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Abstract

This study aimed to examine the impact of transformational leadership style and
organizational social capital commitment on employee productivity. This research
was a descriptive-correlational study conducted in a specific organization. A sample
of 250 employees was selected using simple random sampling based on the Morgan
and Krejcie table. Standardized questionnaires were used to measure the variables:
the ACHIEVE Employee Productivity Questionnaire, the Multifactor Leadership
Questionnaire (MLQ), and Nahapiet and Ghoshal's (1998) Organizational Social
Capital Questionnaire. Data were analyzed using SPSS version 27. Pearson
correlation was used to examine relationships between variables, and linear
regression analysis was applied to assess the impact of independent variables on
employee productivity. The results indicated a significant positive relationship
between transformational leadership style and employee productivity, as well as
between organizational social capital commitment and employee productivity.
Pearson correlation coefficients showed that transformational leadership style was
positively correlated with employee productivity (r = 0.52, p < 0.001), and
organizational social capital commitment was also positively correlated with
employee productivity (r = 0.46, p < 0.001). Linear regression analysis revealed that
transformational leadership had a stronger impact on employee productivity than
organizational social capital commitment (8 = 0.41 vs. f = 0.33). Findings suggest
that a combination of transformational leadership and organizational social capital
commitment plays a significant role in enhancing employee productivity. Therefore,
organizations should focus on developing transformational leadership skills and
strengthening social capital in the workplace.
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Extended Abstract
Introduction

Employee productivity has become a crucial determinant of organizational success, influencing
overall performance and competitiveness. Productivity refers to the ability of employees to utilize
resources efficiently, enhance work quality, and achieve organizational objectives. Among the
various factors affecting productivity, leadership styles and organizational social capital have
emerged as significant contributors to workforce efficiency. Through their impact on commitment,
motivation, and social interactions, these factors can foster a more engaged and high-performing
workforce (Jorfi, 2024).

One of the most widely studied leadership styles in recent decades is transformational leadership,
which emphasizes inspiration, idealized influence, motivation, and positive change among
employees. Transformational leaders not only enhance employees' skills but also create a
collaborative and supportive work environment that fosters commitment and motivation (Adekanmbi
& Ukpere, 2023). Research has demonstrated that transformational leadership improves employee
productivity by building mutual trust, promoting a culture of learning, and encouraging innovation
(Dewi & Fitrio, 2022). In contrast, the absence of transformational leadership may lead to decreased
employee engagement, reduced organizational commitment, and lower productivity (Peng et al.,
2022).

Organizational social capital, defined as the level of relationships, trust, and collaboration among
organizational members, plays a crucial role in creating a positive and supportive work environment
(Afshari et al., 2020). Social capital encompasses structural, relational, and cognitive dimensions,
which influence how employees interact and share knowledge (Borisov & Vinogradov, 2022). Studies
have indicated that organizations with high social capital experience greater employee productivity
due to the facilitation of information flow, enhanced teamwork, and reduced workplace conflicts (Ak
et al., 2024). In addition to improving performance, social capital has been recognized as a key factor
in fostering innovation and service quality enhancement (Meiduté-Kavaliauskiené et al., 2021).
Emerging research suggests a mutual interaction between transformational leadership and social
capital, reinforcing their combined impact on productivity (Hashavia-Tzuri et al., 2024).
Transformational leaders create a trust-based work environment that strengthens social capital and,
consequently, enhances employee productivity (Ain & Waheed, 2021). Studies across various
industries highlight that the combined presence of transformational leadership and social capital
significantly reduces job burnout and increases employee commitment (Mustafa et al., 2019).
Specifically, research in the service sector has revealed that the impact of social capital on
productivity is substantially stronger in the presence of transformational leadership compared to
traditional leadership styles (Lewaherilla et al., 2023).

Given the significant influence of transformational leadership and social capital on productivity, the
present study examines their relationship in predicting employee productivity.

Methods and Materials

This study employed an applied research approach with a descriptive-correlational methodology.
The research population included employees of a specific organization, from which a sample of 250
individuals was selected using simple random sampling based on the Morgan and Krejcie table. The
data were collected using three standardized questionnaires: the ACHIEVE Employee Productivity
Questionnaire, the Multifactor Leadership Questionnaire (MLQ), and Nahapiet and Ghoshal's
Organizational Social Capital Questionnaire.
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The ACHIEVE questionnaire, developed by Hersey and Goldsmith (1980), consists of 21 items
categorized into seven dimensions: ability, role clarity, organizational support, motivation, evaluation,
validity, and work environment. Responses were recorded on a five-point Likert scale. The MLQ,
introduced by Bass and Avolio (1995), includes 20 items assessing four key dimensions of
transformational leadership: idealized influence, inspirational motivation, intellectual stimulation, and
individualized consideration. The Organizational Social Capital Questionnaire comprises 18 items
measuring structural, relational, and cognitive dimensions, rated on a five-point Likert scale.

Data analysis was conducted using SPSS version 27. Pearson correlation was used to examine
relationships among variables, while multiple linear regression analysis assessed the predictive
power of transformational leadership and social capital on employee productivity. Normality of data
was confirmed using the Kolmogorov-Smirnov test, and multicollinearity was checked using variance
inflation factor (VIF) values. The Durbin-Watson test confirmed the independence of residuals.
Findings

The study analyzed responses from 250 employees, consisting of 137 males (54.8%) and 113
females (45.2%). Participants’ age distribution included 72 employees (28.8%) aged 20-30, 109
employees (43.6%) aged 31-40, 51 employees (20.4%) aged 41-50, and 18 employees (7.2%) over
50 years old. Regarding education, 42 employees (16.8%) held a diploma, 87 (34.8%) had a
bachelor’s degree, 96 (38.4%) had a master’'s degree, and 25 (10%) held a doctoral degree.
Descriptive statistics revealed that the mean productivity score was 78.34 (SD = 10.25), the mean
transformational leadership score was 82.67 (SD = 9.84), and the mean organizational social capital
score was 80.12 (SD = 8.92). Pearson correlation analysis indicated a significant positive relationship
between transformational leadership and employee productivity (r = 0.52, p < 0.001) as well as
between organizational social capital and employee productivity (r = 0.46, p < 0.001). A significant
correlation was also observed between transformational leadership and organizational social capital
(r=0.58, p <0.001).

Regression analysis confirmed that transformational leadership and social capital jointly accounted
for 45% of the variance in employee productivity (R? = 0.45, p < 0.001). The regression coefficients
indicated that transformational leadership (B = 0.41, p < 0.001) had a stronger predictive power than
organizational social capital (8 = 0.33, p < 0.001).

Discussion and Conclusion

The findings of this study highlight the significant influence of transformational leadership and
organizational social capital on employee productivity. Pearson correlation analysis confirmed that
both factors were positively and significantly associated with productivity. Regression analysis further
established that these variables together explain a substantial portion of productivity variance, with
transformational leadership demonstrating a stronger predictive effect.

These findings align with prior research indicating that transformational leadership enhances
motivation, fosters a sense of belonging, and promotes a culture of collaboration, ultimately
improving employee productivity. Leaders adopting this style empower employees by providing
vision, inspiration, and individualized support, leading to increased commitment and efficiency.
Research has consistently shown that transformational leaders cultivate a supportive work
environment that strengthens employee engagement and minimizes job stress, thus enhancing
productivity.

Additionally, the study confirmed the role of organizational social capital in fostering employee
productivity. Social capital facilitates knowledge sharing, strengthens teamwork, and reduces
workplace conflicts. The results support previous studies indicating that high levels of social capital
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enhance job satisfaction, reduce turnover intentions, and contribute to overall workforce efficiency.
Organizations with strong social capital structures benefit from improved communication and
collaboration, leading to increased employee performance.

One key finding was that transformational leadership and social capital interact synergistically to
enhance productivity. This suggests that transformational leaders contribute not only through their
direct influence on employees but also by creating conditions that strengthen social capital. A
workplace environment that combines strong leadership with high social capital provides an optimal
foundation for employee engagement and performance.

This study has practical implications for organizations seeking to enhance workforce productivity.
Organizations should invest in leadership development programs that cultivate transformational
leadership skills, such as inspiring employees, fostering innovation, and promoting a shared vision.
Additionally, efforts should be directed toward building organizational social capital by encouraging
trust, facilitating open communication, and promoting collaborative work environments.

Despite its contributions, this study has limitations. The research was conducted within a single
organization, which may limit the generalizability of findings. Additionally, self-reported data may
introduce response bias. Future studies should explore these relationships across diverse industries
and employ longitudinal designs to assess long-term effects.

In conclusion, the findings emphasize the importance of integrating transformational leadership with
organizational social capital to optimize employee productivity. Organizations that cultivate both
elements will likely experience sustained improvements in workforce efficiency, job satisfaction, and
overall performance.
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