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Abstract

The increasingly competitive global economy has pushed companies to exploit their available resources as a
ways of achieving competitive advantage. Leadership is critically important because it has a huge impact on the
condition of the organization. The purpose of this quantitative study was to investigate the relationship among
Leadership Commitment (LSC), Organizational Performance (ONP), and Employee Engagement (EYE) via their
effects on a set of mediating variables of Employers Branding (EYB), Strategic Alignment (SGA),
Organizational Agility (ONA), and Human Resource Practices (HRM). A conceptual model of these
relationships was developed on existing theories. Data were collected from 26 petrochemical companies’
managers to be analyzed as identifiers of the latent variables in the model. This process was completed using the
principles of structural equation modeling (SEM) which required confirmatory factor analysis on the
measurement model and path analysis on the structural model. The analysis finds that Leadership Commitment
directly affects Organizational Performance and Employee Engagement. The study also finds that Employers
Branding, Strategic Alignment, Organizational Agility, and Human Resource Practices are an intervening factor
between Leadership Commitment, Organizational Performance, and Employee Engagement. In addition,
Strategic Alignment does not directly relate to human resource practice- it does so indirectly via Employers
Branding and Organizational Agility. This result suggests that an increasing behavior of leader who commit to
staying with their company, working toward organizations’ target success, focusing on achieving goals, and also
working toward the success of organizational change, appears to influence the value of organizational
performance as well as the engagement levels of employees.

Keywords: leadership commitment, organizational performance, employee engagement, path analysis
1. Introduction
1.1 Background

Leadership is critically important because it affects the condition of the organization. Empirical findings of the
most recent research studies have indicated that Organizational Performance, Employee Engagement, Employee
Commitment are desired by corporate leaders and management (Kieu, 2010; Babakus et al., 2003). Any
organization requires effective leaders who can positively influence their followers by increasing Employee
Engagement in order to support business performance. The potential variables associated with leadership
behaviors might be significant. According to Kiue (2010), the behaviors of top-level leadership have significant
impact on the organization. Studies on the leadership level (e.g. immediate supervisor and top management)
have been independently investigated and have been shown to significantly impact employee behaviors (Cascio,
Mariadoss, & Mouri, 2010). Leaders are a vital ingredient in the success of organization. Leaders who are high
in task behavior and support behavior have been shown to be particularly effective at promoting engagement
(Schaufeli & Salanova, 2008). Leaders with a high commitment may be the key to the development of
an environment that provides organizational effectiveness. Since effective leaders have been demonstrated to be
predictive of attitudes and performance in organizations, the question was raised regarding whether other
leadership behaviors would also be predictive in the same way or not (Cascio et al., 2010). Studies in the
management literature suggest that top management commitment may have an even more powerful impact on
organizational practices. Top management commitment has been shown to be the main driver behind employee
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behaviors in the areas of service quality (Babakus et al., 2003). Commitment in the workplace can take various
forms and, arguably, have potential to influence organizational effectiveness (Meyer & Herscovitch, 2001).
Commitment to more specific objectives might produce the opposite effect. Efforts might be directed at
achieving the specific objective perhaps to the detriment of the higher order goals of the organization as
mentioned by Mayer & Herscovitch, (2001).

Many researchers have also argued for the importance of a closer examination of the role of Employee
Engagement. Different HR practices, including job design, recruitment, selection, training, and compensation
and performance management can enhance Employee Engagement (Vance, 2006). Employers Branding is a
relatively new approach toward recruiting and retaining the best possible human talent within an employment
environment that is becoming increasingly competitive. Employee branding has the potential to be a valuable
concept of Employers Branding that is to convince employees that their organization is a good place to work —it
helps to retain them and convinces them to commit to the organization (Love & Singh, 2011). Although firms
commonly focus their branding efforts toward developing product and corporate brands, branding can also be
used in the area of human resource management (Backhaus & Tikoo, 2004). Researchers argue that human
resource system aligned with a firm’s strategy can be the source of competitive advantage for the firm (Stringer,
2007). Organizations may be able to foster Employee Engagement through Strategic Alignment of their
organizations (Stringer, 2007). In a well-alignment organization, all efforts are traceable to the high-level goals.
Agility is the essential factor obtained for responding and reacting to the changes that is the reaction to the
challenges of a work environment occurred through changes and uncertainties. The problem is that how any
organization can successfully deal with unpredictable, dynamic, and academia for a few decades (Sherehiy et al.,
2007). According to McCann et al. (2009), Organizational Agility has significant positive correlations with
Organizational Performance. Organizational Agility in the research framework is good in current business
environment than is changing and uncertain. Successful company must, therefore, acquire the capability to
achieve and explore the competitive advantage in synergy. Companies which are exhibiting higher levels of
agility are more competitive and more profitable.

The problem is that the commitment behavior used by leaders appears to influence the value of organizational
performance as well as the level of employee engagement within the organization through the series of
mediation.

1.2 The Purpose of the Study and Question

The purpose of this study was to investigate the relationship among Leadership Commitment, Operational
Performance, and Employee Engagement via their effects on a set of mediating variables: Employers
Branding, Strategic Alignment, Organizational Agility and Human Resource Practices. It seeks to find
answers to the following: Does leadership commitment influence organizational performance and the level of
employee engagement? This research was conducted in Map Ta Phut, Thailand and particularly emphasized the
petrochemical industry. These industrial sectors include large companies with high workforce diversity. Their
organizational structures gather together many knowledgeable employees with intensive skills and expertise.
Therefore, companies in these industrial sectors are appropriate for this study.

1.3 Significance of the Study

The goal of this study was intended to contribute to the body of literature on behaviors of leaders, Employee
Engagement, and Organizational Performance. This objective is important because the results of this study can
help leaders to recognize their commitment and to understand if their commitment has an effect on the level of
Employee Engagement and Organizational Performance. This study is significant because it is the first study to
empirically examine Leadership Commitment and their effects on Employee Engagement and Organizational
Performance via their effects on a set of mediating variables, Employers Branding and Strategic Alignment and
Organizational Agility, and Human Resource Practices.

2. Literature Review and Theoretical Framework

Leadership behavior defined leadership as an influence relationship among leaders and followers who intend real
changes and outcomes that reflect their shared purposes. Over the course of time, a number of dimensions or
facets of leadership behavior have been developed and applied as researchers continue to discover what
contribution to leadership success and failures. Past research on leadership behavior of directive, supportive and
participative found the relationship on commitment (Yiing et al., 2008). Kieu (2010) found strong correlation
between transformation and transactional leadership on year-over-year revenue growth and profits. Any
organization requires effective leaders who can positively influence their employees by increasing engagement
that supports business performance. Block and Manning (2007) discussed the core elements needed to build an
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effective leadership development in order to enhance organizational success. This approach consists of six steps:
(1) identification of leadership needs, (2) identified knowledge and skill gaps, (3) created for engagement, (4)
workplace supports to ensure that the developing leader is receiving ongoing guidance and quality feedback, (5)
recognition leader’s commitment and contribution to the organization, and (6) aligned with the strategic goals of
the organization. Amagoh (2009) argues that the institutionalization of a comprehensive leadership development
program in the fabric of an organizational culture is essential to ensure leadership effectiveness and high
organizational performance. Organizations should take a long-term approach to leadership development and create
a supportive environment in order to produce effective leaders. The approach to leadership development may be
used commitment framework to examine and evaluate leadership commitment. It may also be used to identify
specific events that have led to successful organizational achievements Amagoh (2009).

Commitment in the workplace has the potential to influence organizational effectiveness and employee
well-being. Commitment has been defined and measured in many different ways. Even if we acknowledge the
existence of multiple dimensions, or forms, of commitment, however, there has to be a core essence that
characterizes the construct and distinguishers it from other constructs (Mayer & Herscovitch, 2001). They look
more carefully at the implications of the different commitment mind-sets on behavior and develop mechanisms
involved the three mind-sets (affective, continuance and normative commitment). They mentioned that affective
commitment should be related to a wider range of behaviors than other forms of commitment even under
conditions in which the focal behavior is clearly specified in the measure. The objective of commitment research
should specify the focal behavior and target of interest. To illustrate how the focal behavior can be varied
depending on the interests of the investigator, therefore, two different versions of a measure of “organization
commitment” one focusing on membership and one on the attainment of organizational goal (Mayer &
Herscovitch, 2001). Several studies within the organizational commitment literature have demonstrated associated
behavioral outcomes with commitment (Meyer et al., 2001; Yiing, 2014).

Therefore, Leaders who are commitments to general targets with broadly defined focal behavior (e.g. staying with
their company, working toward organizations’ target success, focusing on achieving goals, and also working
toward the success of organizational) may influence organizational performance as well as impact on the level of
employee engagement.

The theoretical basis of the research model is derived from several sources. The model is developed from a general
model of workplace commitment that can reflect varying degrees of desire, perceived cost and obligation (Mayer
& Herscovitch, 2001). The overall research question in this study sought to answer: “Does Leadership
Commitment influence Organizational Performance and Employee Engagement?” To examine this research
questions, causal model approach was developed (see Figure.l), representing a series of hypotheses how
Leadership Commitment might influence Organizational Performance and Employee Engagement via their
effects on a set of mediating variables. The following research hypotheses were examined in this study based on

the objectives and the existing literature.
Employers
Branding
Strategic
Alignment
Organizational
Agility

Figure 1. Research model

Organizational
Performance
Employee
Engagement

Leadership uman Resource
Commitment Practices
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From a research of the literature, it was found that H1, H4, H7, H8, H9, and H10 are supported by considerable
empirical evidence. However, H2, H3, H5, and H6 appear intuitively obvious, but have been subjected to limited
empirical analysis. This section also contains a more detailed justification of each hypothesis.

Leadership Commitment on Employers Branding

Commitment of leadership is critically important to the outcome (Yiing et al., 2008; Kieu, 2010). Employers
Branding concerned with building an image in the minds of the potential labor market that it creates an image
that makes people want to work for the firm because of its well-managed firm Vallaster & Chermatony, (2005).
Thus, the behavioral characteristics of leaders as a committed individual may predict the employers branding.

Hypotheses 1: Leadership Commitment has a positive direct effect on Employers Branding.
Leadership Commitment on Strategic Alignment

Preliminary research has found that white-collar employees who understand their organization’s strategy and
their corresponding strategically aligned job behaviors have higher performance and employer-desired work
attitudes, such as job satisfaction and commitment, versus employees who do not understand their organization’s
strategies and do not understand corresponding aligned job behaviors (Boswell, 2006). The behavioral
characteristics of leaders as a committed individual may affect Strategic Alignment.

Hypotheses 2: Leadership Commitment has a positive direct effect on Strategic Alignment.
Leadership Commitment on Organizational Agility

The assumption was that certain leadership attributes would be found to be characteristic of more agile
organizations. Thus, organization can successfully deal with unpredictable, dynamic, and constantly changing
environments. Therefore, leadership attributes may affect more agile organizations.

Hypotheses 3: Leadership Commitment has a positive direct effect on Organizational Agility.
Employers Branding on Human Resource Practices

The term employer brand appears to have first been used in 1996 and was defined as “the package of functional,
economic and psychological benefits provided by employment and identified with the employing company”
(Ambler and Barrow, 1996, p.187). Once Employers Branding is initiated, it gained notoriety by improving
recruiting effectiveness during the extremely competitive period known as the war for talent. Management
scholars can use Employers Branding to integrate in the HR such as recruiting, selection and retention literatures
which can be especially valuable in the search for an organizing framework for human resource management as
mentioned by Backhaus & Tikoo (2004). Martin et al., (2005) developed a model to link between HR and
employers branding. The best employers have lower voluntary turnover rates Love & Singh, (2011). Thus, well
branding management of employers may affect Human Resource Practices

Hypotheses 4: Employers Branding has a positive direct effect on Human Resource Practices.
Strategic Alignment on Human Resource Practices

Strategic alignment is when employees understand and are able to enact the organization’s strategy. Organizations
may be able to foster employee engagement through strategic alignment (Stringer, 2007). Gagnon and Michael
(2003) found that employees who increased knowledge of a strategy tend to exhibit increased levels of
commitment, job satisfaction, and trust. Boswell (2006) suggests that organizations should perhaps look beyond
simply communicating their strategic direction to employees and instead focus on whether employees accurately
understand the behaviors that contribute to strategic success. Human resource practices are well positioned to play
important role in the alignment process, and they share similar methods. Thus, degree of strategic alignment is
associated with Human Resource Practices

Hypotheses 5: Strategic Alignment has a positive direct effect on Human Resource Practices.
Organizational Agility on Human Resource Practices

Agility is the essential factor to be obtained for responding and reacting to the changes (Sherehiy et al., 2007).
The assumption was that the reaction to the challenges of a work environment occurred through changes and
uncertainties may affect human resource activities. Despite the differences, “agility is the successful exploration
of competitive based (speed, flexibility, innovation proactivity, quality and profitability) through the integration
of reconfigurable resources and best practices” (Yusuf et al., 1999). The workforce agility can be achieved via
cross-training because cross-trained workers represent flexible capacity since workers can be shifted when they
are needed. McCann et al., (2009) have demonstrated that environmental turbulence may indeed be managed by
building agility and resiliency. The results have shown that agility and resiliency have significant positive
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correlations with both performance measures. Yauch (2011) has found that the combination of high success and
high turbulence is determined to be the only agile company.

Hypotheses 6: Organizational Agility has a positive direct effect on human resource practice.
Human Resource Practices on Organizational Performance

In modern word, HRM s solution of several of the problem which influences the capability of work to provide
for individual growth. The outcome of Human Resource Practices on Organizational Performance has been
given different perceptions. A comprehensive study of human resources (Huselid, 1995) has found the
relationship of 13 human resources management in firms. Thus, a competitive advantage to the understanding of
how HR practices (e.g. selection, training, compensation, and appraisal) contribute to firm performance is crucial.
Past research found organizations that implement highly selective staffing, extensive training, and performance
management practices are likely to have higher performance (Youndt et al., 1996; Moideenkutty et al., 2010;
Dimba, 2010). Hence, the set of human resources may affect level of Organizational Performance.

Hypotheses 7: Human Resource Practices have a positive direct effect on Organizational Performance.
Human Resource Practices on Employee Engagement

The concept of engagement began to surface in the organization around two decades ago. Kahn (1990), one of
the first scholars to study engagement, defined what the termed personal engagement as the “harnessing of
organizational members’ selves to their work roles; in engagement, people employ and express themselves
physically, cognitively, and emotionally during role performance”(p.694). Strong evidence of the positive
relationship between Human Resource Practices and Employee Engagement has been noted (Rana et al., 2014).
The employees who are well recognized to Human Resource Practices were also scored highly on Employee
Engagement (Wright et al., 2005). Previous study found the significant relationship of human resource practices
on employee engagement (Vance, 2006; Dimba, 2010; Sardar et al., 2011).

Hypotheses 8: Human resource practice has a positive direct effect on Employee Engagement.
Leadership Commitment on Organizational Performance and Employee Engagement

The concept of commitment has been used in a variety of ways. Researchers have written about commitment to
organization, occupations, organizational changes and to policy decision (see Mayer & Herscovitch, 2001, for a
comprehensive review). The concept of leadership is also fraught with definitional confusion Zhang et al.,
(2014). Despite this,” leadership” appears to be one of the single biggest factors affecting organizational
performance. Therefore, Leaders who are committed may be the key to the development of an environment that
provides organizational effectiveness (Cascio et al., 2010). Kieu (2010) found strong correlation between
transformation and transactional leadership on year-over-year revenue growth and profits. Munley (2006) has
found the level of agreement and commitment of leadership to be critically important in the overall organizational
performance.

Hypotheses 9: Leadership Commitment has a positive direct effect on Organizational Performance.

Most organizations understand the importance of engaging and keeping key employees, and they make serious
efforts in these areas. Past research found that leadership is the one factor that influences performance Anitha,
(2013). Effective leadership has been associated with employee engagement (Zhang et al., 2014).

Hypotheses 10: Leadership Commitment has a positive direct effect on Employee Engagement.
3. Methodology
3.1 Participant

HR practices have been measured across numerous industries and corporate levels (e.g. Huseld, 1995; Terpstra &
Rozell, 1993). While providing useful information, HR practices cause two potential problems. First, HR
practices, technologies, labor pools and determinants of financial performance differ significantly across
industries resulting in potential confounds and /or error variance. Second, measurement at this level assumes that
every site within the corporation uses the same level of the corporation. A more specific and realistic approach
would be to examine the place at where they are implemented: the specific site (Pils & MacDuffie, 1994). For
these reasons, this study chose to focus the study on work sites within a specific industry. The target population
in this study was managers working in the petrochemical company in Rayong, Thailand. The scope of this study
was confined to petrochemical organizations and employees employed by these organizations. The target
employees being recruited were of two groups: the general staff permanently employed and the employees
holding the manager position.
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3.2 Sampling Procedures

According to Creswell (2005), probability sampling takes place if all of the elements in the population have a
chance of being selected. Then, participants in this study were selected by using convenience sampling technique.
The procedures for selecting participants included (a) the sampling method (b) the percentage of the sample
approached that participated; and (c) the number of participants who selected themselves into the sample. Three
criteria concerning the settings and locations in which the data were collected as well as any agreements and
payments made to participants were agreements with the institutional review board, ethical standards conformity,
and safety monitoring procedures. The data collection process was conducted over a period of 3 months from the
first week of May 2013 until the end of July 2013. The introductory letter, the consent forms, and the
questionnaires, were put in sealed envelope which was delivered by the researcher to cooperating persons who
were asked by the researcher to distribute the questionnaires to the respondents.

3.3 Sample Size

Since the study employed SEM as the tool for the hypothesis testing, it based its sample size on the suggested
number of 10 to 20 times the number of the indicators in the study (Garson, 2006). Hair et al. (2006), indicate
that MLE has been proven fairly robust in regards to violations of the normality assumption and produces
reliable results under most circumstances when compared with other techniques. The authors suggest sample
sizes in the range of 220 to 440 units. Thus, at least 400 participants were planned to be collected as the samples.

3.4 Measures

The survey instrument consisted of 51 questions adapted and designed to gauge participants’ attitude toward
each of the constructs in the conceptual model. The demographic survey included participants’ demographic
information regarding gender, age, years of employment, job classification, education, number of employees,
and age of the company. All questions were multiple-choice questions and the seven variables asked in the
survey instrument with 5 Likert scale of items ranging from 1=strongly disagree to 5= strongly agree were: (1).
Leadership Commitment was measured with 8 items was applied from Meyer & Herscovitch, (2001), (2).
Employers Branding was measured with 5 items, (3). Strategic Alignment was measure with 4 items, (4).
Organizational Agility was measure with 5 items, Human Resource Practices was measure with 12 items that
focused on the most commonly recognized area of HRM (e.g. selection, training, compensation, and appraisal),
(6). Organizational Performance was measure with 4 items, and (7). Employee Engagement was measure with 6
items.

3.5 Research Design

Before administering the survey, pilot tests were carried out. In order to pre-test the questionnaires, HR managers
of petrochemical organizations were identified from the list of Map Ta Phut Industrial Estate directory. After
canvassing by telephone, 7 HR managers, in a sub-set of the intended sample population, agreed to distribute the
survey to 40 managers in their organization. The selected participants were contacted via email and provided
with the questionnaires guaranteeing confidentiality. From the total of 40 managers from 7 organizations being
surveyed, 32 returned their responses within 2 weeks. The response rate was 80%. The 32 managers included 2
HR managers, 5 Administration managers, 4 Financial and accounting managers, 15 Operations managers, 2
Sales managers and 4 Maintenance managers. Once all of the surveys from pilot stage were completed, then total
of 644 questionnaires with sealed envelope were delivered by the researcher to cooperating persons asked to
forward the questionnaires to the respondents who were asked to return the questionnaires within 2 weeks. The
final data collection process was conducted over a period of 3 months from the first week of May 2013 until the
end of July 2013. In total, 457 questionnaires (equivalent to 71%) were returned to the researcher. However,
through data filtering, 62 questionnaires (14%) were excluded although they were completed. The reason to
delete these questionnaires is that the respondents provided the same answer for all of the questions.

4. Results
4.1 Sample s Characteristic

A total of 395 managers in 26 petrochemical companies in Rayong, Thailand, were completed survey with the
response rate of 61%. The respondents were classified into gender. A total of 263 (66.58%) were males, while
132(33.42%) were females. And they also classified into five age categories. The age range of the respondents
consisted of 38 (9.62%) who were 30 years old or under, 88 (22.28%) who were 31-35 years old, 94 (23.80%) who
were 36-40 years old, 89 (22.53%) who were 41-45 years old, and 86 (21.77%) who were 45 or older. The
respondents were also classified into categories by the number of years they were employed with the company.
The number of years the respondents were employed consisted of 5 (1.27%) at less than 1 year, 52 (13.16%) from
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1-3 years, 75 (18.99%) from 4-6 years, 66 (16.71%) from 7-10 years, and 197 (49.87%) had 11 or more years. This
information is summarized in Table 1.

Table 1. Descriptive statistics of demographic variables of the sample by gender, age, and years of employment

Characteristics Frequency Percent

Gender

Males 263 66.58

Females 132 33.42
Age

30 Years or under 38 9.62

31-35 Years 88 22.28

36 — 40 Years 94 23.80

41— 45 Years 89 22.53

45 Years or older 86 21.77
Years of employment

Less than 1 Year 5 1.27

1-3 Years 52 13.16

4—6 Years 75 18.99

710 Years 66 16.71

11 or more Years 197 49.87

With regard to job classification, the respondents were classified into eight categories. Most of the subjects, 179

(45.32%) were Operation Managers. The survey also indicated that 69 (17.47%) were Finance and Accounting

Managers, 51 (12.91%) were Administrative Managers, 44 (11.14%) were Human Resource Managers, 24 (6.28%)
were Procurement Managers, 13 (3.09%) were Sales Managers, 9 (2.28%) were Maintenance Managers, and 6

(1.52%) were Planning Managers. According to their level of education, the respondents were classified into four

education categories. The respondents were asked to identify the highest level of education they completed. The

distribution consisted of 4 (1.01%) below Bachelor Degree, 163 (41.27%) Bachelor Degree, 224 (56.71%) Master

Degree and 4 (1.01%) Doctoral Degree. The respondents were grouped into five groups according to the number of

employees in the company. The number of employees showed the respondents as follows: 55 (13.92%) had fewer

than 500 employees, 61 (15.44%) had 501-1000 employees, 25 (6.33%) had 1,001-1500 employees, 6 (1.52%) had

1501-2000 employees and 248(62.78%) had 2001 or more. The respondents were also grouped into five categories

dependent on the age of their companies. Regarding the age of their companies, respondents were employed by 20

(5.06%) that were less than 5 years old, 62 (15.70%) that were 5-10 years old, 22 (5.57%) that were 11-15 years old,
46 (11.65%) that were 16-20 years old, and 245( 62.03%) that were 21 years old or more. This information is

summarized in Table 2.

Table 2. Descriptive statistics of demographic variables of the sample by job classification, education, number of
employees and age of the company

Characteristics Frequency Percent
Job Classification

Human Resource Manager 44 11.14
Administrative Manager 51 12.91
Finance and Accounting Manager 69 17.47
Operation Manger 179 45.32
Sales Manager 13 3.09
Procurement Manager 24 6.28
Maintenance Manager 9 2.28
Planning Manger 6 1.52
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Education
Below Bachelor Degree 4 1.01
Bachelor Degree 163 41.27
Master Degree 224 56.71
Doctoral Degree 4 1.01

Number of employees

Fewer than 500 55 13.92
501-1,000 61 15.44
1,001-1,500 25 6.33
1,501-2,000 6 1.52
2,001 or More 248 62.78
Age of the Company
Less than 5 Years 20 5.06
5-10 Years 62 15.70
11-15 Years 22 5.57
16-20 Years 46 11.65
21 Years or More 245 62.03

3.2 Statistics and Data Analysis

The confirmatory Factor Analysis (CFA) is part of the SEM, which was used to assess the measurement model
component of each hypothesized model, to establish the suitability of observed variables as indicators of latent
variables, prior to testing the structural model component that examines the relationships between latent factors.
The analysis results indicate how well the data fits the model and how the model can be adapted to improve the
fit between the data and the model in subsequent steps. Principal axis factoring, with varimax rotation was used
to measure the dimensionality of the risk attributes and also for better interpretability of factor loading. There
were seven latent variables in this study: Leadership Commitment (LSC), Organizational Performance, and
Employee Engagement (EYE), Employers Branding (EYB), Strategic Alignment (SGA), Organizational Agility
(ONA), and Human Resource Practices (HRM). Thus, seven measurement models were revised based on an
assessment of factor loading and a suggestion from modification indices.

Table 3 reports mean, standard deviation, alpha reliability, and inter-construct correlation. Construct reliability is
evaluated using Cronbach’s alpha. All of the measures exhibit acceptable levels of reliability with the minimum
coefficient alpha at 0.87. Compare among the seven latent variables of dimension, the correlation coefficients
ranged between 0.022-0.218 which is no high correlation magnitudes among latent variable. Collectively, these
results provide evidence that it is appropriate to test the study hypotheses.

Table 3. Correlation coefficient among variables, standard deviation, mean, and reliability

Variables Alpha Mean/SD 1 2 3 4 5 6 7

LSC 0.92 412,42 0.114

EYB 0.88 4.09,.43 0.032 0.173

SGA 0.87 3.91,48 0.045 0.058 0.136

ONA 0.88 3.89,.50 0.074 0.072 0.044 0.281

HRM 0.94 3.93,41 0.022 0.022 0.032 0.062 0.107

EYE 0.90 3.99,.48 0.051 0.021 0.029 0.052 0.050 0.201

ONP 0.88 3.90,.50 0.039 0.019 0.027 0.049 0.058 0.091 0.300
N=395
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3.3 Testing of Hypotheses

The structural model was used to test the hypotheses of all seven factors tested in the measurement model. The
scale for each factor was set by fixing the factor loading to one of its indicator variables and then applying the
maximum likelihood estimation method. Inspection of initial model revealed that the all path were significant,
expect one path parameter between Strategic Alignment and human resource practice was not significant.
As suggested by Byrne (2009), discussion related to model fit has considered only the addition of parameters to
the model. However, another side to the question of fit, particularly as it pertains to a full model, is the extent to
which certain initially hypothesized paths may be irrelevant to the model. One way of determining such
irrelevancy is to examine the statistical significance of all structural parameter estimates. In this study, one
parameter that is nonsignificant; this parameter represent the path from SGA to HRM (HRM<---SGA; C.R.
=.825). Specifically, there were no statistically significant relationship, p-value was 0.410. Thus, this part needed
to be deleted in the model. However, in the case of modification indexes for regression weight section, suggested
factors into consideration, two additional paths were a candidate for addition to the model, and their associated
expected parameter change (EPC). There were MI in reviewing statistic showed that the regression weights table
of the modification indices indicate that a causal path is needed to be added from Strategic Alignment to
Employers Branding (EYB <--- SGA), and expected value is estimated to be .359. The path following from
Strategic Alignment to Organizational Agility (ONP <--- SGA), and expected value is estimated to be .303. The
path following from Leadership Commitment (LSC) to Organizational Performance and expected value is
estimated to be .359, and Leadership Commitment (LSC) to Employee Engagement and expected value is
estimated to be .206. These paths were added to the model.

The over fit of the final model is acceptable the standardized latent variable relationships estimated by
%2 =495.323, df = 197, p —value < = 0.00, %2/ df = 2.51 and looking other indices as GFI = 0.90 and, NFI = 0.91,
TLI =0.93, RMR = 0.03, and RMSEA = .062 were acceptable for modified model (see Figure 2). The results of
the hypotheses tested on the estimated path were structuralized and based on the development of hypotheses, and
it was used to evaluating of the research hypotheses.

284(157)

174(.196) ——

399(.294)

.370(.283)
Figure 2. Structural final model

Note: unstandardized coefficients are listed first, standardized coefficients are in parentheses.

H1, H2 and H3 reveal that Leadership Commitment has a significant effect on Employers Branding, Strategic
Alignment and Organizational Agility. The parameter of LSC on EYB, SGA, and ONA constructs was
significant (r _scxeys = .29, p-value= <0.001), (r _scxsga = .23, p-value = <0.001), and (r _scxona = .36, p-value =
<0.001) respectively.

H4 and H6 show that Employers Branding and Organizational Agility has a significant effect on Human
Resource Practice (r gygsnrm = -20, p-value = <0.001), (r onahrm = -32, p-value = <0.001), however, Strategic
Alignment was not generate significant parameter to Human Resource Practice H5. However Strategic
Alignment is significant indirect effect on Human Resource Practice via Employee Branding and Organizational
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Agility. The parameter of SGA on EYB was significant (r sga<eys = .31, p-value= <0.001) and SGA on ONA was
significant (r sgaxona = .24, p-value= <0.001)

H7 and H8 indicate that Human Resource Practices has a significant effect Organizational Performance and
Employee Engagement. The parameter between the HRM and ONP constructs was significant(r yrv=one = -30,
p-value = <0.001) and (r prmeye = -29, p-value = <0.001) for HRM and EYE. The results show that Leadership
Commitment was significant effect on Organizational Performance and Employee Engagement (r | sc+onp = .16,
p-value= <.0.05), significant (r _sc+eve = .28, p-value = <0.001) for H9 and H10 respectively.

Table 4. Summary of correlation coefficients among dimensions

Hypotheses Path Path Coefficient S.E. C.R. P Result
SGA <--- LsC 0.233 0.075 3.843 kel Support
ONA <--- LsC 0.360 0.092 6.133 ke Support
EYB <--- LSC 0.295 0.066 4.847 o Support
EYB <--- SGA 0.313 0.051 5.398 ol Support
ONA <--- SGA 0.240 0.067 4.545 o Support
HRM <--- EYB 0.196 0.051 3.425 ke Support
HRM <--- ONA 0.320 0.035 5.654 il Support
ONP <--- HRM 0.302 0.091 5.559 ke Support
EYE <--- HRM 0.294 0.08 4975 o Support
ONP <--- LSC 0.157 0.086 2.936 0.003 Support
EYE <--- LsC 0.283 0.079 4.674 el Support

Note: ***= Significant at p< 0.001(t > +3.29)
C.R. = t-value

3.4 Direct, Indirect and Total Effects

Direct effects (see Figure 2) are the effects between two variables. Indirect effects are the effects between two
variables mediated by other variables. Adding these two effects derives the total effect. This analysis gives
another picture of the actual organizational relationships depicted in the model (see Table 4), it gives the
standardized path coefficients of each practice effect on Organizational Performance and Employee Engagement.
The results show that Leadership Commitment has a largest direct effect on Organizational Agility of 0.360 and
smallest on direct effect on Organizational Performance. However, Leadership Commitment has direct effect on
Employers Branding, on Employee Engagement and on Strategic Alignment -they were similar amount of 0.295,
0.283 and 0.233 respectively. In addition, the results show that Leadership Commitment has total effect, direct
and indirect, on Organizational Agility of 0.416, on Employers Branding of 0.368, on Employee Engagement of
0.343, and also on Organizational Performance of 0.219. However, Leadership Commitment has indirect effect
on Human Resource Practice of 0.205. According this, Employers Branding has a direct effect on Human
Resource Practice of 0.196 and indirect effect on Employee Engagement and Organizational Performance of
0.058 and 0.059 respectively. With regard to Strategic Alignment has direct and indirect effect on Employers
Branding and Organizational Agility of 0.313 and 0.240 respectively. However, it has indirect effect on Human
Resource Practice, on Employee Engagement and on Organizational Performance of 0.138, 0.041 and 0.042
respectively. Organizational Agility has direct effect on Human Resource Practice of 0.320 and indirect effect on
Employee Engagement and on Organizational Performance of 0.094 and 0.097 respectively. Refer to human
resource practice has direct effect on Organizational Performance of 0.302 and on Employee Engagement of
0.294.

5. Discussion
5.1 Finding

The findings of this study showed that Leadership Commitment affect Organizational Agility and also effect on
Employers Branding. This finding was consistent with the prior studies by Vallaster & Chernatony (2005),
suggestion that leaders must thoroughly understand, support, and actively demonstrate commitment to the
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internal process. Employers branding process to be successful is not the office design that is relevant but
employee knows what the commitment of leader stands for.

However, this finding reveals that Leadership Commitment affect Employee Engagement. This finding was
consistent with prior study by Zhang et al., (2014) showed that leadership style is significantly related to the
level of Employee Engagement. The finding of this study also showed that Leadership Commitment affect
Organizational Performance. This finding consistent with Kieu (2010) found strong correlation between
leadership and revenue growth, profits.

However, the results indicate that Leadership Commitment affect Strategic Alignment. This finding was
consistent with the prior studies by Cascio et al., (2010), suggested that top management commitment has the
stronger potential to enhance sales force automation adoption. In contrast, Strategic Alignment was not
associated with human resource practice.

The study found that Employers Branding affect Human Resource Practices. This finding consistent with prior
study by Kimpakorn & Dimmitt (2007), which mention that leader/manager adopt a specific course of action to
maximize performance to their practices mainly focus on traditional human resources management. The most
important Employers Branding dimensions were human resources management (e.g. recruitment, compensation,
training, reward, benefit package, recognition, performance evaluation and career advancement).

According to Strategic Alignment it did not direct affect Human Resource Practices. The result show that
Strategic alignment it indirect affect Human resource Practices through Employer Branding and Organizational
Agility. Therefore, organizations may be able to foster Employee Engagement through Strategic Alignment of
their organizations (Stringer, 2007).

The finding of this study showed that Organizational Agility affect to human resource practice. This finding is
similar with Dyer & Shafer (1998), it suggest that Organizational Agility is fostered to the extent that the
expanded use of fluid assignments is supported by employee communication, selection of employee (staffing),
training and development, performance criteria, reward and recognition.

The study reveals that Human Resource Practices has an affect Organizational Performance and Employee
Engagement. This finding was consistent with prior study by Moideenkutty et al., (2010), founded that human
resource practice, highly selective staffing extensive training, performance management and empowerment are
significant to organization performance. Thus, organizations that implement selective staffing, extensive training,
and performance management practices are likely to have higher Organizational Performance.

In addition, the finding showed that Human Resource Practice affect to Employee Engagement. This finding
coincide with (Vance, 2006; Dimba, 2010; Sardar et al., 2011) found that individuals who perceiving of
recruitment, selection techniques, training, and pay for performance indicated the high level of engagement.
Thus, recruitment, selection techniques, training and good reward system can be used to increase engagement of
employee in organization.

5.2 Conclusion

The general understanding of this study informs practitioners that the effect of Leadership Commitment
contributes directly to both Organizational Performance and also Employee Engagement. Yet, Leadership
Commitment has a significant relationship to both Organizational Performance and Employee Engagement but
Leadership Commitment has larger coefficient/impact to Employee Engagement than Organizational
Performance. This result suggest that an increasing behavior of leader who commit to staying with company,
working toward for organization’s success of target, focus to achieving goal, and also working toward the
success of organizational change, appears to influence the value of Organizational Performance as well as the
level of Employee Engagement.
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