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ment, namely employee engagement.
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1 INTRODUCTION

Employees are essential resources for the running of an organization. Employees support the
organization in achieving its objectives (Norddin et al., 2015). Moreover, employees determine the
organization's success and sustainability in a highly competitive environment (Naziatul et al., 2020).
Therefore, it is essential for companies to retain their employees. Organizational commitment is a
factor that influences companies' efforts to retain their employees.

Organizational commitment is one of the most significant factors relating to the existence of
employees within an organization and reflects the bond between employees and the organization
(Lambert & Hogan, 2009). Organizational commitment enables organizations to benefit from their
workforce (Imamoglu et al., 2019), which can enhance employee satisfaction and productivity (Chiu
et al., 2019; Qureshi et al., 2019; Sungu et al., 2019). These things are essential for improving firm
performance, the company's ability to be more competitive than its competitors, and the sustaina-
bility of the business (Jermsittiparsert, 2020; Kim & Brymer, 2011). As a result, organizational
commitment is one of the most critical factors the business must consider to ensure its long-term
viability.

In social exchange theory (SET), a social exchange happens when a person (initiator) behaves in
a way that benefits others but does not place specific obligations on others. However, according to
the norm of reciprocity, the recipient must respond in a way that also benefits the initiator (Casimir
et al., 2014). Based on this principle, employees will show high organizational commitment if the or-
ganization provides a good and supportive work environment (Liu & Deng, 2011). Furthermore, lead-
ers that support their followers and have positive attitudes towards them make their followers work
more effectively and with positive attitudes (Harden et al., 2018). The quality of the reciprocal rela-
tionship between leaders and followers is related to the leader-member exchange (LMX).

Theoretically, LMX has a direct effect on organizational commitment. According to Lee (2005),
in high-quality social exchange, followers may sense a commitment to the organization since they
have developed an attachment to their leader and other organizational members. In addition,
follower commitment can be their way of showing gratitude or obligation for what their leader has
done for them. Therefore, the quality of the leader's relationship with his followers will determine
the level of followers' commitment to the organization.

Previous empirical studies have not shown conclusive results despite a theoretical link between
LMX and organizational commitment. Multiple research demonstrates that LMX influences organi-
zational commitment (e.g., Griffith et al., 2011; Islam et al., 2013; Lopez-Ibort et al., 2020; Robert &
Vandenberghe, 2021). Other studies, however, have concluded that LMX has little effect on organi-
zational commitment (e.g., Buch, 2015; Kee et al., 2004; Leow & Khong, 2009). Not all LMX dimensions
positively and significantly influence each dimension of organizational commitment (Hung et al.,
2004; Leow & Khong, 2009). Social and economic LMX do not significantly influence affective com-
mitment (Buch, 2015). The discrepancy between these studies' findings indicates a research gap re-
lated to the relationship between LMX and organizational commitment.

This study tries to address this gap by examining and testing the variables influencing the
relationship between LMX and organizational commitment, one of which is employee engagement.
Several studies have discussed the relationship between LMX and employee engagement (Breevaart
et al., 2015; Burch & Guarana, 2014; Chaurasia & Shukla, 2013; Tanskanen et al., 2019) and the
relationship between employee engagement and organizational commitment (Biswas & Bhatnagar,
2013; Hanaysha, 2016; Nazir & Islam, 2017; Rameshkumar, 2020). However, no research has
investigated the interaction of employee engagement on the relationship between LMX and
organizational commitment. Previous research only studied the mediating role of employee
engagement in the relationship between corporate social responsibility (CSR) and employee-
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company identification on organizational commitment (Gupta, 2017) and the relationship between
employee communication and organizational commitment (Walden et al., 2017). Therefore, this study
aims to study the mediating role of employee engagement in the relationship between LMX and
organizational commitment.

This study is crucial for Indonesia's context. A study from Mercer ASEAN (2021) shows that even
though employee motivation and satisfaction in Indonesia are higher than global and Asia-Pacific
scores, the score of employees' intention to stay is below global and Asia-Pacific scores. Furthermore,
this study also shows that employees that feel supported are more likely to trust their organizations.
Meanwhile, researchers have acknowledged that organizational commitment can influence employ-
ees' turnover intention (e.g., Falatah & Conway, 2019; Labrague et al., 2018; Ramalho Luz et al., 2018).
Employees' turnover intention can cost companies from loss of talent, additional recruitment and
hiring stages, and performance difference between new employees and more experienced employ-
ees who leave the organization (Guzeller & Celiker, 2019). In the long run, it will decrease organiza-
tional knowledge and, ultimately, firm performance (Davidson et al., 2010). These findings underscore
the importance of addressing internal or external factors that may influence the level of employee
commitment to the organization. Therefore, this study may provide insight to organizations in Indo-
nesia on how to improve the organizational commitment of their employees.

This study is structured as follows. The second section presents the theoretical background and
research hypotheses of the proposed research model. In the third section, the research methodology
is discussed. The results of the data analysis are discussed in the fourth part. The remaining sections
discuss the findings, theoretical contribution, theoretical and practical implications, and conclude
the study.

2 THEORETICAL BACKGROUND

21 LEADER-MEMBER EXCHANGE (LMX)

LMX s a leadership theory that examines the dyadic relationship between leaders and their sub-
ordinates that is formed over time through a series of interactions between them (Bauer & Green,
1996; Uhl-Bien et al., 2014). The basis of this theory is that leaders can have different relationship
qualities with each of their subordinates (Torka et al., 2010). According to LMX, leaders have high-
quality relationships with organizational members when these relationships exceed their job respon-
sibilities, which can be the exchange of material and non-material goods (Liden et al., 1997). On the
other hand, leaders tend to have lower-quality relationships with other organizational members
when the relationship is limited to the job descriptions of both the employee and the leader (Bauer
& Erdogan, 2015). Thus, the quality of LMX is determined by trust, information sharing, and providing
resources and emotional support to all members. This difference in the leader-member relationship
occurs because the leader has limited resources and time (Chaurasia & Shukla, 2013).

2.2 EMPLOYEE ENGAGEMENT

Employee engagement refers to employees' cognitive, behavioral, and physical states focused on
organizational outcomes (Shaik & Makhecha, 2019). Highly engaged workers understand their role in
achieving organizational objectives and inspire their coworkers to do the same (Anitha, 2014). A high
employee engagement is associated with better productivity and improved company profitability.
Employee engagement also implies that employees are engaged with the company's values and mis-
sion, are empowered, and devote their energy, passion, and maximum effort to their work (Men et
al., 2020). Thus, employee engagement must be the organization's top priority, whether in good or
bad times (Chanana & Sangeeta, 2021).
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2.3 ORGANIZATIONAL COMMITMENT

Organizational commitment is a psychological state that describes the relationship between em-
ployees and the organization, which can affect an employee's decision to remain in the organization
or leave (Cao et al., 2019). According to the social exchange theory, organizational commitment is the
outcome of a small investment that an employee has made over time and which will stop his voluntary
disengagement from the organization (Herrera & De Las Heras-Rosas, 2021). Organizational commit-
ment is a behavior that demonstrates employee loyalty to the organization and how organization
members demonstrate concern for organizational operations and development (Eliyana et al., 2019).
Therefore, organizational commitment is one of the employees' most significant and sensitive atti-
tudes towards their organization. The positive effect of organizational commitment is an increase in
employee loyalty, whereas employee turnover is the negative effect of it (Guzeller & Celiker, 2019).

24 LMX AND ORGANIZATIONAL COMMITMENT

Theoretically, LMX and organizational commitment are related. According to the LMX theory,
leaders and followers mutually contribute to the development of their relationship. Leaders can grant
greater freedom or work duties, and followers will respond by demonstrating a solid commitment to
attain company objectives or delivering excellent performance and effort (Bauer & Green, 1996).
These things unquestionably benefit leaders and organizations. When followers are treated well by
their leader, they may develop a sense of belonging and emotional attachment to the organization
(Casimir et al., 2014). Employees with positive relationships with their superiors will be more com-
mitted to the company's success (Chiang & Lin, 2016). An exchange between leaders and followers
that successfully blends interpersonal and professional relationships can foster a sense of purpose
and employee commitment (Morris & Sherman, 1981). Thus, high-quality LMX will be indicated by the
reciprocal interaction between leaders and followers who have a positive feedback loop and foster
employee commitment to the organization.

Leaders will provide greater responsibility and emotional support to employees with strong LMX
(Dansereau et al., 1975). The high quality of LMX is also shown by the effective collaboration between
leaders and followers in resolving organizational difficulties, which positively affects employee com-
mitment to the organization (Garg & Dhar, 2014). High LMX quality can boost organizational com-
mitment, foster teamwork, contribute to shared goals, and reduce employee turnover (Srivastava &
Dhar, 2016). Previous empirical investigations (Griffith et al., 2011; Islam et al., 2013; Lopez-Ibort et
al., 2020; Robert & Vandenberghe, 2021) also support this relationship.

According to a study of the relevant literature, LMX has a positive effect on organizational com-
mitment. This study, therefore, suggests a hypothesis:

H1. LMX has a positive effect on organizational commitment.

2.5 LMXAND EMPLOYEE ENGAGEMENT

Employee engagement refers to the level of dedication and relationship that employees have
with their firm and its principles. Highly-engaged employees are aware of their role in accomplishing
business objectives and motivate their coworkers to do the same (Anitha, 2014). Theoretically, SET
and LMX explain the relationship between LMX and employee engagement. According to the Social
Exchange Theory, when employees receive economic and socio-emotional resources (feel valued in
the organization), they will attempt to return to the firm or their leaders through their contributions
and efforts (Cropanzano & Mitchell, 2005). Similarly, from the LMX perspective, the interaction be-
tween leaders and employees is dyadic. When the leader-follower connection has low LMX quality,
the relationship is merely considered a monetary transaction (compensation) for employee perfor-
mance. When the leader-follower connection has a high LMX quality, it is considered a social trans-
action characterized by reciprocity, loyalty, trust, and commitment (Cropanzano & Mitchell, 2005;

33



Wirawan Samahita Wirotama/Journal of HRM, vol. XXV, 2/2022, 30-46

Gutermann et al., 2017; R. Liden et al., 1997). The emphasis of these two theories is vital for describing
the relationship between LMX and employee engagement since a dyadic relationship between lead-
ers and employees is required to foster employee engagement (Rama Devi, 2009).

The relationship between employees and their leaders is a source of employee engagement
(Lartey, 2022). Moreover, the level of employee engagement depends on how employees perceive the
quality of LMX, while it is the organization's responsibility to foster a conducive climate for the de-
velopment of positive connections with their leaders (Chaurasia & Shukla, 2013). When employees
can carry out the obligations and roles assigned to them by their leaders, they will win the trust of
their leaders through increasing responsibility, stronger emotional support, and a higher level of en-
gagement (Burch & Guarana, 2014). Employee engagement is characterized by personal commitment,
emotional attachment, dedication, and cognitive focus (Lebron et al., 2018). Many previous empirical
investigations also support this association (Breevaart et al., 2015; Garg & Dhar, 2017; X. Li et al., 2012;
M. Lartey, 2022; Tanskanen et al., 2019).

According to the previous studies, LMX positively impacts employee engagement. This study,
therefore, suggests a hypothesis:

H2. LMX has a positive effect on employee engagement.

2.6 EMPLOYEE ENGAGEMENT AND ORGANIZATIONAL COMMITMENT

Employee engagement is associated with employee loyalty and commitment to their work,
whereas organizational commitment is associated with employee loyalty and commitment to the or-
ganization (Aboramadan et al., 2020; Agyemang & Ofei, 2013). These two variables describe distinct
yet interdependent relationships. From a theoretical standpoint, social exchange theory is the fun-
damental mechanism for employee engagement. Employees with a high level of employee engage-
ment at work are more likely to respond with enhanced organizational commitment (Lin & Ping,
2016).

In a highly competitive economic environment, having highly engaged employees can offer an
organization a competitive advantage since employee engagement positively affects essential organ-
izational outcomes, such as organizational commitment and job performance (Breevaart et al., 2015).
Employees with a high level of organizational commitment firmly accept and believe in the organi-
zation's goals and values and are willing to help. Additionally, they strongly desire to maintain a re-
lationship with the organization (Cao et al., 2019). Many earlier empirical investigations also support
this relationship (Breevaart et al., 2015; Garg & Dhar, 2017; X. Li et al., 2012; Tanskanen et al., 2019;
Walden et al., 2017).

According to a study of the existing literature, employee engagement is positively related to or-
ganizational commitment. This study, therefore, suggests a hypothesis:

H3. Employee engagement has a positive effect on organizational commitment.

2.7 THE MEDIATING ROLE OF EMPLOYEE ENGAGEMENT IN THE RELATIONSHIP BE-
TWEEN LMX AND ORGANIZATIONAL COMMITMENT

Even though there is a relationship between LMX, employee engagement, and organizational
commitment, no empirical research has examined how these three factors are related, especially in
Indonesia. Moreover, there are currently no conclusive results regarding the direct effect of LMX on
organizational commitment time (Buch, 2015; Hung et al., 2004; Leow & Khong, 2009). This study
examines the role of employee engagement as a mediator between the effect of LMX on organiza-
tional commitment.

Based on prior research findings, leaders with a high-quality LMX can provide resources that
assist employees in attaining their work goals, promote personal growth, and enhance employee en-
gagement (Agarwal et al., 2012). When the level of engagement is high, employees feel connected to

34



Wirawan Samahita Wirotama/Journal of HRM, vol. XXV, 2/2022, 30-46

their work and colleagues. In addition, they are better able to complete tasks and enjoy their work.
Employees are ultimately attached and committed to their organization (W. Kim et al., 2017; Orgam-
bidez et al., 2019). Social exchange theory, which emphasizes the reciprocal link between leaders and
followers, may offer a view related to the mechanism of this process. In accordance with the norm
of reciprocity, when a leader displays positive attitudes toward his followers, those followers will also
reciprocate with positive attitudes (Casimir et al., 2014).

Based on the existing literature review, LMX positively affects employee engagement, which then
affects organizational commitment. Thus, this study proposes a hypothesis:

H4. Employee engagement mediates the effect of LMX on organizational commitment.

These four hypotheses are crucial to address the research gap identified in this study. To test a
mediation effect, Carrion et al. (2017) suggest that it is necessary to test the indirect effect of the
independent variables on the dependent variable through a mediator. The direct effect will deter-
mine whether there exists a full mediation effect or partial mediation effect. Therefore, to test the
mediating role of employee engagement in the relationship between LMX on organizational commit-
ment, this study needs to test whether there is a relationship between LMX and employee engage-
ment and whether there is a relationship between employee engagement and organizational com-
mitment. Then, the direct effect of LMX on organizational commitment will determine the type of
mediation effect in the model. If both indirect effect and direct effect are significant, then there exists
a partial mediation effect of employee engagement. If only indirect effect is significant, then there
exists a full mediation effect of employee engagement. If both indirect effect and direct effect are
not significant, then there is no mediation effect.

3 THEORETICAL BACKGROUND

31 SAMPLE AND PROCEDURE

This study's sample comprised 175 Indonesian employees. Data from 170 respondents can be used
for further study after outlier removal. This study was conducted between 14 June and 7 July 2022.
Using Google Form, the study questions were delivered and filled out online. Table 1 lists the char-
acteristics of the respondents.

Table 1.  Characteristics of Respondents

No Characteristics n %
1 Gender
Male 95 | 55.88%
Female 75 | 44.12%
2 Age
<30 year 89 | 52.35%
30 - <40 year 38 | 22.35%
40 - <50 year 31 18.24%
> 50 year 12 | 7.06%
3 Level of Education
High School 23 | 13.53%
Diploma 30 | 17.65%
Undergraduate 90 | 52.94%
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Postgraduate 27 | 15.88%
4 Working Period at Current Company
<10 year 148 | 87.06%
10 - <20 year 16 9.41%
> 20 year 6 3.53%
5 Location (Island)
Java 156 | 91.76%
Kalimantan 6 3.53%
Bali 1 0.59%
Maluku 1 0.59%
Nusa Tenggara 1 0.59%
Papua 5 2.94%
6 Business Field
Service 82 | 48.24%
Transportation 55 | 32.35%
Manufacturing 9 5.29%
Distribution 4 2.35%
Logistics 3 1.76%
Mining 2 1.18%
etc. 15 8.82%

Source: own illustration

3.2 INSTRUMENTS

The study employed 5-point Likert scale items with values ranging from 1 (strongly disagree) to
5 (strongly agree). The questionnaire for this study is divided into two sections. The first section
requires the respondent to provide descriptive and general information, such as gender, age, educa-
tion, working period at the current company, and industry in which the respondent works. The sec-
ond section consists of questions designed to assess LMX, employee engagement, and organizational
commitment. The questionnaire was first translated into Indonesian before being delivered to re-
spondents.

Leader-Member Exchange (LMX). This study uses an instrument from Tanskanen et al. (2019),
consisting of 9 items to measure LMX. This unidimensional measure was developed to overcome the
weaknesses of some well-known LMX measures, for example, as proposed by Scandura and Graen
(1984) and Liden and Maslyn (1998). Some of the items include "I get along well with my supervisor,"
"Our cooperation benefits the performance of us both at work," and "We appreciate each other's
competence at work."

Employee Engagement (EE). This study uses an instrument from Soane et al. (2012) to measure
employee engagement. This measure consists of 3 dimensions, and each dimension consists of 3
items. The dimensions are intellectual engagement, social engagement, and affective engagement.
Some of the items include "I focus hard on my work," "I share the same work values as my colleagues,"
and "I feel energetic in my work."

Organizational Commitment (OC). This study uses an instrument from Walden et al. (2017), which
consists of 5 items to measure organizational commitment. This measure is unidimensional. Some of
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the items include "I have a long-lasting bond with the organization I work for," "I would rather work
together with this organization than not," and "I can see that the organization I work for wants to
maintain a relationship with me."

3.3 CONCEPTUAL FRAMEWORK

Fig1l. Conceptual framework of this study

Employee
Engagement

Leader-Member
Exchange

Organizational
Commitment

Source: own illustration

4 RESEARCH RESULTS

This study applies a reflective measurement model, which assumes that the items or measure
represents the effect of the underlying variable (Hair et al., 2014). LMX and organizational commit-
ment are first-order factors, while employee engagement is a second-order factor consisting of the
dimensions of intellectual engagement, social engagement, and affective engagement. Based on the
instrument provided by Soane et al. (2012), employee engagement is a reflective-reflective second-
order construct. Therefore, the data analysis for this study consisted of evaluating the first-order
model to determine the instrument's reliability and validity. Then, the model will be assessed to de-
termine the direct relationship between variables and the mediation effect.

This research model was evaluated using partial least square-structural equation modeling (PLS-
SEM). PLS-SEM is utilized to develop an explanatory research model by explaining the variance in
the dependent variables (Hair et al., 2014). This is consistent with the purpose of this study. This study
calculates the standard errors of the estimates using bootstrapping with 10,000 replications. The
common method test is conducted by examining the value of the inner VIF on the results of the
collinearity test. The inner VIF test results indicate that all VIF values are less than 3.3, with the
maximum value being 3.12. Therefore, this research model is free from common method bias (Kock,
2015).

This study uses the VAF value to test the mediating effect by comparing the value of the indirect
effect to the total effect. If VAF is less than 20%, then no mediation occurs. If VAF is larger than 80%,
there is a full mediating effect. If VAF is between 20% and 80%, then there is a partial mediating effect
(Hair et al., 2014).

41 ASSESSMENT OF MEASUREMENT MODEL
The research model is shown in Figure 1. To evaluate the measurement model, multiple tests
must be conducted. If the composite reliability and Cronbach's alpha are between 0.60 and 0.70, the
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instrument for this model is considered reliable (Hair et al., 2017; Ursachi et al., 2015). If the Average
Variance Extracted (AVE) value is greater than 0.50, and the outer loading value of an item is 0.70,
the instrument passes the convergent validity test. If the value of the outer loadings of the items on
the related variables is greater than the cross-loadings of items with other variables (pass the cross-
loadings test) and the root of the AVE value is greater than the correlation with other variables (For-
nell-Larcker test), then the instrument passes the discriminant validity test (Hair et al., 2017).

The values of outer loadings, AVE, composite reliability, and Cronbach's alpha are presented in
Table 2, the results of the cross-loadings test are in Table 3, and the results of the Fornell-Larcker
test are in Table 4 show that the measurement model of this study is reliable and valid for this study.

Table 2.  Result of Reliability, Convergent Validity, and Fornell-Larcker Tests
Cronbach'sa | rho_A | CR AVE CA FinP | MarP | SE
CA 0.787 0.800 | 0.863 | 0.613 | 0.783
FinP 0.737 0.780 | 0.849 | 0.653 | 0.626 | 0.808
MarP 0.874 0.877 | 0.923 | 0.799 | 0.615 | 0.520 | 0.894
SE 0.769 0.790 | 0.865 | 0.682 | 0.688 | 0.459 | 0.528 | 0.826

Notes: CR, composite reliability; AVE, average variance extracted; SE, strategy execution; CA, competitive
advantage; FinP, financial performance; MarP, market performance. For Fornell-Larcker test, bold values

indicate square root of AVE, while others indicate correlation with other variables

Table 3.  Result of Outer-Loading and Cross-Loading Tests

SE CA FinP MarP

SE3 0.834 0.506 0.240 0.304
SE4 0.871 0.689 0.430 0.487
SE5 0.770 0.476 0.429 0.481
CA3 0.637 0.839 0.528 0.531
CA4 0.517 0.829 0.600 0.514
CAS5 0.492 0.776 0.383 0.473
CA6 0.496 0.676 0.426 0.397
FinP3 0.422 0.632 0.889 0.503
FinP4 0.220 0.405 0.748 0.392
FinP5 0.432 0.443 0.781 0.354
MarP1 0.488 0.508 0.494 0.904
MarP2 0.535 0.551 0.507 0.918
MarP3 0.387 0.592 0.390 0.859

Notes: Bold values indicate outer-loading, while others indicate cross-loading

Table 4.  Result of Heterotrait-Monotrait (HTMT) Test
CA FinP MarP SE
CA
FinP 0.792
MarP 0.740 0.639
SE 0.864 0.575 0.624

Source: own illustration
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42 ASSESSMENT OF STRUCTURAL MODEL

The model fit test, the coefficient of determination R2, the effect size Q2, the direct effect test,
and the mediation effect test were conducted to assess the research hypothesis. The results of the
model fit test indicate that the SRMR for the saturated model is 0.085 and 0.089 for the estimated
model. Since the SRMR is less than 0.1, this research model has an excellent model fit (Knock, 2022).
The R? test reveals that the power of LMX in predicting EE is 67.94%, whereas the power of LMX and
EE in predicting OC is 60.38%. This number suggests that this model's predictive power is moderate
(Hair et al., 2014). The Q? test result with an omission distance of 7 reveals that the Q?* value of all
variables is greater than 0. The values range from 0.399 to 0.678. These findings suggest that this
research model has predictive relevance for predicting OC.

Table 5 displays the results of the direct effect and mediating effect tests. LMX has a positive and
statistically significant direct effect on OC (=0.224, p<0.05) and EE ($=0.824, p<0.01). This statistical
evidence supports H1 and H2. EE positively and directly affects OC ($=0.582, p<0.01). This statistical
evidence supports H3.

Table 5.  Result of Direct Effect Test

Path Paft:h .Coef— Stanfi af‘d De- t-statistics | p-value
icient viation

SE - FinP 0.476 0.129 3.686 0.000™

SE > MarP 0.540 0.087 6.222 0.000™

SE > CA 0.691 0.060 11.510 0.000™

CA - FinP 0.635 0.075 8.443 0.000™

CA > MarP 0.618 0.087 7.148 0.000™

Notes: **p < 0.01 (99%), t-statistics > 2.581

For the mediating effect test, Table 6 shows that LMX has a positive and significant indirect effect
on OC through EE (B=0.479, p<0.01). The total effect of LMX on OC is also positive and significant
(B=0.704, p<0.01). Therefore, the VAF value is 68.12%, between 20% and 80%. This result indicates
that EE has a partial mediating effect on the effect of LMX on OC. This result statistically supports
H4.

Table 6.  Result of Mediation Effect Test

Path Path.Coeffi— Stan.d af‘d De- t-statistics p-value
cient viation
Direct Effect
SE > CA 0.688 0.064 10.798 0.000™
CA - FinP 0.590 0.146 4.049 0.000™
CA > MarP 0.479 0.144 3.323 0.001™
SE - FinP 0.053 0.180 0.294 0.769
SE > MarP 0.198 0.144 1.373 0.170"s
Specific Indirect Effect
SE > CA - FinP 0.406 0.120 3.377 0.001"
SE > CA > MarP 0.329 0.108 3.061 0.002™
Total Effect
CA - FinP 0.590 0.146 4.049 0.000™
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CA > MarP 0.479 0.144 3.323 0.001™

SE > CA 0.688 0.064 10.798 0.000™
SE - FinP 0.459 0.121 3.804 0.000™
SE > MarP 0.528 0.095 5.553 0.000™

Notes: **p < 0.01 (99%); ns, not significant, p > 0.05 (95%)
5 DISCUSSION

This study hypothesizes that LMX has a significant effect on organizational commitment. The
results of this study support this hypothesis, which found that LMX has a significant positive effect
on organizational commitment. This finding is in line with LMX and social exchange theory, which
hypothesize that employees with high LMX quality with their leaders will reciprocate with greater
employee commitment to their firms based on the norm of reciprocity. This result is also consistent
with earlier research indicating that employees whose supervisors provide support will demonstrate
more organizational commitment (Islam et al., 2013).

In addition, this study also hypothesizes that LMX has a significant effect on employee engage-
ment. This study's findings validate this hypothesis. This finding is also compatible with the social
exchange theory, which states that when employees feel valued and supported by their leaders in
the organization, they will attempt to repay their leaders with their contributions (Cropanzano &
Mitchell, 2005). This result is consistent with prior studies, which revealed that employees who fre-
quently interact with supportive leaders would have high levels of engagement and performance
(Aggarwal et al., 2020).

The findings of this study indicate that LMX has an indirect effect on organizational commitment
via employee engagement. These results are consistent with social exchange theory explaining the
dyadic relationship between leaders and followers. If their leaders display positive attitudes toward
them, followers will reciprocate with positive attitudes (Casimir et al., 2014). Consequently, followers
with a high LMX quality with their leader will respond with a high level of engagement. With a high
level of engagement, employees will reinvest tangible and intangible resources into their organiza-
tion by being committed to the organization (Boon & Kalshoven, 2014). This study also demonstrates
that employee engagement positively and statistically significantly affects organizational commit-
ment. High organizational commitment is characterized by a strong desire to contribute to the or-
ganization (Cao et al., 2019). These results can shed new light on how LMX influences organizational
commitment via employee engagement.

51 IMPLICATIONS FOR THEORY AND PRACTICE

The results of this study have numerous essential implications. First, LMX and employee engage-
ment may be the most crucial aspects to comprehend when attempting to explain the level of em-
ployee commitment to the organization. This can enrich LMX and social exchange theories in their
ability to explain complicated leader-follower relationships within organizations. In general, leaders
significantly impact employee engagement and commitment (P. Li et al., 2021; Mwesigwa et al., 2020).
Therefore, leaders must provide support and mentoring so that employees feel valued and recognize
that their contributions are integral to achieving larger organizational objectives. Thus, employees
are motivated to give maximum effort.

Second, the findings of this study demonstrate that LMX has a significant effect on shaping em-
ployees' perceptions of the organizational environment in which they work, which ultimately deter-
mines the contributions they make to the organization. This discussion becomes crucial to studying
employee experience. Employee experience is essentially an employee's view of their work
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experience as a result of their interactions with the organization (IBM & Globoforce, 2017). In recent
years, human resource management and companies have frequently discussed employee experience,
emphasizing employee engagement enhancement (APQC, 2019). This research can contribute prac-
tically and theoretically to our understanding of how the interactions between leaders and followers
affect employee experience in organizations.

6 CONCLUSION

The main objective of this study is to examine how employee engagement can mediate the effect
of LMX on organizational commitment. This study employs LMX theory and social exchange theory
as its foundational theories. The findings of this study indicate that LMX has a direct effect on or-
ganizational commitment and employee engagement. Employee engagement directly influences or-
ganizational commitment. Additionally, employee engagement partially mediates the effect of LMX
on organizational commitment. These findings corroborate the LMX theory and the social exchange
theory in describing how the quality of the dyadic interaction between leaders and followers might
influence employees' psychological condition and attitude outcomes in the Indonesian context.

6.1 LIMITATIONS

Although this research has novelty and contribution to the development of theory and its appli-
cation in human resource management, some limitations can be addressed in future research. First,
the sample size is small, and the sample characteristics are skewed to one of the subcategories, as
shown in Table I. These issues can influence the generalizability of the findings to various character-
istics of the sample. Future studies can resolve these issues by conducting studies in various compa-
nies with different demographic conditions. Second, this study only employs quantitative methods
to describe how LMX influences organizational commitment via employee engagement.

6.2 FUTURE RESEARCH DIRECTIONS

Future research can explore the relationship between these three variables by conducting in-
depth interviews with employees and managers to understand both perspectives comprehensively.
Third, this study considers one of the elements that can influence the effect of LMX on organizational
commitment, namely employee engagement.

Future research may examine psychological well-being, employee motivation, or employee ex-
perience as potential mediators of the effect of LMX on organizational commitment. Future studies
can also learn more about how employee involvement can directly or indirectly affect organizational
commitment. This is the first study to jointly examine LMX, organizational commitment, and em-
ployee engagement in Indonesian organizations. Future research can examine research models in
various industries or demographic circumstances.

REFERENCES

Aboramadan, M., Albashiti, B., Alharazin, H., & Dahleez, K. A. (2020). Human resources management
practices and organizational commitment in higher education. International Journal of Educa-
tional Management, 34(1), 154-174. https://doi.org /10.1108 /IJEM-04-2019-0160

Agarwal, U. A., Datta, S., Blake-Beard, S., & Bhargava, S. (2012). Linking LMX, innovative work behav-
iour and turnover intentions. Career Development International, 17(3), 208-230.
https:/ /doi.org/10.1108 /13620431211241063

41



Wirawan Samahita Wirotama/Journal of HRM, vol. XXV, 2/2022, 30-46

Aggarwal, A., Chand, P. K., Jhamb, D., & Mittal, A. (2020). Leader-Member Exchange, Work Engage-
ment, and Psychological Withdrawal Behavior: The Mediating Role of Psychological Empower-
ment. Frontiers in Psychology, 11. https://doi.org/10.3389 /fpsyg.2020.00423

Agyemang, C. B., & Ofei, S. B. (2013). Employee work engagement and organizational commitment: A
comparative study of private and public sector organizations in Ghana. European Journal of Busi-
ness and Innovation Research, 1(4), 20-33.

Anitha. (2014). Determinants of employee engagement and their impact on employee performance.
International Journal of Productivity and Performance Management, 63(3), 308-323.
https:/ /doi.org/10.1108 /1JPPM-01-2013-0008

APQC. (2019). Engagement & The Employee Experience: Survey Report. https://www.apqc.org/re-
source-library /resource-listing /engagement-employee-experience-survey-highlights

Bauer, T. N., & Erdogan, B. (2015). Leader-Member Exchange (LMX) Theory (T. N. Bauer & B. Erdogan
(ed.)). Oxford University Press. https://doi.org /10.1093 /oxfordhb /9780199326174.013.0002

Bauer, T. N., & Green, S. G. (1996). Development of Leader-Member Exchange: A Longitudinal Test.
Academy of Management Journal, 39(6), 1538-1567. https://doi.org/10.5465 /257068

Biswas, S., & Bhatnagar, J. (2013). Mediator Analysis of Employee Engagement: Role of Perceived Or-
ganizational Support, P-O Fit, Organizational Commitment and Job Satisfaction. Vikalpa: The Jour-
nal for Decision Makers, 38(1), 27-40. https://doi.org/10.1177 /0256090920130103

Boon, C., & Kalshoven, K. (2014). How High-Commitment HRM Relates to Engagement and Commit-
ment: The Moderating Role of Task Proficiency. Human Resource Management, 53(3), 403-420.
https:/ /doi.org/10.1002 /hrm.21569

Breevaart, K., Bakker, A. B., Demerouti, E., & van den Heuvel, M. (2015). Leader-member exchange,
work engagement, and job performance. Journal of Managerial Psychology, 30(7), 754-770.
https:/ /doi.org/10.1108 /IMP-03-2013-0088

Buch, R. (2015). Leader-member exchange as a moderator of the relationship between employee-
organization exchange and affective commitment. The International Journal of Human Resource
Management, 26(1), 59-79. https://doi.org /10.1080,/09585192.2014.934897

Burch, T. C., & Guarana, C. L. (2014). The Comparative Influences of Transformational Leadership and
Leader-Member Exchange on Follower Engagement. Journal of Leadership Studies, 8(3), 6-25.
https:/ /doi.org/10.1002 /jls.21334

Cao, Y., Liu, J,, Liu, K., Yang, M., & Liu, Y. (2019). The mediating role of organizational commitment
between calling and work engagement of nurses: A cross-sectional study. International Journal of
Nursing Sciences, 6(3), 309-314. https://doi.org /10.1016 /j.ijnss.2019.05.004

Carrion, G. C., Nitzl, C., & Roldan, J. L. (2017). Mediation Analyses in Partial Least Squares Structural
Equation Modeling: Guidelines and Empirical Examples. In H. Latan & R. Noonan (Ed.), Partial Least
Squares  Path  Modeling  (hal.  173-195).  Springer  International  Publishing.
https:/ /doi.org/10.1007 /978-3-319-64069-3_8

Casimir, G., Ngee Keith Ng, Y., Yuan Wang, K., & Ooi, G. (2014). The relationships amongst leader-
member exchange, perceived organizational support, affective commitment, and in-role perfor-
mance. Leadership &  Organization  Development  Journal,  35(5), 366-385.
https:/ /doi.org/10.1108 /LODJ-04-2012-0054

Chanana, N., & Sangeeta. (2021). Employee engagement practices during COVID-19 lockdown. Journal
of Public Affairs, 21(4). https:/ /doi.org /10.1002 /pa.2508

Chaurasia, S., & Shukla, A. (2013). The influence of leader-member exchange relations on employee
engagement and work role performance. International Journal of Organization Theory & Behavior,
16(4), 465-493. https:/ /doi.org /10.1108 /1JOTB-16-04-2013-B002

42



Wirawan Samahita Wirotama/Journal of HRM, vol. XXV, 2/2022, 30-46

Chiang, C.-F., & Lin, M.-Y. (2016). Motivating organizational commitment in hotels: The relationship
between leaders and employees. Journal of Human Resources in Hospitality & Tourism, 15(4), 462~
484. https:/ /doi.org /10.1080 /15332845.2016.1148570

Chiu, W., Won, D., & Bae, J. (2019). Internal marketing, organizational commitment, and job perfor-
mance in sport and leisure services. Sport, Business and Management: An International Journal,
10(2), 105-123. https:/ /doi.org /10.1108 /SBM-09-2018-0066

Cropanzano, R., & Mitchell, M. S. (2005). Social Exchange Theory: An Interdisciplinary Review. Journal
of Management, 31(6), 874-900. https:/ /doi.org /10.1177 /0149206305279602

Dansereau, F., Graen, G., & Haga, W. J. (1975). A vertical dyad linkage approach to leadership within
formal organizations. Organizational Behavior and Human Performance, 13(1), 46-78.
https:/ /doi.org/10.1016 /0030-5073(75)90005-7

Davidson, M. C. G., Timo, N., & Wang, Y. (2010). How much does labour turnover cost? International
Journal of Contemporary Hospitality Management, 22(4), 451-466.
https://doi.org/10.1108 /095961110110426 86

Eliyana, A., Ma’arif, S., & Muzakki. (2019). Job satisfaction and organizational commitment effect in
the transformational leadership towards employee performance. European Research on Manage-
ment and Business Economics, 25(3), 144-150. https://doi.org/10.1016 /j.iedeen.2019.05.001

Falatah, R., & Conway, E. (2019). Linking relational coordination to nurses’ job satisfaction, affective
commitment and turnover intention in Saudi Arabia. Journal of Nursing Management, 27(4), 715-
721. https: / /doi.org /10.1111 /jonm.12735

Garg, S., & Dhar, R. (2017). Employee service innovative behavior: the roles of Leader-Member Ex-
change (LMX), work engagement, and job autonomy. International Journal of Manpower, 38(2),
242-258. https:/ /doi.org /10.1108 /1IM-04-2015-0060

Garg, S., & Dhar, R. L. (2014). Effects of stress, LMX and perceived organizational support on service
quality: Mediating effects of organizational commitment. Journal of Hospitality and Tourism Man-
agement, 21, 64-75. https:/ /doi.org /10.1016 /j.jhtm.2014.07.002

Griffith, J. A., Connelly, S., & Thiel, C. E. (2011). Leader Deception Influences on Leader—-Member Ex-
change and Subordinate Organizational Commitment. Journal of Leadership & Organizational
Studies, 18(4), 508-521. https:/ /doi.org /10.1177 /1548051811403765

Gupta, M. (2017). Corporate Social Responsibility, Employee-Company Identification, and Organiza-
tional Commitment: Mediation by Employee Engagement. Current Psychology, 36(1), 101-109.
https:/ /doi.org/10.1007 /s12144-015-9389-8

Gutermann, D., Lehmann-Willenbrock, N., Boer, D., Born, M., & Voelpel, S. C. (2017). How Leaders
Affect Followers’ Work Engagement and Performance: Integrating Leader-Member Exchange and
Crossover Theory. British Journal of Management, 28(2), 299-314. https://doi.org/10.1111 /1467-
8551.12214

Guzeller, C. O., & Celiker, N. (2019). Examining the relationship between organizational commitment
and turnover intention via a meta-analysis. International Journal of Culture, Tourism and Hospi-
tality Research, 14(1), 102-120. https:/ /doi.org /10.1108 /IJCTHR-05-2019-0094

Hair, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2014). A Primer on Partial Least Squares Structural
Equation Modeling (PLS-SEM). SAGE Publications.

Hair, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2017). A Primer on Partial Least Squares Structural
Equation Modeling (PLS-SEM) (2 ed.). SAGE Publications.

Hanaysha, J. (2016). Testing the Effects of Employee Engagement, Work Environment, and Organiza-
tional Learning on Organizational Commitment. Procedia - Social and Behavioral Sciences, 229,
289-297. https:/ /doi.org /10.1016 /j.sbspro.2016.07.139

43



Wirawan Samahita Wirotama/Journal of HRM, vol. XXV, 2/2022, 30-46

Harden, G., Boakye, K. G., & Ryan, S. (2018). Turnover Intention of Technology Professionals: A Social
Exchange Theory Perspective. Journal of Computer Information Systems, 58(4), 291-300.
https://doi.org/10.1080/08874417.2016.1236356

Herrera, J., & De Las Heras-Rosas, C. (2021). The Organizational Commitment in the Company and Its
Relationship With  the Psychological Contract. Frontiers in  Psychology, 11
https:/ /doi.org/10.3389 /fpsyg.2020.609211

Hung, D. K. M., Ansari, M., & Aafaqi, R. (2004). Fairness of human resource management practices,
leader-member exchange and organizational commitment. Asian Academy of Management Jour-
nal, 9.

IBM, & Globoforce. (2017). The Employee Experience Index: A new global measure of a human work-
place and its impact. https:/ /www.ibm.com /downloads/cas /IDMXPMBM

Imamoglu, S. Z., Ince, H., Turkcan, H., & Atakay, B. (2019). The Effect of Organizational Justice and
Organizational Commitment on Knowledge Sharing and Firm Performance. Procedia Computer
Science, 158, 899-906. https:/ /doi.org /10.1016 /j.procs.2019.09.129

Islam, T., ur Rehman Khan, S., Norulkamar Ungku Bt. Ahmad, U., & Ahmed, I. (2013). Organizational
learning culture and leader-member exchange quality: The way to enhance organizational com-
mitment and reduce turnover intentions. The Learning Organization, 20(4/5), 322-337.
https:/ /doi.org/10.1108 /TLO-12-2012-0079

Jermsittiparsert, K. (2020). Leadership and Industry 4.0 As A Tool to Enhance Organization Perfor-
mance: Direct and Indirect Role of Job Satisfaction, Competitive Advantage and Business Sustain-
ability. In Agile Business Leadership Methods for Industry 4.0 (hal. 233-257). Emerald Publishing
Limited. https://doi.org/10.1108 /978-1-80043-380-920201014

Kim, W. G., & Brymer, R. A. (2011). The effects of ethical leadership on manager job satisfaction, com-
mitment, behavioral outcomes, and firm performance. International Journal of Hospitality Man-
agement, 30(4), 1020-1026. https://doi.org/10.1016 /j.ijjhm.2011.03.008

Kim, W., Kim, J., Woo, H., Park, J., Jo, J., Park, S.-H., & Lim, S. Y. (2017). The Relationship Between Work
Engagement and Organizational Commitment: Proposing Research Agendas Through a Review of
Empirical  Literature. =~ Human Resource Development Review, 16(4), 350-376.
https:/ /doi.org /10.1177 /1534484 317725967

Knock, N. (2022). WarpPLS User Manual: Version 8.0. https://www.scriptwarp.com/warppls /Us-
erManual_v_8_0.pdf

Kock, N. (2015). Common Method Bias in PLS-SEM. International Journal of e-Collaboration, 11(4), 1-
10. https://doi.org /10.4018 /ijec.2015100101

Labrague, L. J., McEnroe - Petitte, D. M., Tsaras, K., Cruz, J. P, Colet, P. C,, & Gloe, D. S. (2018). Or-
ganizational commitment and turnover intention among rural nurses in the Philippines: Implica-
tions for nursing management. International Journal of Nursing Sciences, 5(4), 403-408.
https:/ /doi.org /10.1016 /j.ijnss.2018.09.001

Lambert, E., & Hogan, N. (2009). The Importance of Job Satisfaction and Organizational Commitment
in Shaping Turnover Intent. Criminal Justice Review, 34(1), 96-118.
https://doi.org/10.1177 /0734016808324230

Lebron, M., Tabak, F., Shkoler, O., & Rabenu, E. (2018). Counterproductive Work Behaviors toward
Organization and Leader-Member Exchange: The Mediating Roles of Emotional Exhaustion and
Work Engagement. Organization Management Journal, 15(4), 159-173.
https://doi.org,/10.1080 /15416518.2018.1528857

Lee, J. (2005). Effects of leadership and leader-member exchange on commitment. Leadership & Or-
ganization Development Journal, 26(8), 655-672. https: //doi.org /10.1108 /01437730510633728

44



Wirawan Samahita Wirotama/Journal of HRM, vol. XXV, 2/2022, 30-46

Leow, K. L., & Khong, K. W. (2009). Organizational Commitment: The Study of Organizational Justice
and Leader Member Exchange (LMX) Among Auditors in Malaysia. International Journal of Busi-
ness Information, 4, 162-198.

Li, P., Sun, J.-M,, Taris, T. W., Xing, L., & Peeters, M. C. W. (2021). Country differences in the relation-
ship between leadership and employee engagement: A meta-analysis. The Leadership Quarterly,
32(1), 101458. https://doi.org/10.1016 /jleaqua.2020.101458

Li, X., Sanders, K., & Frenkel, S. (2012). How leader-member exchange, work engagement and HRM
consistency explain Chinese luxury hotel employees’ job performance. International Journal of
Hospitality Management, 31(4), 1059-1066. https:/ /doi.org /10.1016 /j.ijhm.2012.01.002

Liden, R. C,, & Maslyn, J. M. (1998). Multidimensionality of leader-member exchange: An empirical
assessment through scale development. Journal of Management, 24(1), 43-72.
https:/ /doi.org/https:/ /doi.org/10.1016 /S0149-2063(99)80053-1

Liden, R, Sparrowe, R., & Wayne, S. (1997). Leader-member exchange theory: The past and potential
for the future. Research in Personnel and Human Resources Management, 15.

Lin, J. T. P., & Ping, N. C. L. (2016). Perceived job autonomy and employee engagement as predictors
of organizational commitment. The Undergraduate Journal of Psychology, 29(1), 1--to.

Liu, X., & Deng, J. (2011). Development of Organizational Commitment Based on the Social Exchange
Theory. 2011 International Conference on Management and Service Science, 1-6.
https:/ /doi.org/10.1109 /ICMSS.2011.5997998

Lopez-Ibort, N., Gonzalez-de la Cuesta, D., Antonanzas-Lombarte, T., & Gascén-Catalan, A. (2020).
The Correlation between Leader-Member Exchange and Organisational Commitment among
Spanish Registered Nurses: The Moderating Role of Sex and Hospital Size. International Journal of
Environmental Research and Public Health, 17(3), 721. https:/ /doi.org /10.3390 /ijerph17030721

M. Lartey, F. (2022). Using EENDEED to Measure Remote Employee Engagement: Influence of the
Sense of Belonging at Work and the Leader-Member Exchange (LMX) on Virtual Employee En-
gagement. Journal of Human Resource and Sustainability Studies, 10(02), 203-222.
https:/ /doi.org/10.4236 /jhrss.2022.102013

Men, L. R., O'Nelil, J., & Ewing, M. (2020). Examining the effects of internal social media usage on
employee engagement. Public Relations Review, 46(2), 101880.
https:/ /doi.org/10.1016 /j.pubrev.2020.101880

Mercer ASEAN. (2021). Indonesia Employee Engagement Insights. Marsh McLennan.
https:/ /www.asean.mercer.com/our-thinking /indonesia-employee-engagement-insights.html

Morris, J. H., & Sherman, J. D. (1981). Generalizability of an Organizational Commitment Model. Acad-
emy of Management Journal, 24(3), 512-526. https://doi.org/10.2307 /255572

Mwesigwa, R., Tusiime, 1., & Ssekiziyivu, B. (2020). Leadership styles, job satisfaction and organiza-
tional commitment among academic staff in public universities. Journal of Management Develop-
ment, 39(2), 253-268. https://doi.org/10.1108 /IMD-02-2018-0055

Naziatul, R. N. A. B. M., Hasbollah, H. R. Bin, Saidi, N. A. B., Hashim, H., & Ali, A. F. B. M. (2020). Wellness,
work and employee assistance programs as part of csr initiatives among the corporate companies.
PalArch’s Journal of Archaeology of Egypt / Egyptology, 17(4 SE-), 499-506.
https:/ /doi.org /https:/ /doi.org /10.48080 /jae.v17i4.378

Nazir, O., & Islam, J. U. (2017). Enhancing organizational commitment and employee performance
through employee engagement. South Asian Journal of Business Studies, 6(1), 98-114.
https:/ /doi.org/10.1108 /SAJBS-04-2016-0036

Norddin, N. I., Ahmad, N., & Yusof, Z. M. (2015). Selecting best employee of the year using analytical
hierarchy process. Journal of Basic and Applied Scientific Research, 5(11), 72-76.

45



Wirawan Samahita Wirotama/Journal of HRM, vol. XXV, 2/2022, 30-46

Orgambidez, A., Borrego, Y., & Vazquez-Aguado, O. (2019). Self-efficacy and organizational commit-
ment among Spanish nurses: the role of work engagement. International Nursing Review, 66(3),
381-388. https://doi.org/10.1111 /inr.12526

Qureshi, M. A., Qureshi, J. A., Thebo, J. A., Shaikh, G. M., Brohi, N. A., & Qaiser, S. (2019). The nexus of
employee’s commitment, job satisfaction, and job performance: An analysis of FMCG industries of
Pakistan. Cogent Business & Management, 6(1). https://doi.org /10.1080/23311975.2019.1654189

Rama Devi, V. (2009). Employee engagement is a two-way street. Human Resource Management
International Digest, 17(2), 3-4. https:/ /doi.org /10.1108 /09670730910940186

Ramalho Luz, C. M. D., Luiz de Paula, S., & de Oliveira, L. M. B. (2018). Organizational commitment,
job satisfaction and their possible influences on intent to turnover. Revista de Gestao, 25(1), 84—
101. https:/ /doi.org/10.1108 /REGE-12-2017-008

Rameshkumar, M. (2020). Employee engagement as an antecedent of organizational commitment -
A study on Indian seafaring officers. The Asian Journal of Shipping and Logistics, 36(3), 105-112.
https:/ /doi.org /10.1016 /j.ajsl.2019.11.003

Robert, V., & Vandenberghe, C. (2021). Laissez-Faire Leadership and Affective Commitment: the Roles
of Leader-Member Exchange and Subordinate Relational Self-concept. Journal of Business and
Psychology, 36(4), 533-551. https://doi.org /10.1007 /s10869-020-09700-9

Scandura, T. A., & Graen, G. B. (1984). Moderating effects of initial leader-member exchange status
on the effects of a leadership intervention. Journal of Applied Psychology, 69(3), 428-436.
https://doi.org,/10.1037,/0021-9010.69.3.428

Shaik, F. F., & Makhecha, U. P. (2019). Drivers of Employee Engagement in Global Virtual Teams. Aus-
tralasian Journal of Information Systems, 23(1), 37-54. https:/ /doi.org /10.3127 / ajis.v23i0.1770

Soane, E., Truss, C., Alfes, K., Shantz, A., Rees, C., & Gatenby, M. (2012). Development and application
of a new measure of employee engagement: the ISA Engagement Scale. Human Resource Devel-
opment International, 15(5), 529-547. https://doi.org/10.1080 /13678868.2012.726542

Srivastava, A. P., & Dhar, R. L. (2016). Impact of leader member exchange, human resource manage-
ment practices and psychological empowerment on extra role performances. International Jour-
nal of Productivity and Performance Management, 65(3), 351-377.
https:/ /doi.org/10.1108 /1JPPM-01-2014-0009

Sungu, L. J., Weng, Q. (Derek), & Xu, X. (2019). Organizational commitment and job performance: Ex-
amining the moderating roles of occupational commitment and transformational leadership. In-
ternational Journal of Selection and Assessment, 27(3), 280-290.
https:/ /doi.org/10.1111 /ijsa.12256

Tanskanen, J., Makela, L., & Viitala, R. (2019). Linking Managerial Coaching and Leader-Member Ex-
change on Work Engagement and Performance. Journal of Happiness Studies, 20(4), 1217-1240.
https:/ /doi.org/10.1007 /s10902-018-9996-9

Torka, N., Schyns, B., & Kees Looise, J. (2010). Direct participation quality and organisational commit-
ment: the role of leader-member exchange. Employee Relations, 32(4), 418-434.
https:/ /doi.org/10.1108 /01425451011051622

Uhl-Bien, M., Riggio, R. E., Lowe, K. B., & Carsten, M. K. (2014). Followership theory: A review and
research agenda. The Leadership Quarterly, 25(1), 83-104. https://doi.org/10.1016 /j.lea-
qua.2013.11.007

Ursachi, G., Horodnic, 1. A., & Zait, A. (2015). How Reliable are Measurement Scales? External Factors
with Indirect Influence on Reliability Estimators. Procedia Economics and Finance, 20, 679-686.
https:/ /doi.org/10.1016 /S2212-5671(15)00123-9

Walden, J., Jung, E. H., & Westerman, C. Y. K. (2017). Employee communication, job engagement, and
organizational commitment: A study of members of the Millennial Generation. Journal of Public
Relations Research, 29(2-3), 73-89. https:/ /doi.org /10.1080 /1062726X.2017.1329737

46



