarifies whether OCB serves as a behavioral
mechanism through which transformational leadership
and organizational commitment contribute to improved
employee performance.

2. Literature Review and Hypothesis

Development

2.1. Transformational Leadership

Transformational leadership refers to a set of
leadership behaviors through which leaders inspire and
motivate followers to exceed expected levels of
performance by aligning individual aspirations with
organizational goals and addressing employees’
developmental needs [4]. This leadership approach is
based on an interaction between leaders and followers
that enhances motivation, morale, and commitment.
Burns [5] described transformational leadership as a
process through which leaders and followers elevate
one another’s motivation and moral awareness, thereby
producing broader effects on organizations and
institutions.

Northouse [13] conceptualized transformational
leadership as a process that changes individuals by
simultaneously enhancing their motivation and
morality. It represents part of the contemporary
leadership paradigm, which emphasizes intrinsic
motivation, employee development, and adaptation to
the changing demands of modern organizations [14].
Transformational  leaders increase  employees’
awareness of the importance of their work, encourage
them to prioritize collective goals over personal
interests, and develop trust and commitment through
continuous guidance and support [15].

Transformational  leadership is commonly
operationalized through four dimensions: idealized
influence, inspirational —motivation, intellectual

stimulation, and individualized consideration [16—18].
These dimensions explain how leaders communicate a
compelling vision, encourage innovative thinking,
serve as positive role models, and respond to the
individual needs of their followers.

Previous research indicates that transformational
leadership can improve employee performance by
strengthening motivation, engagement, confidence, and
alignment with organizational objectives [9]. It can also
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encourage employees to engage in voluntary behaviors
that extend beyond their formal job responsibilities.
Accordingly, the following hypotheses are proposed:

H1: Transformational leadership has a positive
and significant effect on employee performance.

H4: Transformational leadership has a positive
and significant effect on organizational citizenship
behavior.

2.2. Organizational Commitment

Organizational commitment refers to an
employee’s willingness to align personal behavior and
interests with the objectives of the organization and to
contribute to the achievement of its mission [19]. It
represents a psychological relationship between
employees and their organization that influences their
willingness to remain organizational members and
support organizational goals [7].

Meyer and  Allen [7] conceptualized
organizational commitment as a multidimensional
construct consisting of affective, continuance, and
normative commitment. Affective commitment reflects
an employee’s emotional attachment to and
identification with the organization. Continuance
commitment is associated with the perceived costs of
leaving the organization, whereas normative
commitment reflects a sense of obligation to remain.
Organizational commitment also  encompasses
employee loyalty, attachment, identification with
organizational values, and willingness to devote
additional effort to organizational objectives [20-22].

From a behavioral perspective, organizational
commitment may be strengthened when employees
participate in organizational decision-making, identify
with organizational values, and perceive that their
contributions are recognized. Employees with stronger
commitment are generally expected to demonstrate
greater persistence, responsibility, and willingness to
support the organization beyond minimum formal
requirements.

Previous studies have reported that organizational
commitment may contribute to employee performance
and is positively associated with organizational
citizenship behavior [10-12]. However, the direct
effect of commitment on performance may differ
across organizational contexts. Based on the theoretical
arguments and previous empirical findings, the
following hypotheses are proposed:

H2: Organizational commitment has a positive
and significant effect on employee performance.

HS: Organizational commitment has a positive
and significant effect on organizational citizenship
behavior.

2.3. Organizational Citizenship Behavior
Organizational citizenship behavior (OCB) refers
to discretionary employee behavior that extends

beyond formally prescribed job duties and is not
directly or explicitly recognized by the organization’s
formal reward system, but nevertheless contributes to
organizational effectiveness [8, 23]. OCB includes

voluntary activities such as helping colleagues,
assuming additional responsibilities, maintaining
constructive ~ working  relationships,  supporting

organizational initiatives, and demonstrating loyalty to
the organization [24].

As the concept has developed, OCB has
increasingly been recognized as an important
component of contextual performance. It represents
discretionary contributions that support the social and
psychological environment in which formal work
activities are performed [25]. Such behaviors may be
directed toward individual employees or toward the
organization as a whole. They can improve
cooperation, reduce interpersonal conflict, strengthen
organizational resilience, and facilitate the effective use
of limited organizational resources [10, 23].

In public health organizations, OCB is particularly
important because employees are frequently required to
coordinate with colleagues, communities, and external
institutions while responding to operational constraints
and changing public health needs. Employees who
willingly assist colleagues, maintain positive attitudes,
and undertake responsibilities beyond their formal
assignments are more likely to contribute to improved
program implementation and service delivery. Previous
evidence also indicates that OCB is positively
associated with employee performance [9]. Therefore,
the following hypothesis is proposed:

H3: Organizational citizenship behavior has a
positive and significant effect on employee
performance.

2.4. Employee Performance

Employee performance refers to the extent to
which an individual achieves expected work outcomes
in accordance with established organizational
objectives, responsibilities, and performance standards.
It encompasses both the quality and quantity of work
completed within a specified period [26]. Performance
also reflects the contribution of an individual or group
to organizational effectiveness and the successful
achievement of organizational goals [27, 28].

Performance is generally evaluated by comparing
actual work outcomes with predetermined standards
relating to quality, quantity, timeliness, efficiency, and
responsibility [29]. It may also indicate the
effectiveness of organizational management and the
extent to which organizational programs and activities
achieve their intended objectives [30-32].

Within an organizational context, performance
appraisal is a strategic process through which employee
results are measured, evaluated, documented, and
communicated. The information obtained through this
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process  supports  managerial  decision-making,
compensation, employee development, training, and

human resource planning [33-35]. An effective
performance management system can therefore
improve organizational effectiveness by aligning

employee contributions with institutional priorities.

In the context of leprosy control programs,
employee performance includes the effective
implementation of case detection, patient monitoring,
treatment supervision, health promotion, reporting,
interinstitutional coordination, and community-based
activities. Performance is therefore influenced not only
by technical competence but also by leadership,
organizational attitudes, cooperation, initiative, and
employees’ willingness to perform responsibilities
beyond minimum formal requirements.

2.5. The Mediating Role of Organizational
Citizenship Behavior

Transformational  leadership may improve
employee performance both directly and indirectly.
Leaders who provide inspiration, intellectual
stimulation, individualized support, and a clear
organizational vision can encourage employees to
demonstrate voluntary and cooperative behaviors.
These behaviors may subsequently enhance individual
and organizational performance. Previous research has
identified OCB as an important behavioral mechanism
linking transformational leadership with employee
performance [9]. Therefore, the following hypothesis is
proposed:

H6: Organizational citizenship behavior mediates
the relationship between transformational leadership
and employee performance.

Organizational commitment may not always
translate  directly into improved performance.
Employees who feel emotionally attached or morally
obligated to their organization may first express this
commitment through voluntary behaviors, such as
assisting colleagues, accepting additional
responsibilities, and  supporting  organizational
initiatives. These forms of OCB may then contribute to
improved performance. The positive relationship
between organizational commitment and OCB provides
a theoretical basis for the proposed indirect relationship
[10-12]. Accordingly, the following hypothesis is
proposed:

H7: Organizational citizenship behavior mediates
the relationship between organizational commitment
and employee performance.

Figure 1. Conceptual Framework

= h Trnnsformsational
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3. Research Methods
This study employed a quantitative approach to
examine the relationships among transformational
leadership, organizational commitment, organizational

citizenship behavior (OCB), and the performance of leprosy
program managers. The population consisted of 306 civil
servants and government employees with work agreements
(PNS and PPPK) responsible for leprosy control programs
across 17 district and city health offices in Southeast
Sulawesi Province. The sample size was determined using
the Slovin formula with a 5% margin of error, resulting in
174 respondents. Proportionate random sampling was
applied to ensure proportional representation from each
district and city. Eligible respondents were actively assigned
as leprosy program managers, had worked in the program for
at least one year, and voluntarily agreed to participate. Data
were collected using a structured five-point Likert-scale
questionnaire. All 174 completed questionnaires were
considered suitable for analysis.

Data were analyzed using Partial Least Squares
Structural Equation Modeling (PLS-SEM) in SmartPLS 4.
The measurement model was evaluated based on indicator
reliability, convergent validity using outer loadings and
average variance extracted (AVE), discriminant validity
using the Fornell-Larcker criterion and heterotrait-monotrait
ratio (HTMT), and internal consistency reliability using
composite reliability and Cronbach’s alpha. The structural
model was assessed using collinearity statistics, the
coefficient of determination (R?), predictive relevance (Q?),
path coefficients, and effect sizes (f?). Direct and indirect
effects were tested using a bootstrapping procedure with
5,000 subsamples. Statistical significance was determined
based on p-values below 0.05 and bootstrapped confidence
intervals that did not include zero. Mediation was classified
as partial or full based on the significance of the direct and
indirect effects.

4. Research Results
4.1. Respondent Profile
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Table 1. Respondent Profile (n = 174)

Characteristics Category Frequency Percentage (%)
Gender Male 37 21.26
Female 137 78.74
Age 20-30 years 24 13.79
31-40 years 79 45.40
41-50 years 47 27.01
51-60 years 24 13.79
Education Diploma 70 40.23
Bachelor’s Degree 91 52.30
Master’s Degree 13 7.47
Length of Service | 1-5 years 79 45.40
6-10 years 76 43.68
11-15 years 14 8.05
More than 15 years 5 2.87

Source: Processed Primary Data, 2026

The respondent profile indicates that leprosy
control program managers in Southeast Sulawesi
Province have diverse demographic characteristics
in terms of gender, age, educational background,
and length of service. These characteristics suggest
that the respondents have sufficient professional

4.2. Structural Model Evaluation

experience and relevant backgrounds to provide
reliable  information  on  transformational
leadership, organizational commitment,
organizational citizenship behavior (OCB), and
employee performance in the implementation of
leprosy control programs.

Table 2. R? Square

Structural Model Research Variables R-square
1 Organizational Citizenship Behaviour (Y1) 0,728
2 Performance (Y2) 0,854

Source: Processed Primary Data, 2026

Based on Table 2, the R? value for organizational
citizenship behavior (OCB) was 0.728, indicating that
transformational =~ leadership and  organizational
commitment explained 72.80% of the variance in OCB.
The remaining 27.20% was explained by factors
outside the research model. Meanwhile, the R? value

4.3. Hypothesis Testing

for employee performance was 0.854, indicating that
transformational leadership, organizational
commitment, and OCB explained 85.40% of the
variance in employee performance, while the
remaining 14.60% was attributable to other factors not
included in the study.

Table 3 Testing of Direct and Mediation Effects

Research Variables Path coefficient Vgl_ue Information
Transformational Leadership - Employee Performance 0.236 0,000 Accepted
Organizational Commitment — Employee Performance 0.066 0,206 Rejected
Organizational ~ Citizenship  Behavior —  Employee 0.678 0.000 Accepted
Performance ’ ’
Transformational Leadership — Organizational Citizenship 0395 0.000 Accepted
Behavior ' ’
Organizational Commitment — Organizational Citizenship 0537 0.000 Accepted
Behavior ) ’
Transformational Leadership — Organizational Citizenship 0.268 0.000 Accepted
Behavior —» Employee Performance ' ’
Organizational Commitment — Organizational Citizenship 0364 0.000 Accepted
Behavior » Employee Performance ’

Source: Processed Primary Data, 2026
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5. Discussion

5.1. Effect of Transformational Leadership on
Employee Performance

The results indicate that transformational
leadership has a positive and significant effect on the
performance of public-sector employees responsible
for leprosy control programs at district and city health
offices in Southeast Sulawesi Province. This finding
demonstrates that the more effectively transformational
leadership is implemented, the better program
managers perform their leprosy control responsibilities.
In the context of leprosy control, employees are
required not only to perform administrative duties but
also to conduct case detection, patient monitoring,
treatment  supervision, health promotion, and
coordination with healthcare facilities and local
communities. These responsibilities become more
challenging because of limited resources, geographical
barriers, and the persistent stigma associated with
leprosy.

Inspirational motivation emerged as the dominant
dimension, indicating that leaders who communicate a
clear vision, provide encouragement, and foster
enthusiasm can strengthen employees’ initiative and
commitment to achieving leprosy control targets. Such
leadership encourages program managers to remain
proactive in reaching affected populations, improving
treatment adherence, and supporting early diagnosis.
This finding is consistent with Path—Goal Theory,
which emphasizes the importance of leadership support
and direction in achieving organizational goals [3]. It is
also supported by Bass [36] and Burns [5], who argue
that transformational leadership enhances employee
motivation and performance. The results are consistent
with previous studies showing that transformational
leadership improves performance through stronger
motivation, a supportive work environment, and
innovation [9, 37, 38]. However, they differ from
studies reporting indirect or statistically insignificant
effects [39, 40], possibly because of differences in
organizational settings, job characteristics, and
mediating variables.

5.2. Effect of Organizational Commitment on
Employee Performance

The results indicate that organizational
commitment does not have a significant direct effect on
the performance of public-sector employees
responsible for leprosy control programs at district and
city health offices in Southeast Sulawesi Province. This
finding suggests that a stronger commitment to the
organization does not necessarily translate directly into
improved employee performance.

Normative commitment emerged as the dominant
dimension, indicating that employees are primarily
motivated by a sense of moral obligation and
responsibility toward the organization. Continuance

commitment made the weakest contribution, suggesting
that considerations related to the perceived costs and
benefits of remaining in the organization play a less
important role. These findings indicate that normative
commitment alone may be insufficient to improve
performance, particularly in positions requiring
technical competence, effective coordination, and
adequate organizational support.

According to the theory of reasoned action,
behavior is preceded by intentions shaped by individual
attitudes and subjective norms [41]. Therefore,
organizational commitment may not independently
improve performance without supportive attitudes,
motivation, resources, and working conditions. Other
factors, including transformational leadership,
employee motivation, technical competence, and the
work environment, may play a more substantial role in
determining employee performance.

5.3. Effect of Organizational
Behavior on Employee Performance

The results indicate that organizational citizenship
behavior (OCB) has a positive and significant effect on
the performance of public-sector employees
responsible for leprosy control programs at district and
city health offices in Southeast Sulawesi Province. This
means that stronger extra-role behavior is associated
with higher employee performance.

OCB is reflected in employees’ willingness to
assist colleagues, maintain harmonious working
relationships, and contribute beyond their formal
responsibilities. Such behavior improves work
effectiveness and supports a positive organizational
environment. Sportsmanship emerged as the dominant
dimension, indicating that a positive attitude, resilience
under pressure, and a willingness to work without
excessive complaints are important factors supporting

Citizenship

performance, particularly under challenging field
conditions. Other dimensions, including
conscientiousness, courtesy, and altruism, also

contribute to effective teamwork. Civic virtue made the
weakest contribution, indicating that employees’ active
involvement in broader organizational matters requires
further improvement.

Overall, these findings confirm the importance of
OCB in improving employee performance by
strengthening positive and collaborative working
behavior. However, they differ from studies reporting
an insignificant relationship between OCB and
performance [42, 43]. These differences may result
from variations in organizational characteristics, the
degree of work formalization, and contextual factors
such as job satisfaction, organizational commitment,
and organizational culture.

5.4. Effect of Transformational Leadership on
Organizational Citizenship Behavior
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The results indicate that transformational
leadership has a positive and significant effect on
organizational citizenship behavior among public-
sector employees responsible for leprosy control
programs in Southeast Sulawesi Province. This means
that more effective transformational leadership is
associated with stronger employee extra-role behavior.

Leadership that provides a clear vision,
inspiration, and individualized attention encourages
voluntary behavior such as helping colleagues,
maintaining constructive working relationships, and
actively participating in organizational activities.
Inspirational motivation and individualized
consideration emerged as the dominant leadership
dimensions, indicating that they contribute to employee
trust, motivation, and emotional attachment to the
organization. These leadership practices are reflected in
stronger  sportsmanship, conscientiousness, and
courtesy, which support work effectiveness and a
collaborative organizational culture.

This finding is consistent with previous studies
showing that transformational leadership strengthens
OCB through employee motivation, interpersonal
relationships, and the internalization of organizational
values [44-46]. However, it differs from studies
reporting an insignificant effect [42, 43]. These
differences may be attributable to organizational
characteristics, the extent to which transformational
leadership is internalized by employees, and the
influence of other variables such as job satisfaction and
organizational culture.

5.5. Effect of Organizational Commitment on
Organizational Citizenship Behavior

The results indicate that organizational
commitment has a positive and significant effect on
organizational citizenship behavior among public-
sector employees responsible for leprosy control
programs in Southeast Sulawesi Province. This means
that stronger organizational commitment is associated
with stronger employee extra-role behavior.

Normative commitment emerged as the dominant
dimension, reflecting employees’ moral obligations and
sense of responsibility, which encourage them to
contribute beyond their formal duties. This finding is
consistent with the dominance of sportsmanship within
OCB, which is demonstrated through positive attitudes,
limited complaints, and continued productivity under
different working conditions. The relationship indicates
that loyalty, responsibility, and work ethics can
encourage  voluntary  behavior that  supports
organizational effectiveness and a harmonious working
environment.

This finding is consistent with previous studies
demonstrating  that  organizational = commitment
promotes OCB through loyalty, a sense of belonging,
and the internalization of organizational values [10-

12]. However, it differs from the findings of Novianti
[47], who reported an insignificant relationship. This
difference may be explained by variations in the
internalization of organizational commitment and other
contextual factors, including job satisfaction,
leadership, and organizational culture.

5.6. Mediating Role of Organizational
Citizenship Behavior in the Relationship Between
Transformational Leadership and Employee
Performance

The results indicate that transformational
leadership has a positive and significant indirect effect
on employee performance through organizational
citizenship behavior. OCB therefore partially mediates
the relationship between transformational leadership
and employee performance. Leadership that provides
inspirational motivation, individualized consideration,
and intellectual stimulation encourages extra-role
behavior, including sportsmanship, conscientiousness,
and cooperation. These behaviors subsequently
improve employee initiative, work quality, and service
orientation.

This finding is consistent with transformational
leadership theory [36], social exchange theory [48], the
theory of planned behavior [49], and Path—Goal Theory
[3]. Together, these theories explain how leadership
may influence employee behavior through motivation,
reciprocal relationships, behavioral intentions, and the
provision of organizational support. The mediation is
classified as partial because both the direct effect of
transformational leadership on performance and its
indirect effect through OCB are statistically significant.
Therefore, OCB represents an important behavioral
mechanism that strengthens, but does not fully account
for, the effect of transformational leadership on
employee performance. This result is also supported by
previous studies [44—46].

5.7. Mediating Role of Organizational
Citizenship Behavior in the Relationship Between
Organizational Commitment and Employee
Performance

The results indicate that organizational citizenship
behavior fully mediates the relationship between
organizational commitment and employee
performance. Organizational commitment does not
directly translate into higher performance. Instead,
employees with stronger organizational commitment
tend to demonstrate greater voluntary and extra-role
behavior, such as assisting colleagues, maintaining
cooperation, assuming additional responsibilities, and
demonstrating sportsmanship. These OCB behaviors
subsequently contribute to improved employee
performance.

OCB therefore serves as the principal behavioral
mechanism through which organizational commitment
contributes to employee performance. Full mediation is
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established because the indirect effect through OCB is
statistically significant, whereas the direct effect of
organizational commitment on employee performance
is not significant. This finding is consistent with
previous research showing that organizational
commitment can improve performance through the
development of OCB [11, 12]. However, it differs from
Novianti [47], who found that the mediating effect was
not statistically significant, possibly because of
differences in organizational conditions and the extent
to which commitment was internalized by employees.

6. Research Limitations

The limitations of this study should be considered
when interpreting the findings. First, the study
employed a cross-sectional design; therefore, causal
relationships among the variables cannot be firmly
established. Second, the data were collected using self-
reported questionnaires, which may have introduced
perceptual and social desirability biases. Third, the
study was conducted exclusively among leprosy
program managers in Southeast Sulawesi Province;
therefore, the findings should be generalized to other
regions and organizational contexts with caution.
Furthermore, the use of a single source for measuring
all variables may have created a risk of common
method bias and influenced the observed relationships.

7. Conclusion and Recommendations

The results demonstrate that transformational
leadership has positive and significant effects on both
employee performance and organizational citizenship
behavior. Organizational commitment does not have a
significant direct effect on employee performance but
has a positive and significant effect on OCB. OCB also
has a positive and significant effect on employee
performance. Furthermore, OCB partially mediates the
relationship between transformational leadership and
employee performance and fully mediates the
relationship between organizational commitment and
employee performance. These findings indicate that
organizational commitment contributes to improved
employee performance primarily through the
development of OCB.

Leaders should strengthen transformational
leadership practices by enhancing inspirational
motivation,  individualized  consideration, and
intellectual stimulation. Organizations should also
strengthen affective commitment and employee
involvement so that commitment is expressed not only
as a normative obligation but also through voluntary
and constructive behavior. OCB dimensions such as
sportsmanship, conscientiousness, cooperation, and
particularly civic virtue should be further developed.
Human resource policies should integrate leadership
development, employee commitment, OCB, training,

and performance evaluation. Future studies may
incorporate additional variables, including
organizational culture, job satisfaction, motivation, and
perceived organizational support, and employ
longitudinal or mixed-method designs to provide a
more comprehensive understanding of the relationships
examined.
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