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ABSTRACT

Organizational commitment is very important for organizations in order
to improve organizational performance. Employee organizational
commitment can increase or decrease. Knowing the factors that influence
organizational commitment is the key to solving the problem of
decreasing employee organizational commitment. This research aims to
determine the influence of transformational leadership and Secretary
support on employee organizational commitment through empowering
psychologists as an intervening agent and structural distance as a
moderating variable. Data was obtained by distributing questionnaires to
276 civil servants who worked at the Regional Apparatus Organization
of Bintan Regency, Riau Islands Province. The research uses a
quantitative approach. The data analysis method used is a structural
equation model using the Smart-PLS device. The research results show,
1) Transformational leadership and support from the Secretary directly
have a positive and significant effect on psychological empowerment. 2)
Transformational leadership and psychological empowerment directly
have a positive and significant effect on Organizational Commitment,
while 3) Secretary Support and Structural Distance do not have a
significant effect on organizational commitment. 4) psychological
empowerment fully mediates the influence of transformational leadership
on organizational commitment, and also mediates the influence of
Secretary support on organizational commitment. 5) Structural distance
moderates the influence of transformational leadership on employee
organizational commitment in the Bintan Regency Regional Apparatus
Organization. And also moderates Psychological Empowerment of
Organizational Commitment, but does not moderate Secretary Support
for Organizational Commitment. The results of this research recommend
that practitioners and leaders in the Bintan Regency Regional Apparatus
Organization be able to improve transformational leadership competence
in inspiring followers, and encourage the Secretary to accommodate
opinions from subordinates, include subordinates in the planning process
and increase employee organizational commitment.
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1. Introduction

Employees with high organizational commitment are valuable assets for the organization.
Retaining employees with high commitment is a desire and a big challenge for every organization.
Organizational commitment is defined as the strength of an employee's relationship with the
organization. In other words, organizational commitment is a process where organizational members
feel ownership and contribute to increasing the success and success of the organization.
Organizational commitment has important implications for employees as well as the organization.
Organizational commitment can also increase creativity in organizations. In addition, organizational
commitment is one of the determining factors in employee success in achieving better organizational
performance.

Employee organizational commitment is an important element in improving organizational
performance. Therefore, an organization needs to know what aspects play an important role or have
a big impact in increasing employee organizational commitment. One of the most important factors
influencing organizational commitment is leadership behavior.

Another factor that influences organizational commitment is the Secretary's support. Successful
secretarial support today requires technological skills, effective communication, the ability to
process information, and the ability to adapt to rapidly changing work environments. From a general
perspective, the Secretary plays an important role in subordinate empowerment, personal growth,
and development, which is an important aspect of the growth of subordinate organizational
commitment. Secretary support has been studied in several studies which conclude that Secretary
support has an important role in increasing organizational commitment. Employees who receive
Secretary support demonstrate a higher level of organizational commitment.

Another factor that is believed to influence organizational commitment is structural distance.
Structural distance is defined as the physical structure in an organization (e.g., the physical distance
between leaders and followers), the organizational structure (e.g., hierarchical level, span of
management control, and management centralization), and the supervisory structure (e.g., the
frequency with which leaders interact with followers) Shamir argues that physically close leaders
have a greater opportunity to demonstrate individual consideration, sensitivity to followers' needs,
and support for employee development, these actions can increase employees' trust in their superiors
and can influence their organizational commitment. Howell and Hall-Merenda report that trust
between followers and close leaders is higher than between followers and distant leaders because
close leaders have more opportunities to interact directly, establish personal contact, and build
relationships. This situation can give rise to employees' feelings of happiness and a sense of
belonging to their organization because they feel cared for and appreciated by their superiors.

2. Method

2.1. Place and Time of Research

The research location is at the Bintan Regency Regional Government Organization. The research
period was eight months from February 2021 to September 2021. The research began with a
literature review, consultation, instrument preparation, instrument testing, instrument improvement,
data collection, data analysis, and reporting of dissertation results and consultation.

2.2. Research Methods

This research method uses a cross-sectional method using path analysis techniques. This research
method uses a cross-sectional method using path analysis techniques. Cross-sectional is research to
study the correlation between risk factors by approaching or collecting data all at once at a certain
time (Ariani: 2014). Based on the reasons for this research, this study aims to identify the
relationship between various variables and to study the relationship between the independent
variable and the dependent variable being studied at a certain time, in this study, we also observe it
without influencing it.

2.3. Population and Sample

The population of this study is all ASNs who work in the Bintan Regency Regional Apparatus
Organization (OPD), totaling 1,307 people who work in 30 OPDs. Using Slovin the samples that
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must be taken is 306, if using Gay then 131 to 262 samples. If you use Ferdinand's formulation,

then sample 21 (indicator) is multiplied by 5 to 10 (101 to 210 samples). In this research, initially,
306 respondents were used (using the Slovin method), but 30 respondents were taken for the pilot
test, resulting in 276 respondents (which still meet the requirements) following the theorists above
to produce valid and reliable data in conducting analysis and making conclusions in research.

3. Results and Discussion
Outer Model Analysis (Measurement Model)

Table 1. Validity Testing based on Outer Loading Factors
Indicator Secretary Kep. Transformational Organizational Psychological Structural
Support Commitment Empowerment Distance
DS1.1 0.734 0.730 0.719 0.704 -0.011
DS1.2 0.810 0.798 0.796 0.782 0.052
DS1.3 0.802 0.797 0.776 0.757 0.074
DS1.4 0.830 0.826 0.801 0.731 0.038
DS1.5 0.804 0.798 0.759 0.669 0.090
DS2.1 0.788 0.780 0.746 0.659 0.056
DS2.2 0.796 0.793 0.762 0.690 0.020
DS2.3 0.781 0.777 0.742 0.665 0.039
DS2.4 0.765 0.753 0.724 0.727 0.105
DS2.5 0.865 0.861 0.838 0.777 0.194
DS3.1 0.802 0.796 0.763 0.693 0.072
DS3.2 0.821 0.816 0.802 0.785 0.115
DS3.3 0.810 0.804 0.804 0.725 0.108
DS3.4 0.847 0.842 0.820 0.756 0.066
DS3.5 0.775 0.770 0.754 0.706 0.115
DS4.1 0.851 0.844 0.830 0.765 0.215
DS4.2 0.805 0.798 0.773 0.723 0.208
DS4.3 0.798 0.793 0.763 0.774 0.188
DS4.4 0.743 0.734 0.710 0.664 0.070
DS4.5 0.757 0.704 0.703 0.536 0.072
KO1.1 0.720 0.724 0.763 0.756 0.008
KO1.2 0.783 0.782 0.801 0.505 0.071
KO1.3 0.788 0.791 0.799 0.769 0.110
KO1.4 0.813 0.811 0.817 0.755 0.015
KO1.5 0.756 0.761 0.768 0.685 0.116
KO1.6 0.690 0.690 0.737 0.654 0.025
KO1.7 0.753 0.746 0.787 0.716 0.020
KO2.1 0.443 0.457 0.740 0.667 0.048
KO2.2 0.724 0.715 0.761 0.478 0.095
KO2.3 0.846 0.847 0.852 0.780 0.172
K024 0.753 0.755 0.794 0.732 0.068
KO2.5 0.791 0.789 0.819 0.812 0.119
KO2.6 0.792 0.793 0.800 0.740 0.124
KO2.7 0.815 0.812 0.848 0.785 0.070
KO3.1 0.733 0.733 0.778 0.761 0.136
KO3.2 0.551 0.545 0.834 0.762 0.212
KO3.3 0.779 0.777 0.792 0.753 0.212
K034 0.727 0.733 0.775 0.772 0.204
KO3.5 0.704 0.695 0.732 0.679 0.071
KO3.6 0.710 0.715 0.771 0.749 0.103
KT1.1 0.721 0.725 0.717 0.711 0.002
KT1.2 0.785 0.791 0.783 0.772 0.059
KT1.3 0.782 0.795 0.769 0.751 0.082
KT1.4 0.818 0.822 0.795 0.722 0.041
KT2.1 0.785 0.795 0.754 0.659 0.102
KT2.2 0.763 0.773 0.725 0.643 0.071
KT2.3 0.771 0.783 0.746 0.670 0.038
KT2.4 0.765 0.769 0.727 0.655 0.049
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KT3.1 0.740 0.742 0.701 0.703 0.118
KT3.2 0.857 0.860 0.834 0.771 0.207
KT3.3 0.783 0.789 0.747 0.681 0.092
KT3.4 0.803 0.813 0.806 0.775 0.112
KT4.1 0.790 0.795 0.795 0.713 0.114
KT4.2 0.818 0.834 0.794 0.742 0.086
KT4.3 0.759 0.769 0.748 0.694 0.119
KT4.4 0.848 0.850 0.830 0.764 0.218
KT5.1 0.790 0.797 0.775 0.714 0.205
KT5.2 0.780 0.789 0.756 0.764 0.188
KT5.3 0.735 0.737 0.705 0.667 0.080
KT5.4 0.726 0.741 0.740 0.712 0.058
PP1.1 0.655 0.657 0.699 0.733 -0.019
PP1.2 0.765 0.770 0.782 0.828 0.066
PP1.3 0.748 0.743 0.777 0.828 0.086
PP1.4 0.727 0.737 0.755 0.792 0.154
PP2.1 0.715 0.709 0.758 0.780 0.099
PP2.3 0.641 0.640 0.675 0.718 0.082
PP2.4 0.800 0.797 0.823 0.882 0.093
PP2.5 0.722 0.717 0.741 0.796 0.164
PP3.1 0.643 0.636 0.669 0.723 0.107
PP3.2 0.708 0.706 0.735 0.771 0.049
PP3.3 0.791 0.790 0.831 0.833 0.058
PP3.4 0.757 0.751 0.785 0.825 0.124
PP3.5 0.579 0.574 0.604 0.646 0.090
PP4.1 0.675 0.669 0.695 0.753 0.183
PP4.2 0.549 0.528 0.569 0.641 0.190
PP4.3 0.737 0.738 0.761 0.788 0.119
PP4.4 0.554 0.562 0.590 0.612 0.135
PP4.5 0.634 0.645 0.642 0.695 0.112
SD1.1 0.119 0.124 0.121 0.137 0.799
SD1.2 0.098 0.107 0.101 0.120 0.825
SD14 0.084 0.096 0.073 0.073 0.728
SD2.2 0.073 0.089 0.064 0.077 0.803
sD2.4 0.048 0.058 0.059 0.078 0.814
SD3.1 0.072 0.077 0.081 0.077 0.779
SD3.3 0.081 0.096 0.105 0.098 0.756
SD3.4 0.014 0.023 0.021 0.041 0.786
SD4.3 0.136 0.137 0.154 0.146 0.771
SD5.2 0.089 0.105 0.089 0.099 0.795
Inner Model Testing (Structural Model)
Table 2. Path Coefficient VValues and P-Value
Exogenous Endogenous Path Coeff. Q P Information
Statistics ~ Values
Kep. Transformational Psychological 0.327 2,278 0.030 Significant (+)
(X1) Empowerment (Y1) Influence
Secretary Support (X2) Psychological 0.585 4,189 0,000 Significant (+)
Empowerment (Y1) Influence
Kep. Transformational Organizational 0.416 2,480 0.018 Significant (+)
(X1) Commitment (Y2) Influence
Secretary Support (X2) Organizational 0.234 1,388 0.152 Influence (+) Not
Commitment (Y2) Significant
Psychological Organizational 0.354 6,445 0,000 Significant (+)
Empowerment (Y1) Commitment (Y2) Influence
Structural Distance Organizational 0.004 0.355 0.375 Influence (+) Not
(SD) Commitment (Y2) Significant
SD * X1 Organizational 0.247 2,444 0.020 Significant (+)
Commitment (Y2) Influence
SD * X2 Organizational 0.041 0.143 0.395 Influence (+) Not
Commitment (Y2) Significant
E—
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SD*Y1 Organizational 0.065 2,305 0.028 Significant (+)
Commitment (Y2) Influence
Exogenous Mediation Endogenous Indirect T P Values

Coeff Statisti
cs

Kep. Transformational Psychological Organizational 0.116 2,469 0.019
Empowerment Commitment
Secretary Support Psychological Organizational 0.207 2,946 0.009
Empowerment Commitment
Hypothesis test
Table 3. Summary of Research Hypothesis Testing
ITEMS Path Q P- Note
Coefficients Statistics Values
Work Motivation (X1) -> Performance (Y) 0.096 3,023 0.006 Significant
Experience (X2) -> Performance (Y) 0.128 2,080 0.040 Significant
Workload (X3) -> Performance () 0.262 2,051 0.040 Significant
Communication (X4) -> Performance (Y) 0.366 2,383 0.017 Significant
Work Motivation (X1) -> Competency (1) 0.425 9,776 0,000 Significant
Experience (X2) -> Competency (1) 0.146 2,440 0.015 Significant
Workload (X3) -> Competency (I) 0.172 3,232 0.001 Significant
Communication (X4) -> Competency (1) 0.275 6,719 0,000 Significant
Competency () -> Performance (Y) 0.012 2,082 0.035 Significant
Competency (I) * Work Motivation (X1) -> 0.204 2,190 0.034 Significant
Performance (Y)
Competency (1) * Experience (X2) -> 0.160 2,076 0.042 Significant
Performance (Y)
Competency (1) * Workload (X3) -> 0.137 2,469 0.042 Significant
Performance (Y)
Competency (1) * Communication (X4) -> 0.137 0.777 0.437 Not significant
Performance (Y)
Technology (Z) * Competency (1) -> 0.137 2,469 0.042 Significant

Performance ()

1.  The Influence of Transformational Leadership on Psychological Empowerment

Based on the results of the analysis, it was found that Transformational Leadership (KT) had a
positive and significant effect on Psychological Empowerment with a respective coefficient value of
0.327 and a significant value (p-value) of 0.003 (significant at the 5% level). This means that if the
leadership applies the Transformational Leadership (KT) pattern, Psychological Empowerment (PP)
efforts will increase for employees in the OPD in Bintan Regency, Riau Islands. In other words, the
transformational leadership pattern played by the leadership in the Bintan Regency OPD where the
leader tries to build employee trust, carry out actions with integrity, motivate employees, encourage
innovative thinking, and train and develop employees, will increase efforts to empower employee
psychology, where employees will have a personal purpose or connection to their work, the growth
of employees' confidence that they have the skills and abilities necessary to do their jobs well,
employees will have a sense of freedom about how to do their work and a growing sense of
confidence that they can influence the organizational system in which they is at.

The results of descriptive statistics show that the indicator for the transformational leadership
variable is known to have the highest value in the dimension of encouraging innovative thinking
with the leader's questions always stimulating followers to be creative and innovative. This means
that most respondents agreed to have leaders who inspire and motivate employees to work
innovatively. Meanwhile, the indicator with the lowest value is the indicator in the dimension of
building trust with the question that the leader always inspires followers well so that subordinates
become strong in facing work challenges. This shows that there are still some employees in the
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Bintan Regency OPD who feel that the leadership has not been able to inspire them to be better
prepared and stronger to accept challenges.

2. Effect of Secretary Support on Psychological Empowerment

Based on the results of data analysis, it was found that Secretary Support (DS) had a positive and
significant effect on Psychological Empowerment (with a coefficient value of 0.585 and a
significant value (p-value) of 0.000 (significant at the 1% level). This means that an increase in
Secretary Support ( DS) will increase Psychological Empowerment (PP) efforts for employees at
OPD in Bintan Regency, Riau Islands.

The results of descriptive statistics show that the highest score for the Secretary support variable
is the indicator in the role model dimension with the question My Secretary demonstrates how
someone can be successful together inside and outside. This means that most respondents agreed to
have a Secretary who is a role model for Bintan Regency OPD employees. Meanwhile, the indicator
with the lowest value is the indicator in the emotional support dimension with questions. My
secretary made me feel comfortable talking to him about my conflict between work and non-work.
This shows that employees have not felt comfortable talking to the Secretary about conflicts or work
issues or work issues. The impact is that many work problems faced by employees cannot be
resolved properly and this can reduce employee organizational commitment.

The concept of Secretary support is defined as the extent to which superiors can be relied on by
subordinates to help and resolve problems, especially during difficult times (Bell, Menguc, &
Stefani; House). Secretary support is also defined as the extent to which the Secretary provides
encouragement and support, while also maintaining a positive contribution to the career
development of subordinates (Griffin, Patterson, & West; Kram).

Supportive secretaries improve teamwork arrangements (Mclintryre & Salas), increase
subordinate job satisfaction (Agho, Mueller, & Price) and career satisfaction (Greenhaus,
Parasuraman, & Wormley), and decrease turnover rates (Shore & Wayne). Secretary support can
include emotional and psychological influence, instrumental support, role role-modeling behavior.
(Hammer et al.). Managers and Secretaries are a very important resource for employees supporting
them to balance the demands of work and family roles. Several studies have found that Secretary
support is an important source of employee psychological empowerment including their emotional
recovery (Anderson et al.; Burke & Greenglas; Duxbury and Higgins; Thomas and Ganster ).
Secretarial support means that managers provide emotional psychological and instrumental support
to workers in balancing work and family responsibilities.

3. The Influence of Transformational Leadership on Organizational Commitment

Based on the results of data analysis, it was found that Transformational Leadership (KT) had a
positive and significant effect on Organizational Commitment (KO), where the coefficient value was
0.416 and the significant value was 0.018 (significant at the 5% level). This means that the
application of transformational leadership patterns affects increasing the organizational commitment
of employees in the Bintan Regency OPD. Transformational leadership is played by leaders at the
Bintan Regency OPD by always trying to build employee trust, carry out actions with full integrity,
motivate employees, encourage innovative thinking, and train and develop employees, it will
increase employee organizational commitment which is characterized by the emergence of
employee affective commitment where employees feel emotionally attached to their organization,
employees feel attached to the organization based on the accumulation of value sides such as
retirement, transfer of skills, relocation, and self-investment that varies with organizational
membership (continuing commitment) and employees feel obliged to continue their work based on
the motivation to conform to norms social (normative commitment).

4. The Effect of Secretary Support on Organizational Commitment

Based on data analysis, it was found that Secretary Support (DS) did not significantly influence
Organizational Commitment (KO), where the coefficient value obtained was 0.234 with a p-value of
0.152 (not significant). This means that the Secretary's support has not been able to increase the
organizational commitment of employees in the Bintan Regency OPD. As is known, the Secretary is
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someone who plays a role. A secretary is someone who is given the main task of supervising
employees so that they carry out work to improve better performance. In carrying out their duties,
secretaries also provide emotional support and instrumental support, become role models, and
maintain good relationships through creative work-family management. This support provided by
the Secretary to employees has not significantly increased the employees' organizational
commitment. This situation is normal because the main task of the Secretary is to supervise
employee work to achieve better performance. However, a good secretary should also be able to
provide support to employees to increase their organizational commitment. This role should be
carried out in parallel with the supervisory duties carried out by the Secretary.

5. The Effect of Psychological Empowerment on Organizational Commitment

Based on the results of data analysis, it was found that Psychological Empowerment (PP) had a
positive and significant effect on employee Organizational Commitment (KO), with a coefficient
value of 0.254 and a p-value of 0.000 (significant at the 1% level). This means that the
psychological empowerment carried out by the leadership can increase the organizational
commitment of employees in the Bintan Regency OPD. As is known, psychological empowerment
is a managerial practice in the Bintan Regency OPD that shares power with subordinates at all levels
in the transformational psychological empowerment needed to feel control over their work.
Psychological empowerment carried out by leaders at the Bintan Regency OPD includes
empowering employees to have clear personal goals or relationships regarding their work,
developing employee competencies to foster a sense of confidence that they have the skills and
abilities needed to do their work well, providing autonomy or freedom so that employees have a
sense of freedom in doing their work and empowering employees to have confidence that they can
influence the organizational system in which they are located. The success of employee
psychological empowerment in the Bintan Regency OPD has had an impact on increasing
organizational commitment, employee affective commitment where employees feel emotionally
attached to their organization, employees feel attached to the organization based on the
accumulation of value aspects such as retirement, transfer of skills, relocation, and self-investment
which varies with membership. organization (continuing commitment) and employees feel obliged
to continue their work based on the motivation to conform to social norms (normative commitment).

The results of descriptive statistics show that the indicators for the employee psychological
empowerment variable are known to have the highest value in the meaning dimension with the
guestion that my job is important to me. This means that the majority of respondents agreed that
employees felt that what they had done was important for the success of their organization.
Meanwhile, the indicator with the lowest value is the indicator in the dimension of self-
determination with the question of my opinion being important in working group decision-making.
This shows that some employees have not been given the freedom to carry out their work activities
and determine how they do and when they complete their work.

6. Influence of Limited Distance Structure Organizational Commitment

Based on the results of data analysis, it was found that Distance Structure (SD) had a positive but
not significant effect on employee Organizational Commitment (KO), with a coefficient value of
0.004 and a p-value of 0.375. This means that the existing Distance Structure or that implemented
by the leadership does not have a sufficient effect in increasing the organizational commitment of
employees in the Bintan Regency OPD.

Distance Structure is the physical structure in an organization (e.g., physical distance between
leaders and followers), organizational structure (e.g., hierarchical level, span of management control,
and centralization of management), and supervisory structure (e.g., frequency of leader, follower
interactions), Antonakis & Atwater (2002). Closeness can influence leadership quality while leader-
follower communication distance can reduce the direct influence of leadership effectiveness (Chen
& Bliese, 2002; Liden, Sparrowe, & Wayne). Structural distance is defined as the distance generated
by the organizational structure. One aspect of organizational structure is the span of control, which
refers to the number of subordinates who report to a particular Secretary. “A narrow span of control
implies close supervision, while a wider span of control requires more autonomy on the part of
subordinates.” It can be assumed that the span of control is a distance factor between the Secretary
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and employees because it affects the amount of attention, support, and feedback that the Secretary
can provide to each employee. Additionally, organizational size is a distance factor when
considering the average structural distance between all employees as well as the distance between
higher management and employees or staff. Larger organizations imply greater structural distance
and may reduce opportunities for the development of personal relationships and employee
communities.

The structure of Distance is not very clear whether it is distance, relationship, authority,
motivation, and others (not specific in this research). There are some inconsistencies within that may
influence how committed they are to the organization, as well as how empowered they are.
Although as Beyer & Trice said, it is organizational factors (including the distance structure) and
personal factors that influence Organizational Commitment. However, many experts doubt whether
the distance structure is effective, including Avolio et.al (2004). Among them are Dvir and Shamir,
Howell and Hall-Merenda, Lord and Brown, Kerr and Jermier Napier and Ferris, etc.

7. The Influence of Transformational Leadership on Employee Organizational

Commitment through Psychological Empowerment
Based on statistical testing, it can be seen that the influence of transformational leadership on
organizational commitment through psychological empowerment produces an indirect coefficient of
0.116 and a p-value of 0.019. This shows that there is a significant positive influence of
transformational leadership on organizational commitment through psychological empowerment.
This means that better transformational leadership can have an impact on increasing psychological

empowerment so that it can increase organizational commitment.

The research results mean that the psychological empowerment of employees is the main
requirement that must be present so that transformational leadership can play a full role in increasing
organizational commitment. Without efforts to psychological empowerment, even if the leader
applies a transformational leadership pattern, he cannot fully play a role in increasing organizational
commitment. Transformational leadership will play an increasingly important role in increasing
organizational commitment if it is accompanied by efforts to empower employee psychology.
Psychological empowerment of employees carried out by transformational leaders will have a
greater impact on increasing organizational commitment compared to implementing
transformational leadership patterns without employee psychological empowerment.

8. The Effect of Secretary Support on Organizational Commitment through

Empowerment Psychology
The influence of secretary support on organizational commitment through psychological
empowerment produces an indirect coefficient of 0.207 and a p-value of 0.009. This shows that
there is a significant positive influence of secretary support on organizational commitment through
psychological empowerment. This means that the better the secretary's support, the more impact it
can have on increasing psychological empowerment so that it can increase organizational
commitment.

Based on the results of the mediation effect analysis, it was found that psychological
empowerment mediates the influence of Secretary support on employee organizational commitment
in the Bintan Regency Regional Government Organization. This conclusion means that
psychological empowerment can be an intermediary in increasing the Secretary's supportive role in
increasing organizational commitment. Secretary support can directly influence psychological
empowerment, psychological empowerment also significantly influences organizational
commitment. This means that the psychological empowerment that has been carried out at the
Bintan Regency OPD can bridge the role of the Secretary's support for increasing organizational
commitment.

9. The Influence of Transformational Leadership on Employee Organizational

Commitment through Structural Distance Moderation
The influence of the interaction of structural distance with transformational leadership on
organizational commitment. The influence produces a path coefficient of 0.247 with a p-value of
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0.020. The test results show that there is an interaction effect of structural distance with
transformational leadership on organizational commitment. Thus, it can be said that structural
distance can strengthen the influence of transformational leadership on organizational commitment.
Where structural distance is a pure moderation variable for the relationship between
transformational leadership and organizational commitment.

Based on the results of the moderation effect test, it was found that the Structural Distance (SD)
variable moderates the influence of Transformational Leadership (KT) on employee Organizational
Commitment (KO).

Structural distance has been defined as the physical structure in organizations (e.g., the physical
distance between leaders and followers), the organizational structure (e.g., hierarchical level, span of
management control, and management centralization), and the supervisory structure (e.g., frequency
of leader-follower interactions) ( Antonakis & Atwater). The structural distance perspective can also
be interpreted as the hierarchical distance between leaders and followers Antonakis & Atwater.
suggests that the distance between leaders and their followers can partly explain how leaders are
perceived and the leadership outcomes obtained at both the transformational and organizational
levels. Shamir suggests that the effects of charismatic/transformational leadership can be observed in
followers who are separated from their leaders in terms of both physical and structural distance.

10. The Influence of Secretary Support on Employee Organizational Commitment

Through Structural Distance Moderation
The effect of the interaction of structural distance with secretary support on organizational
commitment produces a path coefficient of 0.041 with a p-value of 0.395. The test results show that
structural distance is unable to moderate the influence of transformational leadership on
organizational commitment.

Structural distance has been defined as the physical structure in organizations (e.g., the physical
distance between leaders and followers), the organizational structure (e.g., hierarchical level, span of
management control, and management centralization), and the supervisory structure (e.g., frequency
of leader-follower interactions) ( Antonakis & Atwater ).

The structural distance perspective can also be interpreted as the hierarchical distance between
leaders and followers. Antonakis and Atwater suggest that the distance between leaders and their
followers can partly explain how leaders are perceived and the leadership outcomes obtained at both
the individual and organizational levels. Shamir suggests that the effects of
charismatic/transformational leadership can be observed in followers who are separated from their
leaders in terms of both physical and structural distance. Physical proximity between leaders and
followers may moderate the quality of communication between leaders and their followers, while
physical distance may decrease the direct influence, and perhaps effectiveness, of leaders working
with their followers (Chen & Bliese; Liden, Sparrowe, & Wayne). Dvir and Shamir argue that
differences in the information followers have about distant and close leaders may contribute to the
different impacts of leadership on followers. Shamir argues that physically close leaders have a
greater opportunity to demonstrate individualized consideration, sensitivity to followers' needs, and
support for employee development.

Howell and Hall-Merenda report that trust between followers and close leaders is higher than
between followers and distant leaders because close leaders have more opportunities to interact
directly, establish personal contact, and build relationships. They also found that transformational
leadership at a closer level resulted in significantly higher follower performance than
transformational leadership at a distance. Previous research has focused on physical distance, similar
arguments can also be applied to structural distance (hierarchical level in particular) as both
variables are highly correlated and both can influence the frequency of direct interactions between
leaders and followers (Napier & Ferris). As previously explained, the Distance Structure is not clear
enough to moderate Supervisor/Secretary Support for Organizational Commitment. So the 10th
hypothesis, "Secretary Support for Employee Organizational Commitment through Structural
Distance Moderation™ is rejected.
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11. The Influence of Psychological Empowerment on Employee Organizational

Commitment Through Structural Distance Moderation

The effect of the interaction of structural distance with psychological empowerment on
organizational commitment produces a path coefficient of 0.065 with a p-value of 0.028. The test
results show that there is an interaction effect of structural distance with psychological
empowerment on organizational commitment. Thus, it can be said that structural distance can
strengthen the influence of psychological empowerment on organizational commitment. Where
structural distance is a pure moderation variable for the relationship between psychological
empowerment and organizational commitment.

Empowerment is an increase in motivation within a person which is reflected in behavior,
namely increased competence, impact in completing tasks and achievements compared to others in
organizational results and in carrying out their work the individual gives meaning to the work they
do. While KO is the relative strength of an individual's identification with and involvement in a
particular organization' (Mowday, Porter, & Steers, 1982, p. 27). This means that X3 will clearly
affect KO as explained above.

While Structural Distance is the physical structure in an organization (for example, the physical
distance between leaders and followers), the organizational structure (for example, hierarchical
level, span of management control, and management centralization), and the supervisory structure
(for example, the frequency of leader—follower interactions) (Antonakis & Atwater, 2002). Logically
automatic and supported by several studies such as (Dvir, Eden, Avolio, & Shamir, 2002; Waldman
& Yammarino, 1999; Yamamarino, 1994) that Distance Structure can have a moderating effect on
the relationship between X3 (Psychological Empowerment) and the result in the form of Y
(Organizational Commitment). Several studies that provide support for this effect include
(Antonakis and Atwater, 2002; Chen & Bliese, 2002; Liden, Sparrowe, & Wayne, 1997).

Here it can be seen that the Distance Structure can provide a moderating effect on psychological
empowerment and commitment. So Hypothesis 11, "Psychological Empowerment of Employees'
Organizational Commitment through Structural Distance Moderation in Bintan Regency" is
accepted

4. Conclusion

Based on the results and discussion that have been described, the conclusions of this research are
formulated as follows:

1. The first aim of this research is to identify and determine the direct influence of
transformational leadership on the psychological empowerment of employees in the OPD of
Bintan Regency, Riau Islands. From the statistical results of the research, a coefficient value of
0.327 and a significant value (p-value) of 0.030 were obtained. The research results show that
transformational leadership can significantly increase the psychological empowerment of OPD
employees in Bintan Regency, Riau Islands Province.

2. The second aim of this research is to identify and determine the direct influence of the
Secretary's support on the psychological empowerment of employees in the OPD of Bintan
Regency, Riau Islands. From the statistical results of the research, a coefficient value of 0.585
and a significant value (p-value) of 0.000 were obtained. The research results show that the
Secretary's support directly has a significant effect on the psychological empowerment of OPD
employees in Bintan Regency, Riau Islands Province.

3. The third aim of this research is to identify and determine the direct influence of
transformational leadership on employee organizational commitment in the OPD of Bintan
Regency, Riau Islands. From the statistical results of the research, the coefficient value is 0.416
and the significant value (p-value) is 0.018. This means that transformational leadership has a
significant effect on the organizational commitment of OPD employees, Bintan Regency, Riau
Islands Province.

4. The fourth aim of this research is to identify and determine the direct influence of the
Secretary's support on the organizational commitment of employees in the Bintan Regency
OPD, Riau Islands. The statistical results of the research obtained a coefficient value of 0.234

Putri Rahmawati et.al (The Influence Of Transformational Leadership And Secretary Support On Employee)



ISSN 2579-7298 International Journal of Artificial Intelegence Research 11

10.

11.

Vol. 8, No. 1.1 (2024)

and a significant value (p-value) of 0.152. The research results showed that the Secretary's
direct support did not have a significant effect on the psychological empowerment of OPD
employees in Bintan Regency, Riau Islands Province.

The fifth aim of this research is to identify and determine the direct influence of psychological
empowerment on employee organizational commitment in the OPD of Bintan Regency, Riau
Islands. The statistical results of the research obtained a coefficient value of 0.254 and a
significant value (p-value) of 0.000. This means that transformational leadership has a
significant effect on the organizational commitment of OPD employees of Bintan Regency,
Riau Islands Province.

The six aim of this research is to identify and determine the direct influence of Structure
Distance on employee organizational commitment in the OPD of Bintan Regency, Riau Islands.
The statistical results of the research obtained a coefficient value of 0.004 and a significant
value (p-value) of 0.375. This means that Structural Distance does not directly have a
significant effect on the organizational commitment of OPD employees of Bintan Regency,
Riau Islands Province.

The seventh aim of this research is to identify and determine the indirect influence of
transformational leadership on employee organizational commitment through psychological
empowerment as an intervening variable in the OPD of Bintan Regency, Riau Islands. The
statistical results of the research obtained a coefficient value of 0.116 and a significant value (p-
value) of 0.019. This means that the role of psychological empowerment can mediate the
relationship between transformational leadership and organizational commitment of OPD
employees, Bintan Regency, Riau Islands Province.

The eighth aim of this research is to identify and determine the indirect influence of Secretary
support on employee organizational commitment through psychological empowerment as an
intervening variable in the OPD of Bintan Regency, Riau Islands. The statistical results of the
research obtained a coefficient value of 0.207 and a significant value (p-value) of 0.009, this
means that the role of psychological empowerment can act as an intermediary in mediating the
influence of the Secretary's support on the organizational commitment of OPD employees,
Bintan Regency, Riau Islands Province.

The ninth objective of this research is to identify and determine the moderating influence of
Disruption Structure on the relationship between transformational leadership and employee
organizational commitment in the OPD of Bintan Regency, Riau Islands. The statistical results
of the research obtained a coefficient value of 0.247 and a significant value (p-value) of 0.020.
The research results show that the structural distance variable moderates the influence of
transformational leadership on the organizational commitment of OPD employees in Bintan
Regency, Riau Islands Province.

The tenth aim of this research is to identify and determine the moderating influence of
Disruption Structure on the relationship between Secretary/Supervisor Support and employee
organizational commitment in the OPD of Bintan Regency, Riau Islands. The statistical results
of the research obtained a coefficient value of 0.041 and a significant value (p-value) of 0.395.
The research results show that the structural distance variable does not moderate the influence
of Secretary/Supervisor Support on the organizational commitment of OPD employees, Bintan
Regency, Riau Islands Province.

The eleventh aim of this research is to identify and determine the moderating influence of
Structural Distance on the relationship between Psychological Empowerment and employee
organizational commitment in the OPD of Bintan Regency, Riau Islands. The statistical results
of the research obtained a coefficient value of 0.065 and a significant value (p-value) of 0.028.
The results of the research show that the structural distance variable moderates the influence of
psychological empowerment on the organizational commitment of OPD employees in Bintan
Regency, Riau Islands Province
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