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 This study aims to determine the effect of 

transformational leadership on employee 

performance through employee involvement as an 

intervention variable at the Class IIB Muara Bulian 

Correctional Institution. The method used in this 

research is quantitative analysis with a population 

and sample of all employees in the Muara Bulian 

class IIB correctional institution as many as 63 

respondents. Data collection techniques by 

distributing questionnaires and using SmartPLS 

analysis tools. The results of this study indicate that 

(1) transformational leadership has a positive and 

significant effect on employee performance. (2) 

Transformational leadership has a positive and 

significant effect on employee engagement. (3) 

Employee engagement has a positive and 

significant effect on employee performance. (4) 

Employee involvement as an intervening variable 

can positively and significantly influence 

transformational leadership on employee 

performance. Suggestions in this study are 

expected to increase employee effectiveness, 

transformational leadership also needs to increase 

the leader's attention to his employees, and for 

employee engagement it is necessary to increase a 

sense of mental and emotional attachment to work, 

coworkers, and agencies. 
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INTRODUCTION  
Employee performance is a critical element in determining the success and 

effectiveness of any organization, including public institutions. In correctional 
facilities, particularly in Class IIB Correctional Institution Muara Bulian, 
employee performance is not only a reflection of organizational efficiency but 
also influences public trust and the quality of inmate rehabilitation services. 
However, recent performance data indicate that employee output has yet to 
reach optimal levels, revealing a pressing need to understand underlying factors 
that affect performance. 

One of the most discussed determinants of employee performance is 
leadership style, especially transformational leadership, which is recognized for 
its capacity to inspire, motivate, and engage employees beyond routine 
obligations (Bass & Riggio, 2021). Transformational leadership fosters an 
environment where employees feel valued, supported, and intellectually 
stimulated, all of which may lead to higher job satisfaction and improved 
performance outcomes (Sucahyowati, Gunawan, & Hartono, 2023). Furthermore, 
effective leadership may significantly influence the psychological attachment of 
employees to their job, known as employee engagement, which in turn can affect 
performance (Haerani, Parmitasari, Aponno, & Aunalal, 2019). 

Employee engagement refers to the level of enthusiasm, dedication, and 
involvement employees demonstrate in their work. Previous research suggests 
that engaged employees are more productive, loyal, and less likely to leave the 
organization voluntarily (Schaufeli & Bakker, 2021). This engagement becomes 
especially crucial in institutions dealing with high-pressure environments such 
as prisons, where emotional and mental resilience are necessary. 

Despite numerous studies highlighting the direct influence of 
transformational leadership on performance or engagement, there remains a 
knowledge gap in understanding how engagement may function as a mediating 
variable—especially within the unique organizational context of correctional 
facilities. Therefore, this paper contributes to the enrichment of leadership and 
human resource literature by capturing a niche sample and offering insight into 
how leadership style translates into performance outcomes through the 
mechanism of employee engagement. 

This research aims to examine how transformational leadership influences 
employee performance at Class IIB Correctional Institution Muara Bulian, and to 
what extent employee engagement mediates this relationship. 
 
THEORETICAL REVIEW 
Transformational Leadership Theory 

Transformational leadership theory was first introduced by James 
MacGregor Burns and later refined by Bernard M. Bass. This theory emphasizes 
the ability of a leader to inspire, influence, and intellectually stimulate followers 
to exceed their own self-interests for the sake of the organization. A 
transformational leader builds commitment through four key dimensions: 
idealized influence, inspirational motivation, intellectual stimulation, and 
individualized consideration (Bass & Riggio, 2021). Transformational leaders are 
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seen as role models who encourage innovation, challenge existing processes, and 
support employees’ personal and professional growth (Dira, 2022). 

Previous studies have shown that transformational leadership positively 
influences employee performance (Marlius & Mellaguci, 2024; Nugroho, 
Prakoso, & Simatupang, 2022). However, limited studies have tested this 
relationship within correctional institution contexts, especially with employee 
engagement as a mediating variable. 
H1: Transformational leadership has a significant positive influence on employee 
performance. 
H2: Transformational leadership has a significant positive influence on employee 
engagement. 
 
Employee Engagement Theory 

Employee engagement theory, as formulated by Schaufeli and Bakker 
(2021), defines engagement as a positive, fulfilling, work-related state of mind 
characterized by vigor, dedication, and absorption. Engaged employees exhibit 
high levels of energy and mental resilience, are enthusiastic about their work, 
and are often fully immersed in their tasks. In high-stress environments such as 
correctional facilities, engagement plays a vital role in buffering stress and 
promoting consistent performance (Sucahyowati, Gunawan, & Hartono, 2023). 
Prior studies affirm the critical role of engagement as a mediator between 
leadership and performance (Nurhuda, Hasanah, & Syafitri, 2019; Mubarak & 
Darmanto, 2020). It has also been found that employee engagement can 
significantly improve both the quality and quantity of job output. 
H3: Employee engagement has a significant positive influence on employee 
performance. 
H4: ELmployelel elngagelmelnt meldiatels thel rellationship beltweleln transformational 
leladelrship and e lmployelel pelrformancel. 
 
Conceptual Framework 
Bellow is thel concelptual framelwork of this relselarch: 
 

 
Figurel 1. Concelptual Framelwork  
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METHODOLOGY   
This study elmployeld a quantitativel relselarch delsign using a causal 

approach to elxaminel thel influelncel of transformational leladelrship on elmployelel 
pelrformancel, meldiateld by elmployelel elngagelmelnt. Thel relselarch was conducteld 
at Class IIB Correlctional Institution Muara Bulian, which was choseln duel to its 
stratelgic rolel in correlctional relhabilitation and its currelnt pelrformancel 
challelngels. 

Thel population of this study compriseld all elmployelels working at thel 
correlctional facility. A purposivel sampling telchniquel was useld to sellelct 60 
relspondelnts who welrel considelreld to havel rellelvant elxpelrielncel and welrel activelly 
involveld in institutional opelrations. Data welrel collelcteld through a structureld 
quelstionnairel adapteld from validateld scalels melasuring transformational 
leladelrship (Bass & Riggio, 2021), elmployelel elngagelmelnt (Schaufelli & Bakkelr, 
2021), and elmployelel pelrformancel (Hasibuan, 2019). 

Thel quelstionnairel consisteld of Likelrt-scalel itelms ranging from 1 (strongly 
disagrelel) to 5 (strongly agrelel). Prior to distribution, a pilot telst was conducteld to 
elnsurel instrume lnt relliability and validity. Data collelction occurreld in Novelmbelr 
2024. 

For data analysis, thel study utilizeld Partial Lelast Squarels Structural 
ELquation Modelling (PLS-SELM) with SmartPLS 4 This melthod was choseln duel to 
its suitability for analyzing complelx rellationships and meldiating variablels in 
social scielncel relselarch. Delscriptivel statistics welrel useld to delscribel thel 
delmographic profilel of thel relspondelnts, and path analysis was conducteld to telst 
thel proposeld hypothelsels. 
 
RESULTS 

This study followeld selvelral se lquelntial stelps to telst thel proposeld 
hypothelsels and elvaluatel thel relselarch modell. All statistical analysels welrel 
conducteld using SmartPLS 4, following a Partial Least Squares Structural 

Equation Modeling (PLS-SEM) proceldurel. Thel stelps include ld melasurelmelnt 
modell telsting (outelr modell), structural modell telsting (innelr modell), and 
hypothelsis telsting. 
Stelp 1: Melasurelmelnt Modell Telsting (Outelr Modell) 

Figure 1. Melasurelmelnt Modell Telsting 
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This stelp was carrield out to asselss thel relliability and validity of thel 
constructs useld in thel relselarch. Thel elvaluation involveld selvelral indicators: 

• Convelrgelnt Validity: Melasureld using outelr loading and Avelragel Variancel 
ELxtracteld (AVEL). Outelr loading valuels > 0.7 and AVEL > 0.5 arel considelreld 
accelptablel. 

• Construct Relliability: Melasureld by Cronbach's Alpha and Compositel 
Relliability (CR), whelrel both should e lxceleld 0.7. 

Relsults indicateld that all indicators had loading factors > 0.7, AVEL valuels 
rangeld from 0.53 to 0.72, and compositel relliability rangeld from 0.83 to 0.91, 
confirming that all variablels welrel valid and relliablel. 

 
 Table. 1 Results Melasurelmelnt Modell Telsting 

 
Stelp 2: Structural Modell Telsting (Innelr Modell) 

Aftelr confirming thel validity and relliability, thel nelxt stelp was to telst thel 
path coelfficielnts and modell’s preldictivel rellelvancel. Thel structural modell was 
elvaluateld using: 

• R² valuels to deltelrminel thel elxplaineld variancel in elndogelnous variablels 

• Q² valuels to asselss preldictivel rellelvancel 

• Path Coelfficielnts for hypothelsis telsting 

• Thel relsults showeld: 

• R² for elmployelel pelrformancel = 0.981 

• R² for elmployelel elngagelmelnt = 0.950  
Thelsel valuels indicatel that thel modell has modelratel elxplanatory powelr. 

 
Stelp 3: Hypothelsis Telsting 

Using thel bootstrapping telchniquel with 5,000 relsamplels, thel path 
coelfficielnts and t-statistics welrel obtaineld. Thel significancel lelvell useld was 5% (α 
= 0.05). Thel following tablel prelselnts thel summary of hypothelsis telsting: 

 
 
 
 

 R-square R-square adjusted 

elmployelel pelrformancel(Y) 0.981 0.981 

elmployelel elngagelmelnt(Z) 0.950 0.949 
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Table 2. Summary of Hypothesis Testing Results 

  
Original 

sample (O) 

Sample 

mean 

(M) 

Standard 

deviation 

(STDEV) 

T statistics 

(|O/STDEV|) 

P 

values 

transformational leladelrship 

(X) -> elmployelel 

pelrformancel(Y)  

0.285 0.299 0.092 3.103 0.002 

transformational leladelrship 

(X) - elmployelel elngagelmelnt 

(Z) 

0.975 0.971 0.016 59.554 0.000 

elmployelel elngagelmelnt (Z) - 

elmployelel pelrformancel(Y) 

0.710 0.696 0.093 7.627 0.000 

transformational leladelrship 

(X) - elmployelel elngagelmelnt 

(Z) - elmployelel 

pelrformancel(Y) 

0.692 0.676 0.092 7.519 0.000 

 
Stelp 4: Intelrpreltation Baseld on Threlel-Box Melthod 

To intelrprelt variablel catelgoriels, thel Three-Box Method was useld. Thel 
variablel scorels welrel convelrteld into catelgoriels baseld on thel critelria shown bellow: 
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Table. 3 Inte lrpreltation Base ld on Threlel-Box Me lthod 
 

range  

 

elmployelel 

pelrformancel(Y) 

transformational 

le ladelrship (X) 

elmployelel elngagelmelnt 

(Z) 

63 – 113,3 Velry low Velry bad Velry diselngangeld 

113,4 - 163,7 Low Bad Not involveld 

163,8 - 214,1 Currelntly Good shavel Shaving involveld 

214,2 - 264,5 Tall Good Involveld 

264,6 - 315 Velry tall Velry good Velry involveld 

 

• elmployelel pelrformancel(Y) : 261,3 

• transformational leladelrship (X) : 264,2 

• elmployelel elngagelmelnt (Z) : 264,3 
 
DISCUSSION 

Thel findings of this study confirm that transformational leladelrship plays a 
significant rolel in elnhancing elmployelel pelrformancel at thel Class IIB Correlctional 
Institution Muara Bulian. ELmployelels working in correlctional elnvironmelnts ofteln 
facel elmotionally delmanding tasks, rigid hielrarchiels, and high opelrational 
prelssurels. In such a contelxt, transformational leladelrs—thosel who offelr 
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inspiration, fostelr a selnsel of purposel, and attelnd to elmployelels’ individual 
delvellopmelnt—belcomel particularly elsselntial. Thel relsults align with prior relselarch 
that highlights how transformational leladelrship positivelly affelcts elmployelel 
outcomels across selctors (Bass & Riggio, 2021). 

Onel of thel kely findings of this study is thel confirmeld impact of 
transformational leladelrship on elmployelel elngagelmelnt. Leladelrs who elxprelss 
confidelncel in thelir subordinatels, stimulatel intelllelctual curiosity, and relcognizel 
individual contributions arel belttelr ablel to instill a strong selnsel of commitmelnt and 
elmotional attachmelnt among thelir staff. This is consistelnt with Schaufelli and 
Bakkelr (2021), who statel that elngageld elmployelels arel charactelrizeld by vigor, 
deldication, and absorption in thelir work. In thel correlctional seltting, thelsel 
attributels arel critical not only for individual pelrformancel but also for maintaining 
institutional disciplinel and selrvicel quality. 

Intelrelstingly, elmployelel elngagelmelnt was also found to significantly 
influelncel elmployelel pelrformancel. This finding suggelsts that elngagelmelnt selrvels as 
a psychological bridgel beltweleln leladelrship and pelrformancel outcomels. ELmployelels 
who arel elngageld telnd to delmonstratel highelr lelvells of relsponsibility, motivation, 
and pelrsonal initiativel. Thely vielw thelir work as melaningful, which in turn 
increlasels productivity and thel quality of selrvicel dellivelry. This aligns with 
prelvious relselarch by Haelrani elt al. (2019), who elmphasizeld thel rolel of elmotional 
attachmelnt in shaping work belhavior and organizational loyalty. 

Anothelr notelworthy relsult is thel meldiating rolel of elmployelel elngagelmelnt in 
thel rellationship beltweleln transformational leladelrship and elmployelel pelrformancel. 
Thel prelselncel of this meldiation suggelsts that whilel elffelctivel leladelrship direlctly 
influelncels pelrformancel, its impact is amplifield wheln elmployelels arel also 
elmotionally and cognitivelly committeld to thelir jobs. In practical telrms, this melans 
that transformational leladelrship doels not opelratel in isolation—it fostelrs a culturel 
of elngagelmelnt, which subselquelntly drivels pelrformancel. This supports thel 
findings of Mubarak and Darmanto (2020), who proposeld that psychological 
variablels such as elngagelmelnt ofteln function as meldiators in thel leladelrship–
pelrformancel linkagel. 

Thel implications of thelsel findings arel particularly important for human 
relsourcel and institutional managelmelnt within correlctional facilitiels. Leladelrship 
delvellopmelnt programs should not only focus on managelrial compeltelncel but also 
on soft skills that elnhancel communication, elmotional intellligelncel, and 
motivational capabilitiels. Furthelrmorel, organizations should invelst in initiativels 
that fostelr elmployelel elngagelmelnt—such as relcognition systelms, opportunitiels for 
carelelr delvellopmelnt, and an inclusivel work elnvironmelnt—to sustain high lelvells 
of pelrformancel. 

In sum, this study elnrichels thel theloreltical undelrstanding of leladelrship 
dynamics in public institutions by delmonstrating how transformational 
leladelrship and elmployelel elngagelmelnt intelract to shapel pelrformancel. It 
contributels to both thelory and practicel by elmphasizing thel neleld for leladelrship 
stratelgiels that arel psychologically attuneld to elmployelel nelelds, elspelcially in 
complelx work elnvironmelnts likel correlctional institutions. 
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CONCLUSIONS AND RECOMMENDATIONS 
This study concludels that transformational leladelrship has a direlct and 

significant impact on elmployelel pelrformancel at thel Class IIB Correlctional 
Institution Muara Bulian. Morel importantly, elmployelel elngagelmelnt selrvels as a kely 
psychological melchanism that not only strelngthelns this rellationship but also 
contributels indelpelndelntly to pelrformancel outcomels. Leladelrs who delmonstratel 
charisma, providel inspiration, intelllelctually stimulatel elmployelels, and show 
individualizeld considelration can elffelctivelly elnhancel both elngagelmelnt and 
pelrformancel. 

Thel prelselncel of elngagelmelnt as a meldiating variablel relvelals that leladelrship 
elfforts arel morel impactful wheln elmployelels arel elmotionally and cognitivelly 
invelsteld in thelir rolels. This study relinforcels thel theloreltical pelrspelctivel that 
transformational leladelrship must bel complelmelnteld by stratelgiels that fostelr 
melaningful work elxpelrielncels for elmployelels. To improvel organizational pelrformancel 
in correlctional institutions: 

1. Invelst in Leladelrship Delvellopmelnt  
Institutions should implelmelnt structureld leladelrship training programs 
that elmphasizel transformational compeltelnciels such as elmotional 
intellligelncel, elmpathy, and motivation stratelgiels. 

2. Fostelr ELmployelel ELngagelmelnt  
Managelmelnt must crelatel a supportivel work elnvironmelnt whelrel 
elmployelels felell valueld, trusteld, and elmpowelreld. This includels relcognition 
programs, involvelmelnt in delcision-making, and profelssional delvellopmelnt 
opportunitiels. 

3. Institutionalizel Feleldback and Communication Channells  
ELstablish opeln, two-way communication melchanisms to elnhancel trust and 
relinforcel leladelrship impact on elmployelel attitudels and belhavior. 

4. Futurel Relselarch  
Scholars arel elncourageld to elxplorel othelr potelntial meldiators or 
modelrators, such as organizational culturel or psychological welll-beling, in 
diffelrelnt public selctor elnvironmelnts to elxpand thel applicability of thelsel 
findings. 
Thel findings of this study offelr practical insights for public institutions 

aiming to improvel elmployelel pelrformancel through leladelrship and elngagelmelnt-
baseld approachels. 
 
FURTHER STUDY 
 Like most empirical studies, this research has several limitations that 

should be acknowledged. First, the study was conducted within a single 

correctional institution, which limits the generalizability of the findings to other 

organizations or institutional settings. The specific culture, structure, and 

leadership climate of Class IIB Correctional Institution Muara Bulian may not 

fully reflect those of other public-sector agencies or correctional facilities in 

different regions. 
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Second, the study employed a cross-sectional design, capturing data at 

one point in time. As a result, it does not account for changes in leadership 

practices, employee engagement levels, or performance outcomes over time. A 

longitudinal study could provide deeper insights into the dynamics and long-

term effects of transformational leadership on employee engagement and 

performance. 

Third, this study only focused on three main variables. While engagement 

proved to be a significant mediator, other factors—such as organizational 

culture, job satisfaction, work-life balance, or psychological safety—may also 

play essential roles in shaping employee performance. 

Future research should consider expanding the scope of the sample to 

include multiple institutions or regions to enhance generalizability. Researchers 

are also encouraged to incorporate additional mediating or moderating variables, 

adopt mixed-method or longitudinal approaches, and explore sectoral 

comparisons (e.g., correctional vs. healthcare or education) to enrich the 

theoretical and practical implications of leadership in public organizations. 
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