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Abstract.This study aims to analyze the effect of transformational leadership on the
performance of Cirebon Police personnel, with knowledge sharing behavior as a
mediating variable. The background of this study is based on the importance of
improving the performance of human resources (HR) in the police environment in
responding to public demands for fast, accurate, and accountable services. In this
context, a leadership style that is able to inspire, motivate, and encourage professional
growth, namely transformational leadership, is considered crucial in encouraging
behavioral change and improving personnel performance. This study uses a
quantitative explanatory approach, with the research population being all active
personnel at Cirebon Police. A sample of 201 respondents was selected using a census
technique. Data collection was carried out through a closed questionnaire, and
analyzed using the Structural Equation Modeling method based on Partial Least
Square (PLS). The variables analyzed in this study include transformational leadership,
knowledge sharing behavior, and personnel performance. The results showed that
transformational leadership had a positive and significant effect on knowledge sharing
behavior, and had a significant effect on personnel performance. In addition,
knowledge sharing behavior also has a positive and significant effect on personnel
performance, and is proven to be a mediating variable that strengthens the
relationship between transformational leadership and performance. This study
concludes that to improve personnel performance sustainably, transformational
leadership is needed that not only directs but also fosters knowledge sharing behavior
in the work environment. These findings provide practical implications for the
development of HR management policies in police institutions, as well as enriching
theoretical discourse on the relationship between leadership style, organizational
behavior, and HR performance.
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1. Introduction

Human resource performance can be said to be work achievements or work results, both in
terms of quality and quantity, achieved by an organization's human resources in a certain
time period when carrying out their work duties in accordance with the responsibilities given
to them.(Coutinho et al. 2018). Considering that HR is an important asset for a company, there
are many things that need to be considered regarding improving its performance. Humans
have a central role in an organization, because without the presence and contribution of
humans, the organization will not be able to run even though other factors have been
met.(Sule & Saefullah, 2008). Humans are the main driving force in running the wheels of the
organization, so it is important for the organization to provide positive direction to the human
element by focusing on human resource development.(Cascio, 2006). Many factors influence
the performance of human resources in an organization, one of which is Person Organization
Fit (PO Fit).(Fikri, Rahmadani, and Okfrima (2023). PO Fit is generally defined as the match
between organizational values and individual values.Lestari, Maria, and Heksarini (2023). PO
Fit can also be said to be a compatibility that is felt between employees who work in a
company or government agency which is proven by the existence of a match between values,
goals, fulfillment of employee needs and personality characteristics. (Kristof 1996; Kristof-
Brown, Schneider, and Su 2023).

Human resource issues are a challenge for police agency management, because the
performance of an agency is highly dependent on the quality of its human resources.
Therefore, effective leadership is needed to motivate and foster good relationships within the
organization. (Hilton et al., 2023). A good relationship between superiors and subordinates,
based on partnership, can improve work discipline and achieve organizational goals. The
firmness of a leader also plays an important role in maintaining work discipline and
encouraging the performance of police members. As a government institution, the police
have the duty and authority to maintain public order and security, enforce the law, and
provide protection, shelter, and service to the community.

The main duties of the Indonesian Republic Police itself according to Law Number 2 of 2002
concerning the Police are to maintain public security and order, enforce the law, and provide
protection, shelter, and service to the community. The above objectives will certainly not be
realized if they are not carried out with high dedication, discipline and professionalism from
the members of the Indonesian Republic Police themselves to try to carry out the tasks
assigned to them properly and responsibly. Thus, it can be said that the police as a government
institution certainly in carrying out its duties also requires good planning and management in
the management of its agency(Fajar et al., 2022). The leadership plays a role in supervising
and ensuring that planning and supervision are running effectively, as reflected in several
indicators that have reached the maximum index (120.00). With the right leadership, KPPBC
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TMP Tanjung Emas can overcome existing challenges and continue to improve the overall
performance of the organization.

Sharing knowledge can help improve the ability of police personnel to develop innovative and
effective solutions, while job training can help improve the skills and abilities of police
personnel in responding to the challenges faced. In addition, the aspects of knowledge and
technology that continue to develop are also important factors in efforts to improve HR
performance.(Al Mamun et al., 2019; Eisenhardt et al., 2000). Police personnel need to stay
abreast of the latest developments in law, police tactics, and technology to carry out their
duties effectively. This challenge requires investment in ongoing training and development,
as well as good knowledge management within the police organization. Knowledge sharing,
as one aspect of knowledge management, provides opportunities for members of the
organization to share knowledge, techniques, experiences, and ideas with each other.(Fayyaz
et al., 2020). Receiving and understanding important information, creating new knowledge
by focusing on previous knowledge, sharing, disseminating, and applying knowledge to
achieve a task makes knowledge a continuous process.(Kengatharan, 2019).

2. Research Methods

The type of research used in this study is an associative explanatory research type, which aims
to determine the relationship between two or more variables (Sugiyono, 2012). This study
aims to explain hypothesis testing with the intention of justifying or strengthening the
hypothesis with the hope that it can ultimately strengthen the theory used as a basis. In this
case, it is to test the influencetransformational leadership, Individual and organizational fit,
knowledge sharing behavior and Personnel performance.

3. Results and Discussion
3.1. Human Resources Performance

According to experts, HR performance is the quality and quantity of work results achieved by
a Human Resource in carrying out his/her duties, namely in accordance with the
responsibilities that have been given to the employee.(Sedarmayanti, 2017). Meanwhile,
according to(Sakban et al., 2019)Performance is a condition related to the success of an
organization in carrying out its mission and can be measured by the level of productivity,
quality of service, responsiveness, responsibility and accountability.

So the understanding of HR performance can be concluded as the results of work in terms of
guality and quantity achieved by Human Resources which can be measured from the level of
productivity, quality of responsiveness service, responsibility and accountability which can be
used as a basis for determining whether the individual's work is good or otherwise. The
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indicators used in this study use HR performance measurements according toRobbins & Judge
(2013)stated that performance indicators are quality, quantity, implementation of tasks and
responsibilities.

Table 3.1 Respondents' ResponsesPersonnel Performance

Descriptive Variables
Code Frequency of Answers
Indicator STS | TS| N | S | SS | Mean | Information
ka Quality 11 | 13 | 67 | 56 | 54 3,642 Currently
ng Quantity 18 | 15 | 58 | 57 | 53 3,557 Currently
Kpk E i f task 1 12 | 7 2 1

g xecution of tasks 6 0|5 5 3,547 Currently
Kpk 4 Responsibility 17 | 13 | 65 | 56 | 50 | 3,542 Currently
Average 3,572 Currently

Source: Processed primary data, 2025

Based on Table 3.1 data obtained from the survey results of 201 police personnel at the
Cirebon Police, respondents' responses to personnel performance are generally in the
Moderate category, with an average value (mean) of 3,572. This indicates that personnel
performance is still at a sufficient level, but has not achieved optimal results. If viewed in more
detail, the Work Quality indicator obtained the highest mean value of 3,642, which indicates
that most personnel are able to carry out their duties with fairly good quality standards.
However, the Work Quantity aspect obtained a mean value of 3,557, slightly lower than other
indicators, which suggests that the volume of work that can be completed still needs to be
increased.

Furthermore, the indicators of Implementation of Tasks and Responsibilities each obtained a
mean value of 3,547 and 3,542, which are also in the Moderate category. This shows that
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although the personnel are quite responsible and carry out their duties as expected, there is
still room for improvement, both in terms of discipline, punctuality, and accuracy in
completing tasks. Overall, these results show that the performance of Cirebon Police
personnel is not yet fully maximized and still requires encouragement and appropriate
improvement strategies, such as strengthening the transformational leadership style and
implementing knowledge sharing behavior that can mediate performance improvements
more effectively.

3.2. Transformational Leadership

Transformational leadership is a leadership theory in which a leader works with a team or
followers beyond their immediate interests to identify needed changes, create a vision to
guide the change through influence, inspiration, and implement the change together with
committed group members.(Bass, 1985). This change in self-interest increases the level of
maturity and aspirations of followers, as well as their concern for achievement.(Antonakis &
Robert, 2013).

Transformational leadership provides vision and motivation in dealing with environmental
and professional changes.(Nugroho et al., 2020). A transformational leader can change the
attitudes and behaviors of followers, fostering value for change, thereby promoting change
and enhancing the professional growth of followers.(Lai et al., 2020). There are four main
dimensions in the transformational leadership model known as the 4l's, which were put
forward by Bernard M. Bass.(Burns & Bass, Bernard M, 2008).

1. Idealized Influence(ldealized Influence). A transformational leader creates a positive
influence by being a role model for their followers to follow. They demonstrate exemplary
morality, ethics, and behavior, so that followers feel inspired to follow in their leader's
footsteps.

2. Inspirational Motivation(Inspirational Motivation). Transformational leaders help
generate enthusiasm and motivation among their followers by communicating a
compelling and inspiring vision, making team members feel motivated to achieve
common goals.

3. |Intellectual Stimulation(Intellectual Thinking). Transformational leaders stimulate
creative and innovative thinking among their followers by encouraging followers to think
critically, challenge existing assumptions, and generate new ideas.

4. |Individualized Consideration(Individual Consideration). Transformational leaders pay
special attention to the individual needs and development of their followers by offering
personal support, guidance, and coaching to help individuals reach their maximum
potential.
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These four dimensions, called the 4l’s, create the foundation for effective transformational
leadership, with a focus on positive influence, motivation, intellectual development, and
individual concern. This leadership style is often seen as being able to create positive change
and improve the performance of individuals and the organization as a whole.

In this study, the Transformational leadership dimension is defined as a leadership style that
focuses on inspiring and motivating followers to reach their full potential and exceed their
own expectations. Measurement of transformational behavior uses the Four | (Bass, et.al.
1985), namely Idealized Influence (Charisma), Intellectual stimulation, Individualized
Consideration, Intellectual Stimulation and Inspirational Motivation.

Table 3.1Respondents' Responses Transformational Leadership

Descriptive Variables

Code Frequency of Answers
Indicator STS TS N S SS Mean Information
Ko 1 'dea("czs:r:::r::;ence 16 | 14 | 54 | 55 | 62 | 3,662 Currently
Kp 2 Intellectual stimulation 13 16 53 63 56 3,662 Currently
Kp 3 Individualized Consideration 17 11 61 54 58 3.622 Currently
Kp 4 Inspirational Motivation 15 15 65 51 55 3,577 Currently
Average 3,631 Currently

Source: Processed primary data, 2025

Based on Table 3.2 from the survey results of police personnel at the Cirebon Police,
respondents' responses to transformational leadership as a whole are in the Moderate
category, with an average value (mean) of 3,631. This shows that the implementation of
transformational leadership style in the Cirebon Police environment has begun to be felt by
personnel, but its implementation is still not optimal. The four indicators in the
transformational leadership variable, namely Idealized Influence (Charisma), Intellectual
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Stimulation, Individualized Consideration, and Inspirational Motivation, all obtained average
values in the Moderate category, with a mean value range between 3,577 and 3,662.

The Idealized Influence (Charisma) and Intellectual Stimulation indicators both obtained the
highest mean value, which was 3,662. This illustrates that the leaders at the Cirebon Police
have demonstrated inspiring behavior and are able to provide intellectual challenges to their
members, although not yet at the maximum level. On the other hand, the Individualized
Consideration indicator obtained a mean value of 3,622, indicating that although leaders have
tried to pay attention to individual needs and potential, this personal approach still needs to
be improved in order to have a greater impact. Meanwhile, the Inspirational Motivation
indicator has the lowest mean value, which is 3,577, indicating that the leader's efforts in
providing motivation and inspiring vision to members of the organization are still not fully
effective in raising collective spirit.

3.2.1. The Influence of Transformational Leadership on Improving Personnel Performance

Based on the test results obtained, it can be concluded that there is a positive and significant
influence between Transformational Leadership on Improving Personnel Performance. This is
reflected in the original sample value of 0.536, with a T-statistic of 7.834 which is greater than
the T-table value of 1.972, and a p-value of 0.000 which is smaller than 0.05. Thus, the
hypothesis H1 which states that Transformational Leadership has a positive effect on
Personnel Performance can be accepted. This finding shows that the higher the application
of transformational leadership, which involves the leader's ability to provide inspiration,
motivation, and individual attention to team members, the higher the personnel performance
shown. Transformational leaders tend to focus more on developing individual potential,
providing a clear vision, and creating an environment that supports the achievement of
common goals. This increase in performance can be seen from aspects such as responsibility,
quality of work, and better target achievement. In other words, transformational leadership
plays an important role in encouraging more optimal personnel performance, especially in
improving operational effectiveness at the Cirebon Police.

3.2.2. The Influence of Transformational Leadership on Increasing Knowledge Sharing
Behavior

Based on the test results obtained, it can be concluded that there is a positive and significant
influence between Transformational Leadership on Knowledge Sharing Behavior. This is
proven by the original sample value of 0.847, the T-statistic value of 36.767 which is much
larger than the T-table value of 1.972, and the p-value of 0.000 which is smaller than 0.05.
Thus, the hypothesis H2 which states that Transformational Leadership has a positive effect
on Knowledge Sharing Behavior can be accepted. This finding shows that the stronger the
implementation of transformational leadership in the organization, the higher the tendency
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of personnel to share their knowledge. Leaders who have the ability to inspire, motivate, and
pay attention to individual development are able to create a work atmosphere that supports
the formation of a knowledge sharing culture. In an environment that supports collaboration
and open communication, members will feel more comfortable and motivated to share their
knowledge, which can ultimately improve the performance and quality of the team as a
whole.

3.3. Knowledge sharing behavior

Share knowledgeis an effort to share knowledge that can increase understanding between
members so that members will support each other which will ultimately have a positive
impact on performance.(Anand et al., 2021).Fayyaz et al (2020) states that knowledge sharing
is an organizational need to gain knowledge for its human resources and innovate this new
knowledge for the progress of the organization.

Huie et al (2020)argues that knowledge sharing is a concept, where there is an exchange of
knowledge between individuals (tacit and explicit knowledge) and the creation of new
knowledge collectively. This definition has the implication that every knowledge sharing
behavior is an implication of giving knowledge (donating knowledge) and getting knowledge
(collecting knowledge).

The Kmieciak (2020)defines knowledge sharing as the exchange or transfer process of facts,
opinions, ideas, theories, principles and models within and between organizations including
speculative activities of reciprocal relationships to gain and provide knowledge. Castaneda &
Cuellar (2020)states that an organization creates access to knowledge from both inside and
outside the organization.

Knowledge sharing behavior involves the active process of giving and receiving knowledge,
whether through direct discussions, documentation, training, or other communication
platforms. Knowledge sharing practices aim to broaden collective understanding, enhance
skills, and facilitate innovation by leveraging the knowledge available internally within the
organization.

So it can be concluded that the behavior of sharing knowledge of police personnel is an act of
exchanging information, skills, and experiences between fellow police members to improve
operational performance and effectiveness. Panahi, Watson, and Partridge (2012) identified
five dimensions of knowledge sharing, consisting of: Social Interaction; Sharing Experience;
Informal Relationships; Observation; and Shared Trust(Panahi et al., 2012).
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Table 3.2Respondents' Responses Knowledge sharing behavior

Descriptive Variables

Code Frequency of Answers
Indicator STS| TS| N S SS | Mean | Information
Pb1 Social Interaction 22 9 | 67|49 | 54 | 3,517 Currently

Pb 2 Sharing experiences 15 | 13 | 68 | 58 | 47 | 3,542 Currently

Pb3 Observation 9 |20 |67 |57 | 48 | 3,672 Currently
Pb4 Shared Trust 15 | 17 | 62 | 49 | 58 | 3,587 Currently
Average 3.330 Currently

Source: Processed primary data, 2025

Based on Table 3.3 Based on survey data on 201 police personnel at the Cirebon Police,
respondents' responses to knowledge sharing behavior are generally in the Moderate
category with an average value (mean) of 3,330. This shows that although personnel show a
tendency to share knowledge in the work environment, the intensity and quality of this
behavior are still not optimal. Knowledge sharing behavior is an important aspect in creating
an adaptive learning organization, so further efforts are needed to increase awareness and
sharing habits among police personnel.

If reviewed further on each indicator, the Observation indicator has the highest mean value
of 3,672, followed by Sharing Experience at 3,542, Shared Trust at 3,587, and Social
Interaction at 3,517, all of which are still in the Moderate category. This value indicates that
the process of sharing knowledge occurs mostly through observation of coworkers, which
reflects the existence of an informal learning process in daily work. However, although sharing
experience and shared trust are quite visible, the values indicate that there is still room for
improvement, especially in creating a work atmosphere that supports openness of
information and closer collaboration.
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Meanwhile, the Social Interaction indicator obtained the lowest mean value, which was 3,517,
indicating that interaction between personnel in the context of knowledge sharing has not
been running intensively. This could be caused by an organizational culture that still tends to
be hierarchical or the lack of a formal forum for sharing knowledge. Thus, it is important for
institutions such as the Cirebon Police to encourage increased social interaction through
discussion forums, joint training, or mentoring in order to create a stronger and more
sustainable knowledge sharing ecosystem. This increase in knowledge sharing behavior is
expected to be an effective mediator in connecting transformational leadership with
increased overall personnel performance.

3.3.1. The Influence of Knowledge Sharing Behavior on Improving Personnel Performance

Based on the test results obtained, it shows that there is a positive and significant influence
between Knowledge Sharing Behavior on Improving Personnel Performance. This can be seen
from the original sample value of 0.353, the T-statistic value of 5.036 which is greater than
the T-table value of 1.972, and the p-value of 0.000 which is smaller than 0.05. Thus, the
hypothesis H3 which states that Knowledge Sharing Behavior has a positive effect on
Personnel Performance can be accepted. This finding shows that the higher the knowledge
sharing behavior among personnel, the better the performance shown. Knowledge sharing
behavior allows members of the organization to exchange information, experiences, and skills
that can improve individual abilities in completing their tasks more effectively. In addition,
knowledge sharing behavior also creates a collaborative environment that supports
competency development and improving overall work quality. In other words, knowledge
sharing behavior plays an important role in improving the synergy and effectiveness of
personnel work at the Cirebon Police, which in turn will contribute to achieving organizational
goals more optimally.

4. Conclusion

Transformational leadership has a positive and significant effect on personnel performance
at Polres Cirebon. This shows that the application of a more inspiring and supportive
leadership style can improve personnel performance. Thus, improving the quality of
transformational leadership can contribute to the effectiveness and achievement of
organizational goals. Transformational leadership has a positive and significant effect on
knowledge sharing behavior. The application of a supportive and inspiring leadership style
motivates personnel to be more open in sharing knowledge. This is very important in creating
a collaborative organizational culture and increasing adaptability to change. Knowledge
sharing behavior has a positive and significant effect on personnel performance at Polres
Cirebon. The higher the level of knowledge sharing among personnel, the better the
performance achieved. Therefore, encouraging knowledge sharing behavior in the
organization will contribute to increasing the effectiveness and quality of personnel work.
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