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Abstract: In order to active the education industry and make a contribution for the higher education field, private higher 

education becomes a backbone force in Chinese society. Based on the report of Ministry of Education in 2017 mentioned that 

the biggest problem with private higher education is that the weak and unstable academic staffs which lead to low job 

performance. In addition to policies and management, how to further improve the quality and performance of academicians is 

also an essential issue eager to be solved in private education institutions. Therefore, how to construct qualified personnel is 

one of the fundamental problems in the survival and development of private colleges and universities. The performance and 

quality of the academic staffs largely determines the quality of private colleges and universities. Leadership style was regarded 

as an importance role affect organizational commitment and organizational performance. This study intends to find out the 

mediating effect of organizational commitment on the relationship between leadership style and job performance by using the 

survey data from academicians of top ten Chinese private universities. 
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1. Introduction 

According to Noordin and Jusoff [1], societal expectations 

depend upon the successful running of the education process 

and policy. The success of the education system depends on 

the assiduous and contribution of academicians. Hence, 

academicians’ job performance becomes an essential element 

for every educational institution. Higher complacent of the 

academicians results in impressive performance and thus 

healthy and positive climate of the institute will exists [1]. 

Chinese private higher education has experienced both 

unprecedented rapid growth and significant fluctuations in 

the last three decades, and is now facing serious challenges to 

its further development, so that they are eagerly to get 

development, with the key is how to improve the 

academicians’ job performance [2]. Academicians play a 

major role to achieve the objectives of the university and a 

good academician has to teach effectively in the class in 

order to improve student’s academic performance. 

Academicians’ performance roughly includes research 

performance, teaching performance, consultancy, and 

contributions to society and administrative work apart from 

other factors such as employer reputation and proportion of 

international students. 

2. Literature Review 

Leadership Style 

Leadership is defined as an effort to influence followers 

through the communication process to achieve certain goals. 

According to Robbins, (2001) leadership is the ability to 

influence a group of members to work toward organizational 

goals and objectives [3]. Ayes, A., (2012) clarifies that 

"leadership is regarded as the ability to influence and inspire 

ways of thinking, acting, and behaving of its members" [4]. 

Barbuto, J. E.ec. al., (2002) pointed out one of the available 

leadership style is transformational leadership, which defined 

as "a process of interaction between leaders and followers to 

pursue the higher level of morality and motivation" [5]. Bass, 

(1981) also pointed out that leadership style mainly comprise 

three common conditions, namely transformational 

leadership style, transactional leadership style and laissez-

faire leadership style or condition without leadership [6]. 

Barbuto et. al., (2002) declared via a hundred years 
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assessment, the emergence of transformational leadership 

style and transactional leadership style is the result, which are 

able to represent many kinds of leadership styles available all 

this time [5]. Conceptually, transformational leadership style 

is defined [6] [7] as the ability of leaders to change the work 

environment, work motivation, and work patterns, and work 

values perceived by subordinates so that they are better able 

to optimize performance to achieve organizational goals. 

While transactional leadership style is one leadership style 

that basically emphasizes agreement between leaders and 

subordinates. Transactional leadership allows leaders to 

motivate and influence subordinates by exchanging rewards 

with certain performance. That is, in a transaction, a 

subordinate were promised to be given appropriate 

compensation when subordinates are able to complete their 

duties in accordance with the contract [8]. The reason for this 

push Bass and [7] to define transactional leadership as a form 

of relationship that exchange office or a specific task if the 

subordinate is able to complete the task properly. Thus, 

transactional leadership emphasizes the exchange of valuable 

relationships to biological and psychological needs in 

accordance with the collaborative agreements they had 

signed. 

Organizational Commitment 

Robbins, (2001) defined organizational commitment is as 

“a state in which the employee identifies with a particular 

organization and its goals, and wishes to maintain 

membership in the organization [3]. Newstrom, J., & Davis, 

K. (2007) identified organizational commitment means 

employee loyalty [9]. Schmuck, P., & Schultz, W. P. (2002) 

said that it is displayed the employees’ acceptance of 

organizational values and goals and willing to devote his 

loyalty to the organization, and it reflected by his continual 

desire to retain in the organization [10]. According to [11], 

organizational commitment is defined in multiple ways, 

organizational commitment refers to the employee’s 

emotional attachment to, identification with, and involvement 

in organization, further it is generally considered as three 

dimensions comprising affective commitment, continuance 

commitment and normative commitment. Muchinsky, P. M. 

(2003) stated that the concept of organizational commitment 

shows the degree of an employee’s sense of loyalty to 

organization [8]. Werner, A. (2007) indicated that 

organizational commitment refers to an employee who is 

engaged to the organization means that they are emotionally, 

cognitively and personally committed to the organization and 

willing to work exceeding the basic requirements and 

expectations of the job [12]. 

High organizational commitment is needed in 

organizations, since a high commitment will affect 

professional work atmosphere. According to [13], 

organizational commitment reflects the relative strength of an 

individual's identification with and involvement in 

organization. Garg, A. K, D. Ramjee, D. (2013) described 

organizational commitment is a psychological bond that is 

based on three forms, regarding to Three-Component Model 

of Organizational Commitment, comprise affective 

commitment, normative commitment, and continuance 

commitment [14]. 

According to [15] organizational commitment can be 

classified into three components. First, employees want to do 

work with strong affective commitment (recognition and 

attachment to the organization) to work continuously. 

Second, employees need to do work whom expect to remain 

in the organization based on continuance commitment (aware 

of the costs associated if they leaving the organization). 

Third, employees with normative commitment, they will be 

obligated to stay with the organization. Given that one argued 

that organizational commitment is an attitude about an 

employee's loyalty to organization and is an ongoing process 

through which employees express their concern for the 

organization as well as its continued success and well-being. 

Job Performance 

Job performance can be regarded as outcomes when a job 

is finished. It represents the levels of achievement of each 

job, [16] commented that it is the fulfillment of 

organizational regulations, expectations, or requirements for 

an official role. It can be measured by outcomes and it is the 

contribution to organizational goals [11]. Moreover, job 

performance is productivity that reflects the job quantity, 

quality and contribution. When productivity is high implies 

the overall performance will be high in the organization [17]. 

That is, job performance refers to the overall work outcomes, 

including efficacy, efficiency, and effectiveness [18] [19]. 

Korman, A. (1977) also pointed that job ability and skill, 

motivation, and role perception are three determinants to 

affect individual job performance [20]. Beyond that, [19] 

argued that the performance evaluation can be used to build 

incentives standards to make organizational members 

understand their contributions and the direction to their 

efforts. The evaluations of job performance are to (a) indicate 

the necessities of training and development, (b) assess the 

effects of employees’ development and recruitment plan and 

enact incentive standards, (c) assist personnel decisions such 

as transfer, promotion, or layoff, and (d) provide feedback for 

employees in order for them to understand how performances 

are evaluated [3]. 

Employee performance is defined in different ways by 

scholars. Employee performance is a typical term in the field 

of human resources, and employee performance is regarded 

as the ability of employees to achieve organizational goals 

more effectively and efficiently. Organizations need 

individuals with high-performance to achieve their goals, 

provide their professional products and services, and achieve 

a competitive advantage. Employee performance is the task 

of successfully completing an individual or individual 

identity that measured by the supervisor or organization, with 

the predefined acceptable criteria, while making effective use 

of the available resources in a changing environment [21]. 

Robbins, (2001) pointed out that job performance described a 

function of the interaction between employee competence 

and motivation [3]. 

Leadership Style, Organizational Commitment and Job 

Performance 
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Nyengane, M. H. (2007) found that leadership style has no 

effect on the commitment of employees in their study on 197 

professionals in university libraries in Punjab and Islamabad 

[22]. Noordin & Jusoff, (2009) in their study on 200 

respondents constructs among University academic staff at a 

selected South African institution and the result revealed a 

weak but statistically significant relationship between 

transactional leadership and normative commitment [1]. Lee, 

(2009) found out that transformational leadership correlates 

significantly with organizational commitment with samples 

of research and development professional in Singapore [23]. 

May et. al (2009) in their study on 156 respondents in the 

Malaysia context revealed that three dimensions of 

transformational leadership namely, intellectual stimulation, 

idealized influence and inspirational motivation were 

significantly predicting affective commitment and normative 

commitment respectively [24].  

Chun-Hong et.al. (2002) found manager and employee 

relationships fostered cooperative activities and positively 

related to productivity [25]. Positive relationships between 

managers and employees enhance leaders’ ability to direct 

activities and create a productive workplace [26]. Leaders 

will influence organizational commitment and job 

performance because they can lead employees toward the 

achievement of job objectives. Leaders can guide individuals 

or groups to finish the goals and develop organizational 

commitment within employees [27] [28]. Leadership style 

has a positive influence on job performance [23] [29]. 

Jack et. al. (2012) in their research the samples were 127 

employees at Municipal Waterworks of Jayapura, Papua 

Indonesia and revealed that organizational commitment 

significantly influence to employee performance directly or 

indirectly through work satisfaction [30]. Empirical 

investigation about organizational commitment with the 

employee performance have been done by [31] and the 

results showed that the organizational commitment impact 

positively to the performance. While research of [32] the 

results showed negative correlation between organizational 

commitment and the work performance. 

3. Research Method 

Research Framework 

The purpose of this study is to identify the factors that 

impact on job performance among the academicians in 

Chinese higher education field. The researcher developed the 

conceptual framework and figured out the instrument scales 

for each variable to measure the academicians’ job 

performance towards the private higher education 

institutions. In this proposed model, leadership style as 

independent variable, job performance as dependent variable, 

organizational commitment is mediating variable. This study 

attempts to demonstrate the mediating effect of 

organizational commitment between leadership style and job 

performance (See Figure 1). 

 

Figure 1. Conceptual Framework. 

Research Hypotheses 

The study proposed that research hypotheses as follows: 

H1: There is a positive relationship between leadership 

style and organizational commitment.  

H2: There is a positive relationship between leadership 

style and job performance.  

H3: There is a positive relationship between organizational 

commitment and job performance.  

H4: Organizational commitment will mediate the 

relationship between leadership style and job performance. 

Research Design and Sample 

The questionnaire was measured by three measurement 

dimensions, including leadership style, organizational 

commitment, job performance with a 5-point Likert scale 

questions (1 = strongly disagree to 5= strongly agree). All 

measurement was measured by the previously developed 

instrument. Leadership style scale was adopted from [27] 

with 7 items and Job performance has utilized [33] job 

performance scale with 7 items and organizational 

commitment was adopted from [15] TCM Employee 

Commitment Survey (TCMECS) with 7 items. The reliability 

for these instruments comprised of 0.95 for leadership style, 

0.72 for job performance, and 0.83 for organizational 

commitment, which surpassed the threshold value Cronbach’ 

s alpha of 0.7 as suggested by [34]. Pre-test was conducted 

among 30 academicians in order to determine the reliability 

of the measurement. Convenience sampling was adopted in 

this study to collect data from academicians in the top ten 
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Chinese private universities and Smart PLS to perform data 

analysis. 800 questionnaires were dispatched in total, and 470 

copies were ready for analysis. The effective response rate is 

58%. 

4. Results 

4.1. Construct Validity and Reliability 

Table 1. Construct Reliability & Validity. 

 
AVE AVE Sqrt CR R Square CA Comm 

LS 0.517 0.719 0.882 0.000 0.844 0.517 

OC 0.554 0.744 0.896 0.471 0.865 0.554 

JP 0.590 0.768 0.910 0.438 0.884 0.590 

Composite reliability is similar with Cronbach’s alpha, 

which used to measure construct reliability and the 

acceptable values should be greater than 0.6 [35]. The 

frequently applied measurement to assess convergent validity 

is the average variance extracted (AVE) and the value of 

AVE should be above 0.5 which is considered as adequate 

[36] [3]. The constructs achieved a higher Cronbachs Alpha 

than recommended 0.7 as well [37]. According to the criteria 

of each value, it displayed that all the constructs greater than 

the minimum required for each parameter [38]. 

Table 2. Variable Correlation Matrix based on AVE Square Root. 

 
LS OC JP 

LS 0.719 
  

OC 0.6371 0.744 
 

JP 0.6491 0.5753 0.768 

Table 2 shows the constructs correlation coefficient among 

the variables. It found that the correlation of the two 

constructs is lower that the square root of AVE which 

indicates that the data met the Discriminant Validity [39]. 

4.2. Model Analysis 

The Figure 2 displays the direct paths which include 

leadership style to organizational commitment and leadership 

style to job performance. The path coefficients are 0.637 and 

0.649 respectively and were significant at the 0.000 level. 

Thus, there is no indirect effect needs hypothesize or 

evaluate. 

 

Figure 2. Direct Path Coefficient and R2. 

Table 3. Direct Model Path Coefficient. 

 
Path 

LS-->OC 0.637 

LS-->JP 0.649 

Table 4. Indirect Model Path Coefficient. 

 
Path 

LS-->OC 0.638 

OC-->JP 0.278 

LS-->JP 0.473 

Next step, the indirect relationship model was presented in 

figure 3 with organizational commitment plays a mediating 

role between leadership style and job performance. The two 

distinct models were obtained based on [27] four-step 

technique to assess the mediating effect. The two models 

had: 

1) A direct path from leadership style to organizational 

commitment  

2) A direct path from leadership style to job performance  

3) A direct path from organizational commitment to job 
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performance  

4) An indirect path from leadership style to organizational 

commitment and then from organizational commitment to 

job performance.  

Mediating effect was built when the indirect path through 

the mediator leads to the direct path coefficient between the 

independent variable and dependent variable decreases in the 

model. The direct path means without intervention of 

mediator through the path. The direct path standardized beta 

was 0.649 and turn into 0.473 after intervened by 

organizational commitment as a mediator (Table 4). The 

number was decreased between the relationship of leadership 

style to job performance accounted by the mediator was 

0.176 which represent 27.12% of the direct effect. 

 

Figure 3. Indirect Path Coefficient and R2. 

The significance of mediation effect was measured by the 

application of Process mentioned by [4], which is 

bootstrapping technique. The result extracted from Process 

exhibits that the indirect effect of leadership style to job 

performance with the present of organizational commitment 

as a mediating factor is insignificant where the lower level 

confidence level (LLCL) is 0.0329 and upper level 

confidence level (ULCL) is 0.0592 (Table 5). The indirect 

effect is significant because zero is not within this interval, 

which means the indirect effect of leadership style on job 

performance was set up. Therefore, the indirect path 

leadership style to job performance through organizational 

commitment as mediation is significant and this model is 

established. 

Table 5. Indirect Effect Service Quality on Trust. 

Indirect Effect Boot OC Boot LLCI Boot ULCI 

OC 0.0118 0.0237 0.0329 0.0592 

 

Table 6. Hypotheses Result. 

Hypothesizes Relationship Path Coefficient p-value Conclusion 

H1 There is a positive relationship between leadership style and organizational commitment 0.637 0.00 Supported 

H2 There is a positive relationship between leadership style and job performance 0.649 0.00 Supported 

H3 There is a positive relationship between organizational commitment and job performance 0.278 0.00 Supported 

H4 
There is a positive indirect relationship between leadership style, organizational commitment and 

job performance 
0.473 0.00 Supported 

 

5. Conclusion and Discussion  

This study intends to establish an understanding of the 

mediating effect of organizational commitment on leadership 

style and job performance relationship in Chinese private 

universities. It also developed probable causal relationship 

among the variables which are leadership style, 

organizational commitment and job performance. The results 

displayed that leadership style has a positive and significant 

direct effect on organizational commitment [40], and it was 

found that leadership style has a positive and significant 

direct effect on job performance in the same model it 

consistent with previous studies [41] [42]. Organizational 
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commitment has significant and positive relationship with 

job performance in line with previous studies [43] [44]. 

Further, the mediating effect of organizational commitment 

was introduced as a mediator in leadership style and job 

performance relationship was also established and it was 

significance, with the link of past studies, organizational 

commitment has positive and significant mediating effect on 

the leadership style and job performance [44] [45]. Yet, this 

study researched on the private higher education sector in 

China. Main limitation of this study was geographical 

limitation. There are long distance of each province of China, 

so that the researcher mainly applied the method of online 

data collection, as well as gained the academicians’ email 

address from the official private universities’ websites. It 

contributes practically to create an applicable view of 

leadership, commitment and job performance for managers 

of the targeted population in order to equip them with a new 

set of workable knowledge for making more effective 

decisions and setting policies more efficiently. 
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