
JBMP | jbmp.umsida.ac.id/index.php/jbmp September 2021 | Volume 7 | Issue 2 203 

 

RESEARCH ARTICLE 
published: September 20, 2021 
doi: 10.21070/jbmp.v7vi2.1525 

 

 

The Effect of Transformational Leadership and 

Organizational Culture on Organizational Commitment 

in Mediating Organizational Cynicism 

 

Prayudha Bangun Wicaksono1, Muafi2 

 

1,2Department of Management, Faculty of Business and Economics, Universitas Islam 

Indonesia Yogyakarta  

*Corresponding author. Email: muafi@uii.ac.id 

 

This study discusses and analyzes the effect of transformational leadership and 

organizational culture on organizational commitment mediated by organizational 

cynicism on employees at the Shirvano Consulting Yogyakarta company. The 

population and sample in this study are 31 respondents who are startup employees at 

Shirvano Consulting. This research uses quantitative methods by distributing 

questionnaires to respondents. The analytical test tool used in this study is SmartPLS 

v.3.0 with SEM analysis method. The results of data analysis in this study are: 

(1)Transformational leadership has a significant negative effect on organizational 

cynicism; (2)Organizational culture has no significant negative effect on 

organizational cynicism; (3)Organizational cynicism has a significant negative effect 

on organizational commitment; (4)Transformational leadership has no significant 

positive effect on organizational commitment; (5)Organizational culture has no 

significant positive effect on organizational commitment;  (6)Transformational 

leadership has no significant positive effect on organizational commitment mediated 

by organizational cynicism; and  (7)Organizational culture has a significant positive 

effect on organizational commitment mediated by organizational cynicism. Three 

hypotheses are accepted, while the other four hypotheses are rejected. The implication 

of the theory is to contribute to increase organizational commitment by considering 

aspects of transformational leadership and organizational culture by the mediating 

effect of organizational cynicism. The managerial implication is that companies or 

organizations can implement strategies and policies related to these four aspects. 

Keywords: Transformational Leadership, Organizational Culture, Organizational 

Cynicism, Organizational Commitment 

  

 
ISSN 2528-4649 (online) 

ISSN 2338-4409 (print) 

 

Reviewed by: 

Zarah Puspitaningtyas, Irwan Moridu 

 

*Correspondence: 

Muafi 

muafi@uii.ac.id  

Received: May 26, 2021  

Accepted: August 9, 2021 

  Published: September 20, 2021 

JBMP: Jurnal Bisnis, Manajemen dan 

Perbankan. 

Vol: 7/ No. 2 

  doi: 10.21070/jbmp.v7vi2.1525 



JBMP | jbmp.umsida.ac.id/index.php/jbmp September 2021 | Volume 7 | Issue 2 

Muafi The Effect of Transformational Leadership and Organizational Culture on Organizational Commitment in Mediating Organizational Cynicism  

 

204 

INTRODUCTION 

 

Along with advances in technology and science in the 

current era of globalization, competition is growing so tight. 

To always win the fierce competition with its competitors, 

the company is trying to need a power that is greater than 

what its competitors have. That strength comes from good 

internal resources. One indicator of the success of a company 

or agency is a good organizational commitment. 

Organizational commitment is defined as a situation in 

which an employee favors a particular organization and its 

goals and desires to maintain membership in the organization 

(Robbins and Judges, 2015). According to Porter et al. 

(2013), organizational commitment is the relative strength of 

the individual in identifying his involvement in the 

organization. 

One of the factors that influence organizational 

commitment is organizational cynicism. According to Khan 

(2014), organizational cynicism is a negative belief or view 

of the organization, particularly related to destructive power, 

low trust in authorities and institutions, and underestimating 

the possibility of people ethically achieving goals. Mousa's 

research (2017) shows that organizational cynicism has a 

negative correlation with affective commitment. The results 

showed that organizational cynicism has a negative 

correlation with organizational commitment. Organizational 

cynicism can mediate the relationship between 

organizational culture and organizational commitment. That 

is by research conducted by Sarhana et al. (2019), which 

showed a significant positive effect of organizational culture 

on organizational commitment in which organizational 

cynicism acts as a mediator. Shoaib et al. (2013) found that 

with a good, supportive, healthy organizational culture and 

making employees feel they have an important role in the 

organization, organizational cynicism can be reduced 

considerable to impact the higher level of organizational 

commitment. However, organizational cynicism is not able 

to mediate the relationship between transformational 

leadership and organizational commitment. Novitasari 

(2020) shows that transformational leadership on 

organizational commitment mediated by organizational 

cynicism does not have a significant positive effect. 

The next factor influencing organizational commitment 

is transformational leadership. Transformational leadership 

is a type of leader who inspires his followers to put aside their 

interests and has extraordinary influencing abilities (Kharis 

2015). The research results by Gulluce et al. (2016) show that 

there is a significant positive effect between the 

transformational leadership scale and the organizational 

commitment scale. Al-Quran (2016) found that 

transformational leadership has a significant positive effect 

on organizational commitment, which impacts employees 

continuing to work for the company. However, Novitasari's 

research (2020) shows no significant positive effect of 

transformational leadership on organizational commitment. 

Transformational leadership has a significant negative 

effect on organizational cynicism. Research by Terzi and 

Dulker (2016) has shown results that there is a significant 

negative effect of transformational leadership on 

organizational cynicism. Sirin et al. (2018) stated that the 

application of transformational leadership, such as providing 

good service to members and providing space for members 

to express their opinions, can reduce the level of cynicism in 

the organization. 

Another factor that influences organizational 

commitment is organizational culture. Research conducted 

by Shoaib et al. (2013) shows that with a good, supportive, 

healthy organizational culture and making employees feel 

they have an important role in the organization, 

organizational commitment is also higher. However, Athar 

(2020) shows that a responsive and competent organizational 

culture does not significantly positively affect organizational 

commitment. 

Organizational culture has a significant negative effect 

on organizational cynicism. The results of Sadigh's research 

(2016) show that when a company has a supportive, healthy, 

and comfortable organizational culture, it will positively 

impact employees, as indicated by increased organizational 

commitment such as creativity and involvement in decision-

making and problem-solving. However, Yilmaz, et al. (2014) 

research shows that organizational culture does not 

significantly negatively affect organizational cynicism. 

The author is interested in researching employees in 

startup companies. Startup companies are synonymous with 

innovative organizational culture. Following the 

characteristics of the millennial generation, the leadership 

style in the company is also identical with transformational 

leadership, where the leadership applied is more modern and 

flexible. However, startup companies are also synonymous 

with employees who have a low level of organizational 

commitment. According to Deloitte Indonesia Perspectives 

(2019) research, the average rate of the turnover employee at 

startup companies is above 10%. That shows that there is a 

high level of organizational cynicism and low organizational 

commitment in startup companies. 

The object of research that the author will carry out is an 

employee of Shirvano Consulting located in Yogyakarta. 

The reason researchers are interested in researching Shirvano 

Consulting is that startup companies in Yogyakarta are 

starting to flourish, dominated by young people in building 

the business, which is synonymous with transformational 

leadership, organizational cynicism, and an organizational 

culture that is different from companies that have been 

around for a long time. 

 

LITERATURE REVIEW 

The Effect of Transformational Leadership on 

Organizational Cynicism 

Transformational leadership involves a deep influence 

relationship between people who want significant change, 

and the change reflects the goals shared by the leader and his 

followers (subordinates). Influence(influence)in this case 

means the relationship between leaders and followers, so 

that's not something passive, but it is a reciprocal relationship 

and without coercion. Thus, leadership itself is a process of 

mutual influence. 
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According to Avolio and Bass (2004), transformational 

leadership is a leader's behavior that can activate followers' 

motivation and encourage them to act on that motivation for 

high performance. The implementation of transformational 

leadership is appropriate in the bureaucratic environment and 

various organizations with a lot of potentials and educated 

personnel. According to Iensufiie (2010), transformational 

leadership has an understanding of leadership that aims for 

change. The change in question is assumed to be a change 

that is better against the status quo and is active. 

Transformational leadership is also defined as a leadership 

approach that creates positive and valuable change for an 

organization.The results of research conducted by Terzi and 

Dulker (2018), Sadigh (2016), Şirin et al. (2018) show a 

significant negative correlation between transformational 

leadership and organizational cynicism. 

H1: Transformational leadership has a significant negative 

effect on organizational cynicism 

The Influence of Organizational Culture on 

Organizational Cynicism 

A company must have a characteristic in carrying out its 

vision and mission to achieve goals, commonly called 

organizational culture. A company's success reflects that the 

company has a good organizational culture and quality and 

vice versa. According to Wardiah (2016), organizational 

culture is essentially the organization's basic values that will 

act as the basis for behaving, behaving, and acting for all 

members of the organization. Organizational culture is the 

way people behave in an organization. It is a set of norms 

consisting of beliefs, attitudes, core values, and patterns of 

behavior shared within the organization. 

According to Sutrisno (2015), organizational culture can 

be defined as the system of values(value), beliefs(beliefs), 

assumptions(Assumptions), or norms that have long been in 

force, agreed upon, and followed by members of an 

organization as a guide to behavior and solving 

organizational problems. 

Ergun and Kesen's (2014) research results show that 

organizational culture greatly influences cynicism in 

organizations. That is confirmed by Sadigh's research 

(2016), which shows a significant negative effect of 

organizational culture on organizational cynicism. However, 

study by Yilmaz et al. (2014) showed that organizational 

culture did not have a significant positive effect on 

organizational cynicism. 

H2: Organizational culture has a significant negative effect 

on organizational cynicism 

The Effect of Organizational Cynicism on 

Organizational Commitment 

Organizational cynicism is an employee's belief that the 

company does not have ethical principles such as fairness, 

honesty, and sincerity sacrificed for the organization's 

benefit (Atwater et al., 2011). Organizational cynicism can 

develop due to stress and workload, unsupportive personal 

expectations or organizational conditions, inadequate social 

support and promotions, conflicting goals, decision-making 

inefficiency, and communication misunderstandings. 

Organizational cynicism can also be caused by a salary gap 

between executives and employees so that employees 

distrust the executives and envy and dislike from employees. 

According to Khan (2014), organizational cynicism is a 

negative belief or view of the organization, particularly 

related to destructive power, low trust in authorities and 

institutions, and underestimating the possibility of people 

ethically achieving goals. 

The results of Nafei and Kaifi (2013) research show that 

there is a significant negative effect of organizational 

cynicism on organizational commitment. Mousa's research 

(2017) shows that organizational cynicism has a negative 

correlation with organizational commitment. The research of 

Yüksel and ahin (2017) shows levels of organizational 

cynicism that lowin teachers lead to high levels of 

organizational commitment. 

H3: Organizational cynicism has a significant negative effect 

on organizational commitment 

The Effect of Transformational Leadership on 

Organizational Commitment 

Leithwood and Jantzi (2003) argue that the application of 

the transformational leadership model is very useful for (1) 

building a culture of cooperation and professionalism among 

employees, (2) motivating leaders to develop themselves, 

and (3) helping Leaders solve problems effectively. The 

research results by Gulluce et al. (2016) showed that there 

was a significant positive effect between the 

transformational leadership scale and the organizational 

commitment scale. Al-Quraan research (2016) shows that 

transformational leadership has a significant influence on 

organizational commitment, which impacts employees 

continuing to work for the company. These results indicate 

that transformational leadership increases sustainable 

organizational commitment through the ability of leaders. 

The research of Khasawneh et al. (2012) shows that 

principals in Jordan have moderate to high levels of 

transformational leadership behavior so that teachers have 

high organizational commitment. That is different from 

Novitasari (2020) research, which shows no significant 

positive effect of transformational leadership on 

organizational commitment. 

H4: Transformational leadership has a significant positive 

effect on organizational commitment. 

The Influence of Organizational Culture on 

Organizational Commitment 

According to Robbins and Judge (2015), organizational 

commitment is defined as a condition in which an employee 

favors a particular organization and its goals and desires to 

maintain membership in the organization. Based on this 

definition, members committed to the organization will 

remain part of the organization. Organizational commitment 

is a psychological state of an individual or employee related 

to belief, belief, and a strong acceptance of the goals and 

values of the organization, a strong desire to do the best for 

the organization, and the degree to which he has high loyalty 

to the organization or company. 
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Research by Sarhana et al. (2019) shows that a supportive 

organizational culture influences organizational 

commitment. That is in line with research by Rastegar and 

Afghayan (2012), which shows the high relationship 

between a supportive and innovative organizational culture 

and organizational commitment, as evidenced by the ability 

of employees to demonstrate ability, talent, and the right to 

make decisions, which can increase organizational 

commitment. Shoaib et al. (2013) showed that with a good, 

supportive, healthy organizational culture and making 

employees feel they have an important role in the 

organization, organizational commitment is also higher. 

However, Athar's research (2020) shows that a responsive 

and competent organizational culture does not have a 

significant positive effect on organizational commitment. 

H5: Organizational culture has a significant positive effect 

on organizational commitment 

The Effect of Transformational Leadership on 

Organizational Commitment Mediated by 

Organizational Cynicism 

Research Results Al-Qur'an (2016) shows an influence of 

transformational leadership on organizational commitment 

in which organizational cynicism mediates. With the applied 

transformational leadership, the level of organizational 

cynicism in Jordan Ahli Bank's company is very low, which 

then causes organizational commitment to become better. 

Khasawneh et al. (2012) and Gulluce et al. (2016) found a 

significant positive effect of transformational leadership on 

organizational commitment mediated by organizational 

cynicism. However, Novitasari (2020) research shows that 

transformational leadership on organizational commitment 

mediated by organizational cynicism does not have a 

significant positive effect. 

H6: Transformational Leadership significant positive effect 

on the organizational commitment that is mediated by 

organizational cynicism 

Organizational Cultural Influence of Organizational 

Commitment Against The Mediated By Organizational 

Cynicism 

The results Sarhana et al. (2019) show the influence of 

organizational culture on organizational commitment in 

which organizational cynicism acts as a mediator. That is 

supported by Shoaib et al. (2013), showing that 

organizational cynicism mediates the influence of 

organizational culture on organizational commitment. A 

good, supportive, healthy organizational culture and making 

employees feel they have an important role in the 

organization can reduce organizational cynicism 

considerably to impact the higher level of organizational 

commitment. Rastegar and Aghayan (2012) show that a good 

organizational culture can make employees feel that they 

have the right to reduce the level of organizational cynicism. 

H7: Organizational Culture has a significant positive effect 

on organizational commitment mediated by organizational 

cynicism. 

 

METHOD (FOR RESEARCH ARTICLE) 

This study uses a quantitative approach. Quantitative 

research is a systematic, structured, and planned research 

from the beginning to the end of the research. The purpose 

of doing quantitative research is to determine the relationship 

between one variable and another variable in a population. 

In the study included in the research, the population is all 

employees who work at Shirvano Consulting. Total 

population of 31 people. The sampling technique used a 

census so that the number of samples that became 

respondents in this study included all employees at Shirvano 

Consulting, namely 31 people. The data taken in this study 

were through questionnaires distributed to respondents with 

the criteria mentioned above to obtain direct data on 

transformational leadership, organizational culture, 

organizational cynicism, and organizational commitment. 

Variable measurements were carried out using a Likert scale 

of 1-5. The data analysis technique used in this study uses 

PLS-SEM. PLS-SEM analysis consists of two sub-models: 

the structural or inner model and the measurement or outer 

model. 

This study involves four variables consisting of 3 

exogenous variables and one endogenous variable. The 

following is the operational definition of each variable: 

Transformational Leadership 

According to Edison et al. (2016), transformational 

leadership inspires their followers to believe in themselves 

and believe in their potential to envision and create a better 

future for the organization. Measurement of transformational 

leadership refers to Avolio et al. (1999). 

Organizational Culture 

According to Wardiah (2016), organizational culture is 

essentially the organization's basic values, which will act as 

the basis for attitude, behavior, and action for all members of 

the organization. The measurement of organizational culture 

in this study refers to the opinion of McShane and Von 

Gilnov (2005). 

Organizational Cynicism 

According to Khan (2014), organizational cynicism is a 

negative belief or view of the organization, particularly 

related to destructive power, low trust in authorities and 

institutions, and underestimating the possibility of people 

achieving goals in an ethical way. The indicator of 

organizational cynicism refers to the opinion of Nafei 

(2013). 

Organizational Commitment 

According to Robbins and Judge (2011), organizational 

commitment is defined as a condition in which an employee 

favors a particular organization and its goals and desires to 

maintain membership in the organization. Measurement of 

organizational commitment refers to the opinion of Allen 

and Meyer (1997). 

RESULTS AND DISCUSSION 

Description of Respondents 

Respondents studied based on gender, female 

respondents amounted to 16 people (51.6%), while the rest 
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were men with a total of 15 respondents (48.4%). Based on 

the age of the respondents, the majority are respondents aged 

20 - 30 years with a total of 28 respondents (90.3%), age less 

than 20 with two respondents (6.5%), age 41-50 with one 

respondent (3.2%). Based on the latest education, the 

majority are Bachelors (S1) with a total of 19 respondents 

(61.3%), high school level with ten respondents (32.3%), 

diploma level with one respondent (3.2%), and postgraduate 

level with one respondent (3.2%). 

Descriptive Variable 

The results of the validity and reliability test resulted in 

all valid and reliable items. The transformational leadership 

variable (x1) with a total average of 4.10 is included in the 

high category. The organizational culture variable (x2) with 

a total average of 3.9 is included in the high category. The 

variable organizational cynicism (y) with a total average of 

1.9 is included in the low category. The organizational 

commitment variable (z) with a total average of 3.43 is 

included in the high category. From these results, the 

researcher concludes that the Shirvano Consulting company 

has a high level of transformational leadership, 

organizational culture, and organizational commitment and a 

level of organizational cynicism low. 

Results Hypothesis Test 

The results of the relationship test between variables can 

be seen in Figure 1 below: 

 

[Figure 1 about here.] 

 

The results of the structural model analysis can be seen 

in Table 1 below: 

 

[Table 1 about here.] 

 

Based on the results of structural testing, Table 1 shows 

that the three items are significant to the dimensions of the 

construction with an at-statistical value > 1.96 and a p-value 

< 0.05. However, four items are not significant to the 

construction dimensions because of the t-statistic value 

<1.96 and p-value> 0.05. 

 

Discussion 

The Effect of Transformational Leadership on 

Organizational Cynicism 

Based on the data processing results, it can be seen that 

transformational leadership negatively affects organizational 

cynicism. That can be seen from the original sample value of 

-0.490, which means it has a negative relationship. The t-

statistic value of this construction relationship is 2.681, and 

the p-value is 0.008, so it can see that the relationship 

between transformational leadership and organizational 

cynicism is significantly negative. (The first hypothesis is 

accepted). 

The results of this study indicate that transformational 

leadership has a significant negative effect on organizational 

cynicism. That means that when leaders in a company apply 

transformational leadership, it will reduce the chances of 

organizational cynicism. The higher the level of 

transformational leadership, the lower the level of 

organizational cynicism and vice versa. This shows a need 

for the development of transformational leadership applied 

by the leadership to employees at Shirvano Consulting. 

Among them are conducting open communication, 

establishing good personal relationships with employees, 

and providing opportunities for employees to express ideas 

for the company's progress. 

These results follow the research conducted by Terzi and 

Dulker (2018), where there is a relationship between the 

influence of transformational leadership and organizational 

cynicism. This study indicates a negative correlation 

between transformational leadership and organizational 

cynicism, where organizational cynicism will decrease when 

the influence of transformational leadership is strong. These 

results are in line with research conducted by Sadigh (2016), 

where when leaders in companies apply transformational 

leadership, it will positively impact employees as indicated 

by increased creativity, involvement in decision-making, and 

mass solving. These results are also in line with research 

conducted by irin et al. (2018), where the application of 

transformational leadership, such as providing good service 

to members, providing space for members to have opinions 

and a shared sense of belonging to the organization can 

reduce the level of cynicism in the organization. 

Effect of Organizational Culture on Organizational 

Cynicism 

Based on the data processing results, it can be seen that 

organizational culture negatively influences organizational 

cynicism. That can be seen from the original sample value of 

-0.397, which means it has a negative relationship. However, 

the t-statistic value of this construction relationship is 1.887, 

and the p-value is 0.060 so that it can see that the relationship 

between organizational culture and organizational cynicism 

is not significantly negative (second hypothesis is rejected). 

The results of this study indicate that organizational 

culture has a negative and insignificant effect on 

organizational cynicism. This means that the Shirvano 

Consulting company has a good, supportive, and 

comfortable organizational culture but does not affect the 

level of organizational cynicism. Thus, it is hoped that 

Shirvano's company can maintain and improve 

organizational cultural values to employees by providing a 

comfortable working atmosphere, providing space for joint 

discussions, implementing a working system that is 

following employee characteristics, and always involving 

employees in important decisions in the company. 

The results of this study follow research conducted by 

Yilmaz et al. (2014), where organizational culture does not 

significantly affect organizational cynicism. Organizational 

culture and academic achievement have no significant effect 

on organizational cynicism.   
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The results of this study are not following the research 

conducted by Ergun and Kesen (2014), where organizational 

culture greatly influences the cynicism in the organization. 

Ergun and Kesen (2014) argue that organizational culture 

helps organizations generate creative outputs and obtain new 

opportunities. This study's results do not follow Sadigh's 

(2016) research where there is a relationship between the 

influence of organizational culture and organizational 

cynicism. Sadigh (2016) argues that when a company has a 

supportive, healthy, and comfortable organizational culture, 

it will positively impact employees, as indicated by increased 

creativity, decision-making, and problem-solving 

involvement. The results of this study do not follow research 

conducted by Prajogo and Wijaya (2020), where a supportive 

organizational culture positively influences work. A 

supportive organizational culture has a positive influence on 

employees' affective responses to organizational change. 

Third, the affective response of employees to organizational 

change has a negative effect on organizational cynicism. 

Effect of Organizational Cynicism Organizational 

Commitment 

Based on the results of data processing, it can see that 

organizational cynicism negatively affects organizational 

commitment. It can be seen from the original sample value 

of -0.746, which means it has a negative relationship. The t-

statistic value of this construction relationship is 3.298, and 

the p-value is 0.001. It can be seen that there is a significant 

negative relationship between organizational cynicism and 

organizational commitment. (The third hypothesis is 

accepted). 

The results of this study indicate that organizational 

cynicism has a significant negative effect on organizational 

commitment. That means that when organizational cynicism 

is low, it gives rise to employee involvement, growing 

innovation, good relations between employees, and higher 

employee loyalty to the company. That shows a low level of 

organizational cynicism in Shirvano Consulting employees, 

thus creating a sense of solidarity and good relations between 

employees. This affects the high level of organizational 

commitment. Thus the need for good teamwork, mutual 

support between employees, helping each other in solving 

problems. So that it can reduce the level of organizational 

cynicism. 

These results are following the research conducted by 

Yüksel and ahin (2017) where this study shows levels of 

organizational cynicism that lowin teachers lead to high 

levels of organizational commitment. It is proven by the 

involvement of teachers, high levels of innovation, good 

relations between teachers, and low levels of organizational 

cynicism so that organizational commitment is high. That is 

in line with Mousa's research (2017) where this study shows 

that organizational cynicism has a negative correlation with 

organizational commitment. A level of organizational 

cynicism low will increase organizational commitment in the 

company. This result is also in line with Nafei and Kaifi 

(2013) research, where this study shows that there is a 

statistically negative effect between the dimensions of 

organizational cynicism on organizational commitment. 

 

The Effect of Transformational Leadership 

Organizational Commitment 

Based on the results of data processing, it can see that 

transformational leadership positively influences 

organizational commitment. That can be seen from the 

original sample value of 0.100, which has a positive 

relationship. However, the t-statistic value of this 

construction relationship is 0.488, and the p-value is 0.626, 

so it can be seen that there is no significant positive 

relationship between transformational leadership and 

organizational commitment. (The fourth hypothesis is 

rejected). 

Based on the results of the fourth hypothesis, the authors 

advise all employees of the Shirvano Consulting company, 

namely the need for increased cooperation between 

employees, understanding the company's vision and mission, 

and good transparency between leaders and employees 

Shirvano Consulting. Thus, it can create good interactions 

and maximum work results to foster good organizational 

commitment. 

This study's results follow research conducted by 

Novitasari (2020), where the effect of transformational 

leadership on organizational commitment is not significantly 

positive. The leadership carried out by the leadership does 

not affect the organizational commitment of teachers and 

employees. That is evidenced by the influence of ideal, 

inspirational motivation and individual considerations have 

no significant effect on organizational commitment. 

The results in this study are not in accordance with the 

research conducted by Gulluce et al (2016), where there is a 

significant positive effect between the transformational 

leadership scale and the organizational commitment scale. 

The results of this study are not in accordance with research 

conducted by Al-Quraan (2016), where transformational 

leadership has a significant influence on organizational 

commitment and this has an impact on employees continuing 

to work for the company. Al-Quraan (2016) found that 

transformational leadership sustained increase 

organizational commitment through the ability of the 

leaders. This result is also inconsistent with research 

conducted by Khasawneh et al. (2012), where principals in 

Jordan have moderate to high levels of transformational 

leadership behavior so that teachers have high organizational 

commitment. 

 

The Effect of Organizational Culture on Organizational 

Commitment 

Based on the data processing results, it can see that 

organizational culture has a positive influence on 

organizational commitment. That can be seen from the 

original sample value of 0.003, which means it has a positive 

relationship. However, the t-statistic value of this 

construction relationship is 0.012, and the p-value is 0.990. 

It can be seen that there is no significant positive relationship 

between organizational culture and organizational 

commitment (the fifth hypothesis is rejected). The positive 

influence in this relationship can be interpreted that the 

higher the level of organizational culture, the higher the level 

of organizational commitment in the company. 
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The results of this study indicate that organizational 

culture has no positive and insignificant effect on 

organizational commitment. That proves that the 

organizational culture that exists at Shirvano Consulting 

does not have a significant effect on organizational 

commitment. It is hoped that the Shirvano company can 

maintain and improve organizational cultural values to 

employees by providing a comfortable working atmosphere, 

providing space for joint discussions, implementing a 

working system following employee characteristics, and 

always involving employees in important decisions in the 

company. 

These results follow research conducted by Athar (2020), 

where a responsive and competent organizational culture 

does not significantly affect organizational commitment. 

This result does not follow the research conducted by Shoaib 

et al. (2013), where a good, supportive, healthy 

organizational culture makes employees feel they have an 

important role in the organization, the higher the level of 

organizational commitment. This study's results do not 

follow the research conducted by Sarhana et al. (2019), 

where a supportive organizational culture influences 

organizational commitment. The results of this study are also 

not following research conducted by Rastegar and Afghayan 

(2012), where there is a high relationship between a 

supportive and innovative organizational culture and 

organizational commitment. 

 

The Effect of Transformational Leadership on 

Organizational Commitment Mediated by 

Organizational Cynicism 

Based on the data processing results, it can be seen that 

transformational leadership positively influences 

organizational commitment mediated by organizational 

cynicism. That can be seen from the original sample value of 

0.366, which means it has a positive relationship. However, 

the t-statistic value of this construction relationship is 1.906, 

and the p-value is 0.057. It can be seen that there is no 

significant positive relationship between transformational 

leadership and organizational commitment mediated by 

organizational cynicism (the sixth hypothesis is rejected). 

This study explains that organizational cynicism cannot 

mediate the relationship of transformational leadership to 

organizational commitment. Therefore, it can conclude that 

the high level of transformational leadership leaders at 

Shirvano Consulting does not significantly affect 

organizational commitment. Thus, it is necessary to develop 

the transformational leadership applied by the leadership to 

the employees at Shirvano Consulting. Among them are 

conducting open communication, establishing good personal 

relationships with employees, and providing opportunities 

for employees to express ideas for the company 

This study's results follow research conducted by 

Novitasari (2020), where the effect of transformational 

leadership on organizational commitment is not significantly 

positive. This study's results do not follow research 

conducted by Al-Quraan (2016), where organizational 

cynicism mediates the effect of transformational leadership 

on organizational commitment. With the applied 

transformational leadership, the level of organizational 

cynicism in the company is very low, which then causes 

organizational commitment to become better. This result is 

not following the research conducted by Gulluce et al. 

(2016), where organizational cynicism mediates the effect of 

transformational leadership on organizational commitment. 

So it can conclude that the level of organizational 

commitment can be high if transformational leadership is 

applied. 

The Effect of Organizational Culture on Organizational 

Commitment is Mediated by Organizational Cynicism. 

Based on the data processing results, it can see that 

organizational culture positively influences organizational 

commitment mediated by organizational cynicism. It can be 

seen from the original sample value of 0.296, which means 

it has a positive relationship. The t-statistic value of this 

construction relationship is 2.150, and the p-value is 0.032. 

It can be seen that there is a significant positive relationship 

between organizational culture and organizational 

commitment mediated by organizational cynicism (the 

seventh hypothesis is accepted). 

This study explains that organizational cynicism can 

mediate the relationship of organizational culture to 

organizational commitment. Therefore it can conclude that 

the high organizational culture of the Shirvano Consulting 

company affects organizational cynicism low so that it has a 

significant positive effect on organizational commitment. It 

is hoped that the Shirvano company can maintain and 

improve organizational cultural values to employees by 

providing a comfortable working atmosphere, providing 

space for joint discussions, implementing a working system 

following employee characteristics, and always involving 

employees in important decisions in the company. 

This study's results follow research conducted by 

Sarhana et al. (2019), where organizational culture 

influences organizational commitment and organizational 

cynicism as a mediator. These results indicate that 

organizational culture can reduce organizational cynicism 

and increase sustainable organizational commitment through 

a well-organized organizational culture. This study results 

follow research conducted by Shoaib et al. (2013), which 

shows that organizational cynicism mediates the influence of 

organizational culture on organizational commitment. These 

results also follow research conducted by Rastegar and 

Aghayan (2012), showing that a good organizational culture 

can make employees feel that they have their rights so that 

organizational cynicism can be reduced and affect 

organizational commitment. 

CONCLUSIONS 

Based on the results of data analysis and discussion, 

several conclusions can be drawn as follows: (1) 

Transformational leadership has a significant negative effect 

on organizational cynicism, (2) Organizational culture has 

no significant negative effect on organizational cynicism, (3) 

Organizational cynicism has a significant negative effect on 

organizational commitment, (4) transformational leadership 

has no significant positive effect on organizational 
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commitment, (5) organizational culture has no significant 

positive effect on organizational commitment, (6) 

Transformational leadership has no significant positive 

effect on organizational commitment mediated by 

organizational cynicism, (7) Organizational culture has a 

significant positive effect on organizational commitment 

mediated by organizational cynicism. The limitation of this 

research is that this research was conducted during the 

Covid-19 pandemic, so that many employees work from 

home. The practical implications of this research are 

expected to provide information and knowledge about the 

level of influence of transformational leadership and 

organizational culture on organizational commitment 

mediated by organizational cynicism. 
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Figure 1 | Research Model 

Figure 1 | Outer Model Test Results 
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TABLE 1 | Structural Model Test Results 

 

Research Variable Relationship Original Sample T Statistics P Value Hipotesis 

Transformational Leadership > 

Organizational Cynicism  

-0.490 2.681 0.008* H1 accepted 

Organizational Culture > Organizational 

Cynicism  

-0.397 1.887 0.060 H2 rejected 

Organizational Cynicism > 

Organizational Commitment  

-0.746 3.298 0.001* H3 accepted 

Transformational Leadership > 

Organizational Commitment  

0.100 0.488 0.626 H4 rejected 

Organizational Culture > Organizational 

Commitment  

0.003 0.012 0.990 H5 rejected 

Transformational Leadership > 

Organizational Cynicism > 

Organizational Commitment  

0.366 1.906 0.057 H6 rejected 

Organizational Culture > Organizational 

Cynicism > Organizational Commitment  

0.296 2.150 0.032* H7 accepted 

Note * : Sig < 0,05 

Sources: Primary data processed 2021 

 

 


