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Abstract
This study aims to determine the effect of transformational
leadership on the burnout of nurses through organizational
commitment as a mediating variable for nurses at Hospital X
in East Java. This research is a quantitative research with a
sample size of 66 employees. By using Smart PLS as an
analytical tool to test the relationship between variables and
mediating variable of organizational commitment. The
relationship between transformational leadership and
burnout variable shows that transformational leadership has
a significant positive effect on organizational commitment,
transformational leadership has a significant positive effect
on burnout through organizational commitment as a
mediating variable,
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INTRODUCTION
The current organizational management paradigm
increasingly develops in which organizational orientation
is prioritized on humans. Organizations need staff to
provide their creativity, ideas and opinions on various
issues to improve the overall quality of production in
various sectors. Competition and technological changes
have also required the health sector seriously to adapt in
order to survive and improve the survival of the
organization.
Organizational commitment is a problem that businesses
may face sooner or later. Organizations need workers
with high commitment and low level of fatigue more than
ever. Individuals with high level of organizational
commitment and with low level of burnout facilitate the
achievement of organizational goals and targets. Low
rates of resignation and absence, high quality of service
and customer satisfaction are among the most important
factors in problem organizational behavior. To ensure
individual commitment to organization, a number of
theoretical and empirical studies have proven that it
seems necessary to take into account the factor of
leadership. The right leadership style will be able to help
the attitude of employees to act in their activities.
According to Umiarso (2018), transformational
leadership is the process of leading by creating attitudes,
behaviors and actions to increase followers’ awareness of
something that is considered right, and to encourage their
good character to actualize themselves beyond personal
interests with the aim of achieving common prosperity.
Transformational leadership will create space for
followers and leaders to work together to achieve
predetermined goals.
These three problems are the main objectives of the
present study. How to improve organizational
commitment to reduce burnout rates among health sector

staff is the main research question in this study.
A hospital that was founded by a social organization
(NGO) and has a strong concern for public health has
become one of the hospitals with the title of good being
and one of the referral hospitals for the middle class and
the small community. The results of the observation show
that the nurses are professional in providing services to
patients, both outpatients and inpatients. This can be
created because the nurses' abilities are in accordance
with the fields they are currently doing. However, there
are particular indications that the high workload of
Hospital X nurses will trigger prolonged work stress and
has an impact on the emergence of burnout. The
implementation of a work system that is divided into
three shifts, including morning shift, day shift and night
shift, makes the health workers required to be ready to
work in any condition.

THEORETICAL STUDY
Transformational Leadership
In 1985, Barnard M. Bass formally presented the theory
of transformational leadership which in addition to other
things also includes behavioral models and factors (Bass,
1985). He described specific behaviors that characterize
transformational leaders such as the existence of models
of integrity and fairness, setting clear goals, having high
expectations, encouraging people and providing support
and recognition, stirring people’s emotions and desires,
and making people look beyond their ability to have
personal interests and reach higher goals. According to
Bass and Avolio (1994), transformational leaders must
demonstrate four factors commonly known as the “four
Do’s” to bring about major change:
- Idealized influence: a style used by subordinates to
trust and stimulate the behavior of their leaders, and
they embrace their values and are committed to
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achieving their vision which may maximize self-
confidence and pride in participating with the leader.
Transformational leaders could minimize their use of
authority for personal gain, but they use most of their
capacity and experience to motivate the group towards
a vision linked to particular goal. They usually seek to
persuade the subordinates and appeal to them for the
benefit of the group and speak optimistically about the
future and form a compelling picture of organizational
changes.

- Inspirational motivation: a style of behavior and
communication that directs subordinates and makes
them feel the value and challenges of work.
Transformational leaders show a lot of enthusiasm and
optimism which has a direct positive impact on the
lives of subordinates, reinforces feelings of group spirit
and inspires others with what they say and do. Their
vision does not mislead others but enables them.

- Intellectual stimulation: a dimension that encourages
subordinates to never rethink a given idea.
Transformational leaders focus on (what) matters not
(who).

- Individualized consideration: humanized consideration
appears to be more than just developing subordinates,
it focuses on treating each subordinate as a respectable
person which prevents frustration among them.
Typically, transformational leaders express the
primary interest that their subordinates need for
achievement and growth. They represent teachers,
trainers and consultants. Open dialogue trains
subordinates in listening skills which is based on the
rules of what subordinates hear and not on what they
tell or teach them. Transformational leaders enable
their subordinates to make decisions, and they never
stop supporting and directing them and assessing their
progress.

Organizational Commitment
Organizational commitment is the extent to which a
person identifies and feels as a part of the organization
(Schermerhorn, 1992). According to Steers (1977),
organizational commitment is the relative strength of an
individual’s identification with the involvement in a
particular organization. It represents a high level of
affection, loyalty and concentration on a job role in an
organization (Dee, Henkin, and Singleton, 2006). Mowday,
Porter, and Steers (1982) identify that highly committed
employees perform better than employees who are less
committed. Buchanan (1974) shows that there are at
least five factors consisting of organizational commitment,
namely a strong intention to maintain membership in the
organization, acceptance of organization’s main goals and
values, positive evaluation in the organization, an
intention to work toward organizational goals, and a
willingness to exert considerable effort on behalf of the
organization. Porter, Lyman, Steers, Mowday and Boulian
(1974) consider that organizational commitment includes
three elements as follow:
- Belief in organizational goals and acceptance of values
- Willingness to pursue organizational benefits, and
- Intensive desire to maintain organizational position
Meyer and Allen (1991) further show that organizational
commitment can be classified into three components as
follow:
- Affective commitment refers to an employee’s
emotional attachment and involvement in the
organization based on positive feelings or emotions

towards the organization. Antecedents for affective
commitment include perceived job characteristics such
as task autonomy, significance task, task identity, skill
variation and supervisory feedback. Organizational
dependence means the degree to which employees feel
the organization can be relied upon to look after their
interests, and perceptions of participatory
management means to what extent employees feel they
can influence decisions about the work environment
and other issues of their concern.

- Continuous commitment refers to the cost-based
commitment that is associated with the employee
leaving the organization (due to the high outgoing cost).
Potential antecedents of ongoing commitment include
age, years of service, career satisfaction and intention
to leave. Age and ownership can serve as predictors of
continuous commitment, particularly because of their
role as alternative measures for investment in
organizations. Ownership can be indicative of a non-
transferable investment which means a close
relationship with colleagues, retirement investment,
career investment and unique organizational skills. Age
can also be negatively related to the number of
available alternative work opportunities. Career
satisfaction provides a more direct measure of career-
related investment, which could be at risk if the
individual leaves the organization. In general, whatever
the employee perceives about sunk cost, the result of
leaving the organization is an antecedent of a
commitment to continuity.

- Normative commitment refers to employees’ feelings
about the obligation to stay with the organization
where it is based on employees who have internalized
the values ​ ​ and goals of the organization. Potential
antecedents to normative commitment include co-
worker’s commitment which includes affective and
normative dimensions, as well as commitment
behavior, organizational dependence and participatory
management.

Burnout

Burnout is a state of extreme psychological stress so that
individuals experience emotional exhaustion and low
motivation to work. Burnout can be a result of chronic
work stress (King, 2010). Burnout is a psychological
syndrome that includes fatigue, depersonalization and
decreased ability to perform routine tasks causing
anxiety, depression, or even experiencing sleep
disturbances.
Burnout arises from prolonged stress, so that many
factors influencing burnout are often associated with
stress. There are two factors that are considered to
influence the emergence of burnout (Sihotang, 2014),
namely: first, external factors include a poor
psychological work environment, lack of opportunities
for promotion, insufficient rewards, lack of social support
from superiors, job demands, and monotonous jobs.
Second, internal factors include gender, age, education
level and marital status. Maslach and Jackson (Cherniss,
2013) found that men who are suffering burnout tend to
experience depersonalization, while women who are
suffering burnout tend to experience emotional
exhaustion. People who suffer from burnout are
passionate, energetic and ambitious people who have
strong principles for not being failed and are
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hardworking figures (Freudenberger & Richelson, as
cited in Feri Farhati & Haryanto FR, 2016).
According to Maslach, Schaufeli and Leiter (as cited in
Rizka, 2013), burnout has three dimensions, namely (1)
emotional exhaustion, feelings of tiredness and fatigue at
work (Spector, 2008), (2) depersonalization, the increase
of cynical feeling and heartlessness towards others
(Spector, 2008), and (3) decreased personal achievement
which is characterized by feeling of dissatisfaction with
oneself, work and even life (Maslach, as cited in Diaz,
2007).

RESEARCHMETHODS
The quantitative approach is used in this study, where the
quantitative approach itself is a research that emphasizes
objectively on phenomena which are then studied
quantitatively (Sugiyono, 2012: 13). This study discusses
the effect of transformational leadership on burnout with
organizational commitment as a mediating variable.
The population in this study were Hospital X nurses
totaling 194 employees. Meanwhile, the sampling
technique used was simple random sampling method. To
calculate the required number of samples through a
questionnaire, the Slovin formula is used:
Where:
N: sample size
N: population size
e: inaccuracy leeway due to error
The sample size is determined by a percentage level of
10% so that by using the formula the number of samples
is obtained as follows:
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Thus, from 194 nurses at Hospital X, 66 employees are
used as a sample.

RESULTS AND DISCUSSION
Validity and Reliability Test
To measure the reliability of a construct in PLS-SEM with
the SmartPLS application, two ways are used that is with
Cronbach’s Alpha and Composite Reliability. However,
the assessment using Cronbach’s Alpha gives a lower
value so it is recommended to use Composite Reliability
and the value must be more than 0.7.

Table 1. Convergent Validity

AVE Composite
Reliability Cronbach’s Alpha

Y 0.579 0.846 0.759
Z 0.713 0.925 0.896
X 0.474 0.807 0.762

The variable is said to have high reliability if the
composite reliability value is above 0.7 and AVE is above
0.5.
The following is the outer model test result which shows
the outer loading value using the SmartPLS v 3.2.7
analysis tool.

Image 1. Outer Model Test Results

Table 2. Loading Factor Value for all Construct variables
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Construct Code Item Loading Factor
Transformational Leadership (X1) X1.1 0.402

X1.2 0.824
X1.3 0.491
X1.4 0.774
X1.5 0.830

Organizational Commitment (Z)

Z.1 0.909
Z.2 0.909
Z.3 0.880
Z.4 0.840
Z.5 0.660

Burnout (Y) Y.1 0.763
Y.2 0.759
Y.3 0.738
Y.4 0.783

Based on the estimation results of loading factor in the table above, the item value generated by the construct is said to be
valid if it meets the standard value of convergent validity which is more than 0.7.

Discriminant Validity
It is a cross loading factor value that is useful for knowing
whether a construct has sufficient discriminant by

comparing the loading value of the intended construct,
and it must be greater than the other values with a
standard value of > 0.7.

Table 3. Cross Loadings
(Y) (Z) (X)

X1.1 0.110 -0.036 0.402
X1.2 -0.165 0.634 0.824
X1.3 0.039 0.165 0.491
X1.4 -0.105 0.300 0.774
X1.5 -0.125 0.469 0.830
Y.1 0.763 -0,242 0.023
Y.2 0.759 -0,232 -0.109
Y.3 0.738 -0,309 -0,216
Y.4 0.783 -0,307 -0.187
Z.1 -0.285 0.909 0.609
Z.2 -0.347 0.909 0.500
Z.3 -0.377 0.880 0.495
Z.4 -0.276 0.840 0.570
Z.5 -0.237 0.660 0.418

Composite Reliability
To measure the reliability of a construct in PLS-SEM with
the SmartPLS application, two ways are used that is with
Cronbach’s Alpha and Composite Reliability. However,

the assessment using Cronbach’s Alpha gives a lower
value so it is recommended to use Composite Reliability
and the value must be more than 0.7.

Table 4. Constructs of Reliability and Validity
Variable Cronbach’s Alpha Composite Reliability (AVE)

Burnout (Y) 0.759 0.846 0.579
Organizational Commitment (Z) 0.896 0.925 0.713
Transformational Leadership (X) 0.762 0.807 0.474

One Order Confirmatory Factor Analysis
In PLS, one order construct testing will go through one
level, namely the analysis which is carried out from the
latent construct to the items of each variable. Then, in
bootstrapping, the table value of path coefficient will

show the significant level of each construct indicator
(dimension) to the latent variable under the condition
that the t-statistic value is > 1.96 (Ghozali and Latan,
2015) and the p-value is < 0.05.

Table 5. Path Coefficients

Construct
Original
Sample
(O)

Sample
Mean
(M)

Standard
Deviation (STDEV)

T Statistics
(|O/STDEV|)

P
Values

organizational commitment -> burnout -0,421 -0.444 0.135 3,120 0.002
transformational leadership -> burnout 0.096 0.102 0.193 0.498 0.619
transformational leadership -> organizational
commitment 0.619 0.644 0.063 9,802 0,000
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Evaluation of the Structural Model (Inner Model)
The structural model evaluation aims to predict the
relationship between latent variables based on the
substantive theory of the structural model evaluated by
using the R-square for the dependent construct.

R-Square (R2)
R-Square is used to measure the prediction strength of
the structural model. R-Square describes the effect of
certain exogenous latent variables on endogenous latent
variables whether they have a substantive effect. R-
square values ​ ​ of 0.67, 0.33 and 0.19 indicate a strong,
moderate and weak model (Chin et al., 1998, as cited in
Ghozali & Latan, 2015).

Table 6. R-Squares

Item R
Square

R Square
Adjusted

Burnout 0.136 0.109
Organizational Commitment 0.383 0.373

The effect of transformational leadership on
organizational commitment
The results of data analysis prove that transformational
leadership has a direct positive effect on organizational
commitment. Thus, it can be stated that transformational
leadership can increase organizational commitment of
nurses. Hospital X nurses think that the leader is not only
the boss they respect when in the organization, but also
the attention given to the nurses’ personal complaints
and problems.

The Effect of Transformational Leadership on
Burnout
The results of data analysis prove that transformational
leadership has no direct positive effect on burnout. Thus,
it can be stated that transformational leadership is not a
factor that can directly reduce burnout in nurses. Hospital
X nurses feel that the leader has paid attention to nurses’
personal complaints and problems but has not been able
to reduce their burnout level.

The Effect of Organizational Commitment on Burnout
Based on data analysis results, it is proven that
organizational commitment has a direct effect on burnout.
Organizational commitment can reduce the burnout of
the nurses. The higher the commitment, the lower the
burnout. Hospital X nurses have a sense of commitment
to stay afloat as a form of dedication to their duties as a
health worker at Hospital X, so that the burnout rate can
be effectively reduced.

The Effect of Transformational Leadership on
Burnout through Organizational Commitment
Based on the results of statistical tests, it is known that
the effect of transformational leadership on burnout
mediated by organizational commitment has a significant
effect. This means that organizational commitment has an
effect in mediating the relationship between
transformational leadership and burnout. Organizational
commitment that has strong values ​ ​ in nurses is
instilled by their leader, especially the values ​ ​ of large
organizations that overshadow their hospital.

CONCLUSION
Based on the data analysis carried out and the discussion
stated, the following conclusions are obtained:

1. Transformational leadership has a significant effect on
organizational commitment.

2. Organizational commitment has a significant effect on
burnout.

3. Transformational leadership has no direct effect on
burnout.

4. Transformational leadership has a significant effect on
burnout through organizational commitment as the
mediating variable.
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