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Abstract: The research focuses on the impact of transformational leadership on the decision to stay
mediated by commitment after a court refusal regarding illegal extraordinary congress involving the
outsiders of a political party in Indonesia (in this case, it is the Democratic Party currently led by Agus
Harimurti Yudhoyono), where this phenomenon is classified as a crisis. Theories and the previous
literature pointed out that transformational leadership would significantly affect an individual’s
decision to stay with the institution through commitment. Therefore, this research empirically
analyzes the hypotheses using quantitative methods on 349 respondents who are central (DPP) and
local (DPD and DPC) active committees of the Democratic Party. Respondents are collected using
cluster random sampling. Referring to theories and the previous literature, the latent variables of this
research are constructed using dimensions. Transformational leadership (TL) has four dimensions
which are charisma (idealized influence), inspirational motivation, intellectual stimulation, and
individual considerations. Commitment has three dimensions which are affective, normative, and
sustainable commitments. The decision to stay has two dimensions, which are intrinsic and extrinsic
motivations. By using Structural Equation Modeling—Partial Least Square (SEM-PLS), the research
revealed that the direct effect shows that transformational leadership and commitment significantly
influence the decision to stay. On the other hand, the indirect effect indicates that commitment
significantly mediates the relationship between transformational leadership and the decision to stay.
The result indicates strong transformational leadership performed by Agus Harimurti Yudhoyono as
the chief of the Democratic Party in Indonesia.

Keywords: transformational leadership; commitment; decision to stay; political party; democracy;
institution

1. Introduction

A political party in Indonesia has been the manifestation of a democratic country;
therefore, they require effective and well-defined strong leadership to ensure its sustainability
(Pildes 2004). Strong leadership, in this context, refers to the ability to guide, influence, and
support party members towards achieving common goals while maintaining organizational
integrity and responsiveness to external challenges. This definition encompasses both the
capacity for strategic decision-making and the nurturing of a cohesive party culture (Bass
and Riggio 2006).
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Nevertheless, political parties, similar to other organizations, produce different types
of leadership depending on the challenges and dynamics they face (Kjellstrom et al. 2020).
These dynamics emerge from the many changes and uncertainties accompanying the
journey of an organization (Smith and Sharicz 2011). The existing literature predominantly
discusses leadership in the context of profit-oriented organizations (Klarin 2018). The major
leadership theories include transformational leadership, which focuses on sustainable
positive changes (Bass 1985); transactional leadership, which emphasizes pragmatism and
exchanges between leaders and followers (Burns 1978); and the Leader-Member Exchange
(LMX) Theory, which focuses on the relationship between leaders and members within
an organization (Dansereau et al. 1975).

Current studies have expanded to examine leadership within different types of
organizations, including political parties (Correia 2019). In this study, transformational
leadership is highlighted as crucial, as it is hypothesized to be relevant for maintaining
organizational sustainability—an aim demonstrated by Agus Harimurti Yudhoyono’s (AHY)
leadership. Several previous studies have focused on the characteristics of leaders based on
the types of organizations and conditions they face, including leaders’ behavior (Zhou et al.
2024a; Sinclair et al. 2023). According to Bass (1990), leaders can be theoretically categorized
based on their behavior using traditional leadership theory, as they attempt to deal with
organizational challenges. Due to high uncertainties and challenges, transformational
leadership is proposed as urgent for driving organizational sustainability (Burawat 2019;
Du et al. 2013; Jiang et al. 2017), including in political parties.

The Democratic Party in Indonesia, officially led by Agus Harimurti Yudhoyono
(AHY), benefits from his solid experience both domestically and internationally. Before
AHY, the Democratic Party was led by the 6th President of Indonesia, Susilo Bambang
Yudhoyono, who was honored as an honorary Knight Grand Cross of the Order of the
Bath (GCB) by HM Queen Elizabeth II in 2012 for his contributions to sustainable economic
and political development. To maintain the organization’s integrity and anticipate external
threats, AHY encourages all members to remain united, commit to the Constitution,
and uphold dignity. He motivates members to work together, collect evidence for court
processes, and maintain organizational integrity. These actions reflect high commitment
and integrity, exemplifying transformational leadership. However, this motivation would
not be effective without commitment and the decision to stay, which are essential for
sustaining the organization (Bass 1985).

Transformational leadership is vital for sustaining an organization as it focuses on
improvement-based strategies (Bass 1985). Ghadi et al. (2013) revealed that transformational
leadership successfully brings value to all members, resulting in greater involvement. The
involvement of leaders is crucial for increasing the probability of members staying with the
organization (Mathieu and Zajac 1990; Meyer and Allen 1997). According to Eaton (2003),
members” commitment drives their willingness to contribute to the organization. To enhance
this willingness, leaders should engage members in creating value and strategy, provide
rewards (Parasuraman 1987), consistently motivate them (Johnston et al. 2006; Babakus et al.
2003), and offer proper incentives for their achievements (Youndt and Snell 2004). Thus, higher
quality transformational leadership drives higher commitment (Bass 1985; Northouse 2019),
which in turn increases the probability of members deciding to stay (Meyer and Allen 1991).

The relationship among these variables, which referred to the existing theories and
previous literature, serves as the fundamental aspect to construct the hypothesis that
transformational leadership would affect the decision to stay mediated by commitment.
Therefore, both direct and indirect (through commitment) would be empirically tested and
compared. This article is structured to first explain the importance of analyzing leadership
in political parties, followed by a literature review, an explanation of research methodology,
findings, and discussions. The article concludes with empirical-based recommendations
regarding transformational leadership. The research aims to provide empirical evidence
of how leadership quality, specifically transformational leadership, influences members’
decision to stay and contribute to the organization.
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Incorporating findings from international politics enhances the article’s relevance for
a global audience. For instance, AHY’s international experience and recognition highlight
the global implications of effective political leadership. Examining leadership practices
in various political systems, from consolidated liberal democracies to hybrid regimes,
provides a broader context for understanding the impact of leadership on organizational
sustainability (Boin et al. 2020; May 1973). It is essential to clarify that political parties are
not always a manifestation of democratic governance. Instead, the institutionalization of
parties and party systems promotes the structuring of party systems and contributes to
accountable governance (Poguntke and Webb 2005).

2. Theoretical Approach

The research refers to the Theory of Planned Behavior (TPB). Ajzen (1988, 1991)
explains that the TPB is an extended theory from the previous theory, the theories of
reasoned action (Fishbein and Ajzen 1975; Ajzen and Fishbein 1980). (Sheppard et al. 1988;
Ajzen 2001). The theory of reasoned action (TRA) is derived from Fishbein’s research into
the attitudes of individuals caused by behavior, and the analysis of disturbances to predict
the behavior of individuals against their attitudes (Fishbein 1967). The reason why TRA is
converted to TPB is because TRA only explains the intense relationship with behavior that
is entirely within individual control (volitional behavior). Meanwhile, Ajzen (1988) reveals
that not all human behavior is under his control. The results of the research conducted by
Ajzen show that the success of an individual maintaining a behavior or desire to a purpose
of behavior is determined not only by the individual’s intentions but also by the tone of
influence of non-motivating factors, such as the presence of an opportunity or a source
that drives behaviors. TPB is strongly relevant to the research considering the coverage
of its components to comprehend individuals’ intentions and decisions that are driven by
leadership, which indicates the subjective norm (Bass and Riggio 2006).

Wahyudi et al. (2022) and Coo et al. (2021) stated that commitment is a force that
requires and guides behavior, more than just a motive to take a certain action or a positive
attitude that encourages one to act beneficially. Noesgaard and Jergensen (2023) express
that commitment has three important classifications which are affective commitment,
continuance commitment, and normative commitment. Nguyen et al. (2023) express
that transformational leadership builds motivational and moral relationships between
leaders and followers. Beyond that, transformational leadership can only happen if there
is an initiative to understand members by their leaders. Transformational leadership is
oriented towards positive future changes, value enhancement, the introduction of new
paradigms of leadership, restructuring contextual frameworks, and raising the needs of
followers to a higher level (Lee et al. 2023). Pham et al. (2023) expressed that the decision
to stay refers to the willingness of an employee to keep contributing to an organization
(or company) after taking careful consideration. To further enrich this framework, it is
essential to consider insights from crisis leadership and intra-party dynamics, as well as
the implications of curvilinear disparities within organizational hierarchies.

Arjen Boin and PaultHart have significantly contributed to the understanding of crisis
leadership within political parties. Their research highlights how effective leadership
during crises involves a combination of decisiveness, communication, and the ability to
navigate complex intra-party dynamics. Boin and Hart (2010) discuss the necessity for
leaders to manage not only the external aspects of a crisis but also the internal party
cohesion and morale. They emphasize that leaders who can balance these elements are
more likely to maintain party stability and public trust.

May’s Law of Curvilinear Disparity posits that there is a non-linear relationship
between the rank-and-file members of a party and the leadership in terms of policy
preferences and ideological stances. This law suggests that middle-level elites (such as local
party officials and activists) tend to have more radical views compared to both the general
membership and the top leadership (May 1973). The relevance of May’s Law to this research
lies in understanding how different levels within an organization perceive and react to
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leadership styles, especially in the context of transformational leadership. Recognizing
these disparities can help in tailoring leadership approaches to ensure alignment and
minimize friction within the organization.

The relationship between transformational and transactional leadership is primarily
empirical, particularly in the attributes of political regimes. James MacGregor Burns
and Jean Blondel’s seminal works provide foundational perspectives on this dichotomy.
Burns (1978) conceptualized transformational leadership as a process where leaders
and followers engage in a mutual process of raising one another to higher levels of
morality and motivation. In contrast, transactional leadership is based on a system of
rewards and punishments to manage followers’ performance (Burns 1978). Blondel (1987)
further contextualized these leadership styles within political regimes, highlighting their
empirical manifestations.

Transactional leadership is particularly compatible with routine democratic politics,
where leaders operate within established frameworks and norms to manage day-to-day
governance. This form of leadership is effective in stable, consolidated democracies where
the political environment demands a focus on policy implementation and incremental
changes. In these settings, transactional leaders maintain the status quo through negotiations,
compromises, and exchanges with various stakeholders (Blondel 1987).

Conversely, transformational leadership tends to be associated with non-democratic
regimes or periods of crisis within democratic systems. Transformational leaders in
non-democratic contexts often employ charismatic authority to enact significant changes,
mobilize mass support, and restructure political and social systems (Burns 1978). However,
within democratic contexts, transformational leadership can emerge during crises, where
existing institutions and norms are insufficient to address emergent challenges. During such
periods, transformational leaders inspire and galvanize the populace towards substantial
reforms and innovative solutions (Blondel 1987).

The importance of leadership effects extends beyond the immediate influence on
individual voting behavior in elections. The impact of party leaders is crucial across
various political contexts, from consolidated liberal democracies to hybrid regimes. In
liberal democracies, leaders” qualities and their ability to effectively communicate and
implement policies can significantly affect party success and public support. For instance,
studies have shown that charismatic and transformational leaders can boost electoral
fortunes by appealing to broader segments of the electorate (Holmberg and Oscarsson 2011).
In hybrid regimes, where democratic institutions are often undermined by authoritarian
practices, transformational leaders may leverage their influence to navigate and potentially
reform political structures (Levitsky and Way 2010).

Empirical studies support these observations. For instance, Mahfouz et al. (2019)
found that in Greece, a country experiencing a prolonged economic crisis, transformational
leadership played a critical role in political mobilization and party realignment. Similarly,
research by Jones (2001) highlights how transactional leadership in stable democracies like
Germany ensures political continuity and stability through systematic governance.

2.1. Transformational Leadership on Commitment

Transformational leadership is a leadership style characterized by the ability to inspire
and motivate followers to achieve higher levels of performance by transforming their
attitudes and values. This style of leadership focuses on creating a vision, fostering
an environment of intellectual stimulation, and considering the individual needs of followers
(Den Hartog et al. 1996; Chau et al. 2022). In the context of political parties, transformational
leadership can play a critical role in enhancing member commitment, which is essential
for the party’s stability and success.

Commitment, in this context, refers to the psychological attachment and loyalty that
members feel towards their political party. High levels of commitment are associated
with greater engagement, participation, and willingness to support party initiatives and
goals (Husted et al. 2022). The relationship between transformational leadership and
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commitment has been extensively studied in various organizational settings, and there is
substantial evidence to suggest a positive correlation between the two variables.

Transformational leaders in political parties often exhibit behaviors that foster a strong
sense of identification and attachment among party members. These leaders articulate
a compelling vision that resonates with members’ values and aspirations, thereby enhancing
their emotional and psychological connection to the party (Jung and Avolio 2000; Jamwal
et al. 2023). Moreover, by providing intellectual stimulation and encouraging innovative
thinking, transformational leaders help members feel valued and empowered, further
strengthening their commitment (Gregory 2024).

Empirical studies have demonstrated that transformational leadership positively
influences organizational commitment. For instance, Avolio et al. (2004), Wang et al.
(2024), and Gavya and Subashini (2024) found that transformational leadership behaviors
significantly predicted organizational commitment in a variety of settings. Similarly,
Judge and Piccolo (2004) conducted a meta-analysis and concluded that transformational
leadership is positively correlated with follower commitment. More recent studies also
support these findings; for example, Gumusluoglu and Ilsev (2009) and Ni et al. (2024)
demonstrated that transformational leadership is linked to increased commitment through
enhanced organizational innovation. Based on the theoretical framework and empirical
evidence, Hypothesis 1 can be stated as follows:

Hypothesis 1. Transformational leadership positively influences commitment.

2.2. Transformational Leadership on Decision to Stay

In the realm of political parties, the role of transformational leadership is pivotal
in shaping members’ decisions to stay. Leaders who embody transformational qualities
are adept at aligning the party’s vision with the personal values and aspirations of its
members, thereby fostering a deep emotional and psychological connection to the party. This
connection enhances members’ loyalty and commitment, which are crucial for their decision
to remain with the party (Jamwal et al. 2023). Transformational leadership exerts a positive
influence on members’ intention to stay by creating an environment that values intellectual
stimulation and individual consideration. Such leaders encourage innovative thinking and
problem-solving, which helps members feel valued and empowered. This sense of value
and empowerment is a key factor in reinforcing members’ resolve to stay with the party.

Empirical studies have consistently demonstrated the positive impact of transformational
leadership on the decision to stay. Research has shown that transformational leadership
enhances job satisfaction and reduces turnover intentions, both of which are closely related to
the decision to stay (Ng and Sorensen 2008; Joo and Lim 2013; Pradhan and Pradhan 2015).

The relevance of transformational leadership is particularly pronounced during crises
within political parties. Effective transformational leaders manage both external crises and
internal party dynamics, thereby ensuring stability and maintaining public trust (Boin and
Hart 2010; Wong and Lai 2022). This leadership style is instrumental in retaining members
by creating a secure and loyal party environment. Given the theoretical framework and
empirical evidence, Hypothesis 2 can be articulated as follows:

Hypothesis 2. Transformational leadership positively influences the decision to stay within the
context of political parties.

2.3. Commitment on Decision to Stay

Commitment is a psychological state that signifies an individual’s attachment to and
involvement with an organization. In the context of political parties, commitment encompasses
the loyalty and dedication that members feel towards their party, influencing their willingness
to support and actively engage in party activities. High levels of commitment are essential
for maintaining member stability and enhancing the overall effectiveness and cohesion of
the party (Husted et al. 2022; Husted 2020).
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The decision to stay refers to an individual’s intention to remain affiliated with
an organization or group, in this case, a political party (Jarunratanakul and Keeratiparadorn
2018). This decision is influenced by various factors, including the level of commitment
members have towards the party. Research indicates that committed members are more
likely to stay because they identify strongly with the party’s goals and values, feel emotionally
attached, and perceive a sense of obligation to continue their membership (Meyer and
Herscovitch 2001; Raineri and Paillé 2016).

In various organizational contexts, the relationship between commitment and the
decision to stay has been well documented. Committed members are less likely to leave
the organization because they have developed a strong identification with its values and
objectives, and they experience a sense of belonging and satisfaction (Chen and Li 2024).
This relationship holds true across different types of organizations, including political
parties, where member retention is vital for organizational success and continuity.

Empirical studies have shown that organizational commitment is a strong predictor of
employees’ intention to stay. For instance, Meyer et al. (2002) conducted a meta-analysis
and found that organizational commitment is significantly related to turnover intentions.
More recent studies have supported these findings; for example, Pieters et al. (2022)
demonstrated that organizational commitment significantly influences employees” decisions
to stay in their current jobs. Furthermore, research by Rego and Cunha (2008) indicated that
affective commitment, a component of organizational commitment, is positively associated
with intentions to remain with the organization (Hermanto et al. 2024).

Recent studies continue to affirm the positive correlation between commitment and
the decision to stay. For example, Li et al. (2020) found that organizational commitment
significantly influences employees’ intentions to stay through enhanced job satisfaction
and reduced turnover intentions. Similarly, Oh et al. (2023) highlighted that employees
with high organizational commitment exhibit stronger intentions to remain with their
organizations, driven by a sense of loyalty and alignment with organizational values. Thus,
Hypothesis 3 can be stated as follows:

Hypothesis 3. Commitment positively influences the decision to stay in the context of political
parties.

2.4. Previous Studies

The empirical findings serve as the main reference to construct a research model. The
research focuses on previous studies that focus on examining the relationships among
the relevant variables. In the context of this study, the commitment of the leader of
the Democratic Party was tested during a crisis of attempting to take over the legitimate
leadership of the Democratic Party. Commitment, as presented by the theoretical foundation
above, mentions that a person’s bond with the organization where he works can increase
one’s desire to stay with the organization regardless of the intense dynamics that occur in
the organization or company. It is also in line with a study by Amankwaa et al. (2022) that
focused on the impact of commitment on the desire of professional employees to be in their
organizations. Noesgaard and Jorgensen (2023) mentioned that the overall component of
commitment that includes affective, normative, and sustainable commitment has a positive
and significant correlation with the desire for a person to stay or work in the organization
where he is currently located. Moreover, earlier empirical studies have also found that
commitment has a significant influence on the potential to enhance the decision to stay by
the employees and members of the organization. This has been demonstrated by studies
conducted by Pertiwi and Supartha (2021), and Saputra and Riana (2021) which state
that increased commitment consciously experienced by employees as well as members of
organizations can increase their likelihood to decide to stay in the company or organization.

In this study, it has been discussed above that the leader of the Democratic Party
immediately undertook internal consolidation to strengthen the ranks at the time and
after the attempt to take over the legitimate leadership of the Democrats. The decisions
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taken by the Democratic Party’s leader are a component of transformational leadership
because of its orientation to organizational sustainability. A study conducted by Sinclair
etal. (2021), Zhou et al. (2024b), Kaymakci et al. (2022), and Zhang et al. (2021) revealed
that leadership has a positive and significant impact on one’s desire to stay with the
organization. However, desire has a positive correlation to decision, although it is not
always significant. It is explained in the Theory of Planned Behavior (TPB) that behavior
(which shapes decisions) is influenced by the extent of one’s intentions (Ajzen 1991).

2.5. Research Model

Based on the above theoretical foundations and previous literature, a research model
can be constructed, as exhibited in the following Figure 1.

Commitment

H1 H3

Transformational
Leadership

J Decision to Stay

Figure 1. Research model.

3. Methods

The research employs Structural Equation Modeling (SEM) to identify the cause-and-
effect relationship among variables by involving not only independent and dependent
variables but also mediating variables. The advantage of using SEM is that the analysis
can be performed simultaneously from the pre-estimation (validity and reliability), main
analysis (coefficient and variable significance), and post-estimation analysis.

3.1. Sampling Design

The sample of the research is the active committee members of the Democratic Party.
By using a 5% margin of error, the total sample size of the research is 349 respondents.
The samples are collected through the official communication channels of the members
of the Democratic Party. The population and samples in this study were sourced from
Democratic Party administrators who were officially registered as administrators at the
central (DPP) and regional levels (DPD and DPC). This study will use random sampling
where each category of Democratic Party administrators, namely DPP, DPD, and DPC,
will be classified into different populations from one to another. The estimated data on
the active management of the Democratic Party were observed at the central and regional
levels (34 provinces and 514 regencies/ cities).

3.2. Structural Equation Modeling (SEM)

The SEM approach is very relevant to answering the questions and objectives of the
study because this model offers an accurate analysis (sophisticated analysis) based on
assumptions compiled to implement the results (Chin 1998). According to Chin (1998),
SEM has several main advantages, one of which is its ability to analyze latent models
(which cannot be measured directly) whose estimates are separate from the indicators or
dimensions of the constituents of those variables (manifests). In addition, SEM can also
present model quality through model match tests (goodness of fit) on complex models
consisting of many linear equations (Tomarken and Waller 2005).
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3.3. Measurement

The variables measured in this study, as outlined in Appendix A, consist of Decision
to Stay, Transformational Leadership, and Commitment. The Decision to Stay variable, as
described by Gupta and Singh (2018), is categorized into two types of motivation: intrinsic
and extrinsic. According to Bass and Riggio (2006), Transformational Leadership includes
Charisma (Idealized Influence), Inspirational Motivation, Intellectual Stimulation, and
Individual Considerations. The Commitment variable is assessed using the frameworks
developed by Agyeman and Ponniah (2014), Meyer and Allen (1991), and Lawler et al.
(1979). These frameworks classify commitment into three categories: Affective, Normative,
and Sustainable Commitment. Every variable is operationalized by using precise question
items that are specifically designed to precisely measure their respective dimensions.

4. Results

Based on the tabulation results in this study, descriptive statistics present the profile
of research respondents comprehensively. As previously stated above, the respondents
in this study include the legitimate administrators of the Democratic Party in Indonesia
at the central level (DPP) and the regional level (DPD and DPC). The distribution of
respondents is presented in Table 1. Based on the mapping of respondents as presented
in this study, most respondents are branch committees (DPC) which reached 57.38% of
the total respondents. This indicates the high enthusiasm of the regional administrators to
contribute to the progress and sustainability of the party. Furthermore, from the side of the
length of the period, the results of the data tabulation show that most respondents have been
administrators for more than 5 years (as much as 46.56%), followed by new administrators
with a period of less than 1 year (as much as 28.52%). Furthermore, this study also identified
how long a sysop served as a public official (be it executive or legislative) during his time
on a committee. Demographic information is exhibited in Table 1.

Table 1. Demographic information.

Respondent Profile Percent (%)

Gend Male 81.97
enaer Female 18.03
DPC 57.38
Region DPD 41.64
DPP 0.98
<1 year 28.52

1-3 years 11.8

Service Periods 3—4 years 59
4-5 years 7.21
>b years 46.56

<1 year 0.98

1-3 years 9.18

Legislative Position 54 years 131

4-5 years 23
>b years 20.98
Currently not serving in the house of representative 65.25

<1 year 1.97

1-3 years 0
E tive Positi 3—4 years 0

xecutive Position 4-5 years 0.33
> 5 years 2.62

Currently not serving any government body 95.08
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For the legislative positions were namely members of the DPR/DPRD where most of the
respondents have never or are not currently serving as members of the DPR/DPRD during
their time as administrators of the Democratic Party in Indonesia, be it as administrators at
the central or regional levels (as much as 65.25%). Those who have served have revealed
that they have served as members of the DPR/DPRD for more than 5 years, meaning
more than two terms (as much as 20.98%). On the other hand, the executive position is the
position of regional head where most of them, namely 95.08%, stated that they had never
or were not serving as regional heads while they were administrators of the Democratic
Party. However, those who have been or are in office revealed that the post of regional
head during his time as administrator of the Democratic Party has been held for more than
5 years (two terms) by 2.62% of respondents, while 1.97% of respondents revealed that they
have/are serving as head of the republic for less than 1 year.

In assessing the validity and reliability of the constructs, this research uses four main
indicators, which are the outer loadings, Cronbach’s Alpha, the Composite Reliability
(CR), and the Average Variance Extracted (AVE). Validity and reliability tests are aimed at
ensuring that the results of the analysis can represent the tendencies of the respondents
used in the study (Harrington 2009). The value is expected to meet the following standard.

Referring to the above standard measurement, the results of each variable are exhibited
in Table 2.

Table 2. Standard measurement of validity and reliability tests.

Indicators Standard
Outer Loadings (OL) value > 0.7
Cronbach’s Alpha (CA) value > 0.7
Composite Reliability (CR) value > 0.7
Average Variance Extracted (AVE) value > 0.5

The result of validity and reliability in Table 3 shows that all constructs meet the
standard value of each test, indicating the feasibility of the variables to proceed to the next
stage. This study uses the Structural Equation Modeling-Partial Least Square (SEM-PLS)
method to identify both direct and indirect effects. In analyzing the quality of the model,
this study refers to the Model Fit output consisting of the SRMR (<0.08) and the NFI (>0.9).
According to Henseler et al. (2015), the Standardized Root Mean Square Residuals (SRMR)
is a measure based on the transformation of the sample and predicted covariance matrices
into correlation matrices. Hu and Bentler (1999) expressed that the SRMR value of less than
0.1 or 0.08 is considered a good fit. The SRMR is very useful to avoid any potential model
misspecification. On the other hand, the Normed Fit Index (NFI) is also a model indicator
fit introduced by Bentler and Bonett (1980). The NFI is technically defined as 1 minus
the Chi2 values of the proposed model to the Chi2 values of the null model. Therefore,
the value of the NFI ranges from 0 to 1, where the closer the NF1 is to 1, the better the
model fit. A model is considered a good fit if the NFI is higher than 0.9 (Lohmoller 1989).
Furthermore, the result shows that the SRMR is 0.053 (Good Fit) and the NFI is 0.833
(Moderate Fit).

The next step is to provide the result of the coefficient determination test, using the
adjusted R2 as the main indicator. The result is exhibited in Table 4.

The empirical analysis, as shown in Table 5, reveals that the model explains 52.46%
of the variance in commitment (R? = 0.5246) and 59.46% of the variance in the decision to
stay (R% = 0.5946). These findings indicate that transformational leadership significantly
influences both commitment and the decision to stay, although there are other unobserved
factors contributing to these outcomes. The next section will present the results of hypothesis
testing, which are depicted in Figure 2, to further elucidate the relationships among
transformational leadership, commitment, and the decision to stay.
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Table 3. Validity and reliability tests results.
Constructs Item OL CA CR AVE
.. D1 0.8931
Decision to Stay 0.7262 0.8795 0.7849
D2 0.8788
K1 0.7878
K2 0.7711
C it t K3 07518 0.8831 0.9112 0.6315
ommitmen K4 0.8266 . . .
K5 0.8502
K6 0.7459
L1 0.7332
L2 0.7994
L3 0.7920
L4 0.8306
L5 0.7632
L6 0.7390
L7 0.8107
Transf tional L8 0.8475
ransorma tona 0.9612 0.9650 0.6336
Leadership L9 0.8578
L10 0.7961
L11 0.8002
L12 0.7961
L13 0.7804
L14 0.7290
L15 0.8111
L16 0.8347
Table 4. Coefficient determination test result.
R Square R Square Adjusted
Commitment 0.5260 0.5246
Decision to Stay 0.5969 0.5946
Table 5. Summary of hypothesis testing results.
Hypothesis Coefficient Standard Error t-Value p-Value Study Results
Direct Effect (Path Coefficient)
Commitment -> Decision to Stay 0.6113 0.0704 8.6774 0.0000 Supported
Leadership -> Commitment 0.7253 0.0587 12.3642 0.0000 Supported
Leadership -> Decision to Stay 0.2046 0.0749 2.7304 0.0065 Supported
Indirect Effect
Leadership -> Commitment -> Decision to Stay 0.4434 0.0592 7.4855 0.0000 Supported
Total Effect
Commitment -> Decision to Stay 0.6113 0.0704 8.6774 0.0000 Supported
Leadership -> Commitment 0.7253 0.0587 12.3642 0.0000 Supported
Leadership -> Decision to Stay 0.6479 0.0637 10.1740 0.0000 Supported
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Figure 2. Results of the conceptual framework.

The Hypothesis Testing results in Table 5 perform the ¢-statistic value, which indicates
the level of significance among variables. With a degree of freedom of 347 and a 5% level of
significance, the t-table value is +1.97. If the value of t-statistics is larger than 1.97, then
the correlation is significant. The summary is the hypothesis testing, as exhibited in the
following table.

By using the Structural Equation Modeling—Partial Least Square (SEM-PLS) method,
the results performed the expected results. The above table exhibits both direct and indirect
effects, which are combined in the total effect. Regarding the direct effect, the result shows
that both transformational leadership and commitment have a positive and significant
impact on the decision to stay with a 1% level of significance, indicating the urgency
to improve both leadership and commitment in the case of political parties. Moreover,
an indirect effect also indicates a similar result, where commitment significantly mediates
the effect of transformational leadership on the decision to stay. However, the coefficient
generated from the indirect effect is relatively lower compared to the direct one, indicating
that the transformational leadership performed by Agus Harimurti Yudhoyono has a strong
impact on the sustainability of the Democratic Party.

5. Discussions

According to the above result, it can be highlighted that transformational leadership
would influence the decision to stay through commitment. This finding is in line with
previous research that mentioned the importance of leadership in driving higher commitment
(Bass 1985; Northouse 2019), where commitment would further affect someone’s decision
to stay with the organization (Meyer and Allen 1991). Our next findings highlighted that
commitment plays a significant role in driving the possibility for someone to finally decide
to stay with the organization after the crisis. Members’ commitment refers to the value of
a person to actions that are considered necessary to achieve a predetermined goal. A person
with normative commitment will feel depressed if he feels the change too quickly (Jing
et al. 2014).
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Meanwhile, affective commitment has a positive influence by empowering employee
psychology so that it triggers a sense of ownership of control in their work (Morin et al.
2016). Continuance commitment has little effect on changing the value of an employee; this
is based on the reason for their commitment, which is only based on transactional needs
when deciding to remain in the company. Commitment is a situation where an employee
chooses and takes sides with an organization to survive in it. Commitment is divided
into three major parts, namely affective commitment, which means commitment based
on emotional ties to an organization, normative commitment, which is a commitment
based on a sense of necessity in carrying it out, and continuance commitment, which
is based on the existence of a more profitable transactional nature to stay in a company.
Considering that all three aspects in commitment are valid and reliable, it can be concluded
that members of the Democratic Party have a strong commitment to the organization after
the crisis that finally affected their decision to stay with the Democratic Party after the
crisis. Nevertheless, affective commitment basically has the most important role in driving
commitment itself. It is relevant with the statement from Hobfoll (1989) that affective
commitment has the highest value in keeping employees to stay in a company, due to the
existence of emotional bonds and making them feel needed to help achieve company goals.
Meanwhile, the commitment that has the lowest value in influencing the desire to stay is
an ongoing commitment that looks at commitment from a transactional point of view.

According to the above findings, it can be concluded that the leadership of The
Chairman of the Democratic Party Agus Harimurti Yudhoyono performs the significant
impact commitment of most committees and members. It can be seen from the level
of significance of transformational leadership on commitment, and commitment on the
decision to stay, which are lower than 1%. These findings are relevant to previous research
regarding impact leadership on commitment (Avolio et al. 2004; Dhawan and Mulla 2011) that
stated the importance of transformational leadership on commitment, where commitment
would eventually affect the decision to stay with the organization, given the many challenges
that happened. When it comes to transformational leadership, major components performed
by Agus Harimurti Yudhoyono that successfully sustained the organization can be identified.
As stated by Bass and Riggio (2006) and Bass and Avolio (1994), transformational leadership is
composed by four major components which are charisma (idealized influence), inspirational
motivation, intellectual stimulation, and individual considerations.

The first component is charisma (idealized influence), where the score indicates a strong
component to form transformational leadership. The highest score goes to LA4 by 0.9098
stating that Agus Harimurti Yudhoyono always considers ethical aspects when making
decisions. It indicates that Agus Harimurti Yudhoyono is emotionally mature and stable
in deciding after the crisis period. This kind of strength demonstrates high-quality leadership
in managing political parties. The second component is inspirational motivation, where the
score indicates a strong component to form transformational leadership. The highest score goes
to LB3 by 0.8756 stating that Agus Harimurti Yudhoyono always considers a problem from
many points of view. Agus Harimurti Yudhoyono is a good listener for all the members and is
an open-minded type of person in receiving constructive feedback, as well as a wise person to
respond to any kind of negative (destructive) issues. Therefore, it is not that surprising that the
Democratic Party has always been sustainable no matter the challenges. The third component is
intellectual stimulation, where the score indicates a strong component to form transformational
leadership. The highest sore goes to LC1 by 0.8622 stating that Agus Harimurti Yudhoyono is
always positive change-oriented and future-oriented and focuses on sustainable improvement.
This kind of spirit has inspired members to always perform their best to sustain the organization
in the long run (Northouse 2019). The fourth component is individual considerations, where
the score indicates a strong component to form transformational leadership. The highest score
goes to LD4 by 0.9249 stating that Agus Harimurti Yudhoyono consistently and proactively
provides opportunities to all members to improve their abilities. This proactiveness from
Agus Harimurti Yudhoyono makes members feel empowered and enables them to give
their best contribution to the organization (Amankwaa et al. 2021).
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Moreover, the result shows that transformational leadership also has a direct influence
on the decision to stay. This finding is relevant to the Theory of Planned Behavior (TPB)
(Ajzen 1991). Therefore, transformational leadership as a subjective norm (an individual’s
perception about the behavior, which is influenced by the judgment of significant others)
affects commitment as the manifestation of attitude (in TPB). The impact of transformational
leadership drives the internalization of external values into individual values. It forms
a commitment that would subsequently affect behavior, which is an individual’s decision to
stay. Everyone must have their awareness after being affected by transformational leadership
before finally deciding to stay with the organization. The successful transformational
leadership performed by Agus Harimurti Yudhoyono is a form of democratic leadership.
A leader would influence members, with positive values internalized by the members. This
would encourage commitment from the members who would eventually decide to stay with
the organization. Therefore, individuals’ decisions are taken independently, without any
pressure or interference. The quality of leadership performed by Agus Harimurti Yudhoyono
is confirmed by the empirical and statistical findings that have been strong evidence of the
sustainability of the Democratic Party in Indonesia. It can be a great reference and example
for other organizations to sustain after facing a crisis and to deal with high uncertainties.

6. Conclusions

This research focuses on the impact of transformational leadership on the decision
to stay mediated by commitment. The research adopted the Theory of Planned Behavior
(TPB) to construct the research model and employed Structural Equation Modeling—Partial
Least Square (SEM-PLS). This research observed 349 respondents from the committee of the
Democratic Party (DPP, DPD, and DPC) in Indonesia. The result shows that transformational
leadership performs a significant impact on commitment, while commitment affects the
decision to stay. It was identified that there was no direct effect from transformational
leadership to the decision to stay. It indicates that commitment statistically mediated
the impact of transformational leadership on the decision to stay. It has been relevant in
the case of a political party, while commitment plays a strong position considering that
a political party does not offer type incentives like those provided by companies or other
profit-oriented organizations. Therefore, higher commitment is necessary to achieve by
improving the quality of transformational leadership. The empirical results indicated that
the head of the Democratic Party in Indonesia has successfully performed transformational
leadership, however, it still requires more sustainable improvement in the long term.

7. Limitations and Future Research

According to the above empirical findings, the head of the Democratic Party in Indonesia
should keep improving the quality of transformational leadership, considering its significant
impact on commitment, which eventually affects the decision to stay. More specifically,
considering various aspects when taking decisions and involving members in strategic
decision-making have been the most important aspects to maintain. The head of the
Democratic Party in Indonesia needs to also maintain sustainable improvement consistently
to achieve organizational targets. Finally, other aspects of transformational leaderships require
more improvement to anticipate any potential unprecedented events that could possibly
threaten the sustainability of the organization in the long term. This research focuses on the
Democratic Party in Indonesia, with a specific phenomenon of illegal movement by external
parties. Future research may also involve other political parties in any category to capture
various phenomena that the empirical model could explain.
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Appendix A
Variable 85;222?:‘1 Question Items
Intrinsic 1. I'will work on the organization longer than I thought before (SA1)
o Motivation 2. I'will dedicate the abilities I have to work for the organization (SA2)
Decision to Stay
Gupta and Singh 1. Iwill continue to work for the organization because I want to continue to get the benefits that I
(2018) Extrinsic have obtained so far (SB1)
Motivation 2. I'will continue to work for the organization to avoid punishment for my potentially undisciplined
actions (SB2)
1. Leaders have noble values in how the organization is run (LA1)
Charisma 2. Leaders can clearly convey organizational goals (LA2)
(Idealized 3. Leaders can consider moral consequences (LA3)
Influence) 4. Leaders can consider ethical consequences in decision-making (LA4)
5. Leaders can prioritize common interests (LA5)
1. Leaders can periodically self-introspect (LB1)
L 2. Leaders always consider input from members of the organization (LB2)
. Insp.lr atl.onal 3. Leaders can view the problem from different points of view (LB3)
Transformational Motivation 4. Leaders can provide a personal view of the problems that occur to be discussed with members of
Leadership o the organization (LB4)
(Bass and Riggio
2006) 1. Leaders are always oriented towards positive change for the future (LC1)
Intellectual 2. Leaders can determine the priority scale (LC2)
Stimulation 3. Leaders can articulate a vision of the future well (LC3)
4. Leaders show high confidence in the future success of the organization (LC4)
1. Leaders provide education and training to members of the organization (LD1)
. 2. Leaders are good listeners (proactively hear complaints from members of the organization) (LD2)
Indlv.ldual . 3. Leaders consistently always motivate members of the organization (LD3)
Considerations 4 [eaders consistently and proactively help individuals or members of organizations to improve their
strengths (LD4)
. 1. I'have a deep feeling (love) for the organization I work for (KA1)
Affectlye 2. I'have an emotional bond with the organization I work for (KA2)
Commitment Commitment 3. Ihave similar values with the organization I work for (KA3)
Agyeman and . 1. I'have a great responsibility for the sustainability of the organization in the future (KB1)
Ponniah (2014); Norma'twe 2. Ihave a strategic role for the sustainability of the organization in the future (KB2)
Meyer and Allen Commitment 3. IfeelIhave to stay devoted to the organization I work for (KB3)
(1997); Lawler et al. 1. The award given to me makes me want to stay in the organization I currently work for (KC1)
(1979) Sustainable 2. I want to work in this organization for as long as possible (KC2)
Commitment 3. Working for my current organization is more attractive than offers from other organizations or

companies (KC3)
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