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Abstract: Teachers play an important role in the success and sustainability of the 

organization. Thus, teachers are required to have a work attitude that plays an active role in 

achieving school goals and a high commitment to school organizations. Commitment to the 

organization is an attitude that describes an individual's orientation to the organization as 

indicated by loyalty, self-identification and involvement in the goals of the organization. 

Transformational leadership and job satisfaction are predicted to have a role in influencing 

organizational commitment to teachers. This study aims to empirically attest the effect of 

transformational leadership style and job satisfaction on organizational commitment in 

teachers. The research sample was 238 high school teachers in Bogor Regency. The data 

analysis technique in this study used multiple linear regression analysis. The results of this 

study show that transformational leadership and job satisfaction have a 55.7% influence on 

organizational commitment with a significance level of p<.001. This shows that 

transformational leadership and job satisfaction have a significant influence on 

organizational commitment. The results of this study also show that organizational 

commitment, perceived of transformational leadership style, and job satisfaction among high 

school teachers in Bogor Regency are in the high category. 
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INTRODUCTION 
 

Teachers play a very important role in 

the success and sustainability of the 

organization, especially in the delivery of 

quality teaching and education to students 

(Wiesner & Yuniarti, 2018). Based on 

Government Regulation of the Republic of 

Indonesia year 2017 Number 19, the status of 

teachers is divided into two, namely teachers 

who have become State Civil Apparatuses and 

Non-State Civil Apparatuses. The teacher 

refers to the meaning that is a person who has 

the functions, duties, and obligations to carry 

out activities, stimulate, guide, direct, and 

encourage students to learn in order to realize 

a previously set goal, whether in the form of 

cognitive, affective, or psychomotor goals 

(Suwanto, 2020). 

Based on the report that published in 

the book of Teacher Certification in 

Indonesia: A Strategy for Teacher Quality 

Improvement (Jalal et al., 2009) shows that 

teachers in Indonesia cannot be expected to be 

able to carry out their duties as well as 

possible. This is confirmed by data from the 

Ministry of National Education that in a day 

there 500 thousand teachers skip classes or are 

absent from teaching for no apparent reason 

out of a total of 2.6 million teachers in 

Indonesia. (Affa, 2015). The same was also 

expressed by Dafani (2021) that there still 

many teachers who are not yet committed to 

their organization. This can be seen from the 

behavior of teachers who like to leave class 

when teaching, are late for class, and are lazy 

in class. This indiscipline action can be 

classified as a consequence of the teacher‟s 

lack of dedication to his organization and the 

absence of disciplinary action from superiors. 

(Masaong, 2004). 

Teachers‟ organizational commitment 

on a local scale at public high school in Bogor 

Regency, West Java can be classified into the 

category “still needs to be improved”. This can 

be seen based on the phenomenon of reduced 

teachers‟ commitment to school organizations 

which was found through a simple interview 

that researchers conducted in March 2023 with 

several public high school teachers in the 

Bogor Regency area, where many teachers 

often left class early and were late in 

submitting administrative tasks such as student 

assessments.  

Phenomenon as above was also 

expressed by Juhum (2013) who conducted 

preliminary research on private junior high 

school teachers in Beringin District, Deli 

Serdang Regency and from the results of 

initial observations conducted in December 

2012 to January 2013 in several schools 

showed symptoms of reduced teacher 

commitment to the school organization, among 

which teachers were often late to attend 

school, teachers often leave class before the 

time is over, teachers teach at other schools on 

their way home from school. This data is 

supported by the junior high school 

superintendent of Beringin District who 

informed the condition of teachers in January 

2013 as follows: around 55% of teachers 

attended after class had started, 40% of 

teachers often asked permission to leave 

without clear reasons, 40% of teachers left 

teaching assignments when the principal or 

boss is not present; and 85% of teachers still 

use the previous year's lesson plan without 

improvement (Juhum, 2013).  

Those phenomenon felt unsettle, 

considering organizational commitment to 

teachers is known to be important because it is 

increases high performance and discipline in 

terms of attendance, assigned assignments, and 

fulfilment of school goals (Fitriani, Izatti & 

Setyowati, 2021). Organizational commitment 

will make teachers have better work 

responsibilities for fulfilling teaching 

assignments which will improve student 

achievement and produce schools with good 

accreditation.  

Steers, Porter, and Bigley (1996) 

states that the factors that affect commitment 

include: personal characteristics, work 

characteristics, organizational characteristics, 

and the nature and quality of work. Similar 

opinion is reinforced by Balay (2000) and Ari 

(2003), where they classify the factors that 

influence organizational commitment, namely 

in terms of organizational factors such as job 

responsibility, senior-subordinates co-workers‟ 

relationship etc., as well as in terms of job-

related characteristics such as job satisfaction 

level, feed-back, etc. Based on the problems 

above, it can be said that the low 

organizational commitment of teachers in 

school organizations is closely related to the 

superior's leadership style and also job 

satisfaction of the teachers in school. 
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The success of an organization will 

not be separated from the role of the leader to 

his subordinates or employees. Individuals 

who make significant contributions to the 

creation of supportive settings and situations in 

the workplace are known as leaders 

(Trioctavia, Hamid, & Mukzam, 2016). Every 

leader is a unique individual with a unique set 

of skills (Eliyana, Ma‟arif, & Muzakki, 2016).  

Bass and Riggio (2006) defines 

transformational leadership as behaviour that 

can stimulate and inspire followers to achieve 

results in the process of developing leadership 

skills, vision and goals given by the 

organization, to challenge oneself in 

innovating, solving problems, and developing 

leadership abilities to subordinates through 

coaching, mentoring, challenges, and support. 

Schermerhorn (2002) (in Ilyas, 2018) argued 

that there are four dimensions of 

transformational leadership, namely charisma, 

inspirational, intellectual motivator and 

individual attention. 

Several other studies (Ausat, Suherlan, 

Peirisal & Hirawal, 2022; Veraya, 2022) 

which states that there is a significant positive 

relationship between transformational 

leadership and organizational commitment to 

teachers, and transformational leadership also 

contributes to organizational commitment by 

25.5% (Ilyas, 2018). The existence of a 

positive relationship indicates that if 

transformational leadership increases, the 

value of organizational commitment also 

increases. Transformative leadership qualities 

are important in increasing the level of 

organizational commitment of its members 

(Teharaja & Hamid, 2021). The results of the 

research above show that transformational 

leadership has a role in increasing 

organizational commitment to teachers as 

actors in the organization. This is related to the 

ability of superiors to encourage and inspire 

teachers, so that teachers have a positive 

perception of the leadership of their superiors 

which can foster attachment and trust. When 

the teacher gets ideal influence and 

supervision from his superiors, it can increase 

the teacher's organizational commitment in the 

school. 

Sadaf et al. (2022) compiled several 

recent studies showing that organizations 

should focus on increasing the loyalty and 

organizational commitment of workers not 

only through financial means but also through 

emotional and psychological means. 

Organizations must have care and respect for 

the employees to develop a sense of belonging 

and obligation within them. Organizations 

must also rely on values and beliefs to increase 

the organizational commitment of their 

workers. Job satisfaction in workers can be a 

significant measure of workers' emotions 

about their jobs (Nanci & Velmurugan, 2022). 
Job satisfaction is defined as a 

pleasant feeling or emotion (which is also 

known as affect) of an individual who 

develops as a consequence of evaluating his 

job or his experience of it (Locke, 1976). 

Spector (1997) identified nine aspects of job 

satisfaction as follows: salary, promotion, 

supervision, additional benefits, contingent 

reward operating procedures (rules and 

procedures required), colleagues, nature of 

work, and communication. Job satisfaction is 

an important aspect of teacher commitment, 

turnover and school effectiveness. It is 

accepted by educational leaders, policy makers 

and researchers that teacher job satisfaction is 

a key element in influencing the attainment of 

organizational goals (Sharma & Jyoti, 2009). 

Commitment is referred to as recognition, 

emotional attachment and professional 

intervention in the organization.  

Research conducted by Patrick and 

Sonia (2012) showed a positive relationship 

between job satisfaction and commitment. Job 

satisfaction is considered as the main link in 

the association of work commitment and 

ability (Yousaf & Sanders, 2012). Another 

study conducted by Kura et al. (2012); Singh 

and Sharma (2014); Huda and Mulyadi (2020); 

Sadaf et al. (2022) revealed that there is a 

significant positive relationship between job 

satisfaction and organizational commitment. In 

other words, employees who are satisfied with 

their jobs tend to be committed to their 

organizations and vice versa. Employees who 

are satisfied at their work place are highly 

creative, productive and they show a higher 

level of commitment and professionalism 

(Cortez et al., 2021).  

Based on the description above, it can 

be stated that organizational commitment is 

something that is very important, including in 

school organizations. Without organizational 

commitment, teachers will not carry out their 

duties and responsibilities properly so that it 
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can reduce student achievement which ends up 

harming the organization. Transformational 

leadership and job satisfaction are felt to be 

factors that increase organizational 

commitment. The more teachers get 

transformative leaders, the more committed 

they are to their tasks and organization 

because they feel supervised and motivated. 

Likewise, if teachers feel satisfied with their 

work, it will increase their contribution and 

feel proud to be part of an organization.  

In this study, the hypothesis proposed 

is:  

H1: There is an influence of perceived 

transformational leadership style and job 

satisfaction organizational commitment in 

teachers.  

H2: There is an influence of perceived 

transformational leadership style on 

organizational commitment in teachers.  

H3: There is an influence of job satisfaction on 

organizational commitment to teachers. 

 

METHOD 
 

  The population in this study are 

individuals who work as teachers in a formal 

education institution or school. The sample to 

be taken has specific criteria, namely 

individuals who work as teachers, teach at 

public high schools in the Bogor Regency 

area, with employment status both civil 

servant and honorary, and has been teaching 

for a minimum of two years. From a total of 

45 public high schools in the Bogor Regency 

area, researchers were able to obtain samples 

from 24 representatives of high schools in 

Bogor Regency, where this number was 

sufficient to represent the study population. 

The data collection instrument used 

were credible measurement instruments that 

met the validity and reliability requirements. 

The research instruments that were used for 

measuring organizational commitment is 

Organizational Commitment Questionnaire 

(OCQ) which was adapted from Mowday, 

Steers, and Porter (1979) scale with total 15 

items. Transformational leadership scale was 

adapted from Wiranegara (2013) based on the 

Multifactor Leadership Questionnaire (MLQ) 

from Avolio and Bass (2004), consists of 20 

items. The job satisfaction scale in this study 

uses the adaptation scale from Thamrin (2018) 

which was compiled based on aspects of job 

satisfaction by Spector (1985), that has total 36 

items. Five scale Likert is used for alternative 

answers 

The validity test in this study is 

conducted with content validity. Content 

validity is the validity that is estimated through 

testing the feasibility or relevance of the test 

content through rational analysis through 

expert judgment or by a competent panel such 

as a supervisor. The criteria for selecting items 

discrimination power are based on item 

correlation with scores r ≥ .30. Reliability can 

be seen from the Cronbach‟s Alpha values ɑ ≥ 

.700. The study uses a quantitative approach 

by using multiple linear regression analysis 

techniques. Data analysis was carried out with 

the help of SPSS program. 

 

RESULTS 

 
 

The content validity test is estimated 

through testing the feasibility or relevance of 

the test content by expert judgment, namely 

the supervisor by examining each statement 

item and testing the readability of each scale 

by providing improvements to the right 

words and sentences based on indicators of 

the aspects used. All the scales have passed 

the content validity test. 

Based on the results of the 

questionnaire calculations from 238 

respondents using SPSS described the results 

of the reliability test of the organizational 

commitment scale obtained Cronbach‟s 

alpha value of 0.828 (ɑ ≥ .700) with number 

of items are 13 items and for item 

discrimination power test moved from 0.373 

to 0.620. For the reliability test of the 
transformational leadership scale 

obtained an alpha value of 0.966 (ɑ ≥ 

.700) for number of items are 20 items 

and for item discrimination power test 

moved from 0.651 to 0.822. For the 

reliability test of the job satisfaction 

scale obtained an alpha value of 0.934 (ɑ 

≥ .700) for number of items are = 33 

items and for item discrimination power 

test moved from 0.304 to 0.718. These 

results indicate that the three measuring 

tools are reliable for measuring the 

attributes. 
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Based on the results of data analysis 

carried out using multiple regression test, it is 

known the effect of transformational 

leadership and job satisfaction simultaneously 

on organizational commitment obtained a 

significance value of p <.001, therefore, it can 

be concluded that transformational leadership 

and job satisfaction have a very significant 

influence on organizational commitment. The 

first hypothesis was not rejected. The results of 

the contribution analysis show a value of 

R2=0.557 which means that transformational 

leadership and job satisfaction contribute 

55.7% to the organizational commitment. 

Next, the influence of transformational 

leadership on organizational commitment 

obtained a significance value of p<.001, so 

that it can be concluded that transformational 

leadership has a significant influence on 

organizational commitment. The second 

hypothesis was not rejected. The results of the 

influence analysis show the value of R2 = 

0.404, which means transformational 

leadership contributes 40.4% to organizational 

commitment. 

According to the results of the 

multiple regression analysis, job satisfaction 

and organizational commitment yielded a 

significance value of p<.001. This indicates 

that job satisfaction has a highly significant 

impact on organizational commitment, leading 

to the acceptance of the third hypothesis. The 

results of the contribution analysis show the R2 

value of=0.491, which means job satisfaction 

contributes of 49.1% on organizational 

commitment. 

Table 1. Hypotheses Test 

 

DISCUSSION 
 

  Based on the results of data analysis 

carried out using multiple regression test, it is 

known that all three hypotheses were not 

rejected. First hypothesis was supported by a 

research conducted by Ilyas (2018). The 

researcher found that both transformational 

leadership and job satisfaction together have a 

significant positive relationship and contribute 

to organizational commitment of 38.7%. This 

indicates that if the value of transformational 

leadership and job satisfaction is high, then the 

value of organizational commitment is also 

high. 

  For the second hypothesis, the result is 

in line with research conducted by Windarti. 

Abdullah, and Retnowati (2016) who found a 

significant positive relationship between 

transformational leadership and organizational 

commitment, especially for teachers. The 

quality of transformative leaders was shown to 

be important in increasing the level of 

organizational commitment in organizational 

members (Teharaja & Hamid, 2021). This 

shows that when workers have transformative 

leaders, the organizational commitment of 

workers tends to be higher (Veraya, 2022).  

  For the third hypothesis, the result that 

was obtained is in line with research 

conducted by Sadaf et al. (2022), which 

revealed that there is a significant influence of 

job satisfaction on organizational commitment, 

especially on teachers. In other words, teachers 

who are satisfied with their jobs tend to be 

more committed to their organizations and 

vice versa (Huda and Mulyadi, 2020). 

Employees who are satisfied in their 

workplace are more creative, productive and 

they show higher levels of commitment and 

professionalism (Cortez et al., 2021). 

  These results explained that 

organizational commitment to teachers will 

increase when teachers can have a positive 

perception of the leadership of their superiors. 

This study proves the suitability of the theory 

put forward by Mowday, Steers, and Porter 

(1982) which revealed that leadership is one of 

the factors considered as a key determinant of 

employee‟s organizational commitment. When 

the teacher gets motivation, supervision, and 

exemplary from the principal, it will form a 

high sense of attachment and trust in the leader 

and impact on his attachment to the 

organization.  

  If the teacher considers that the school 

has provided salaries, allowances, promotions, 

rewards, rules, supervision, and opportunities 

to be active in organizational development, it 

Variable F Sig. Note 
R

2 

Transformational 

Leadership and 

Job Satisfaction 

on Organizational 

Commitment 

147.76 .000 
Influence 

Significantly 

.557 

Transformational 

Leadership on 

Organizational 

Commitment 

164.75 .000 
Influence 

Significantly 

.404 

Job Satisfaction 

on Organizational 

Commitment 

229.82 .000 
Influence 

Significantly 

.491 
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will lead to satisfaction at work and therefore 

lead to a higher commitment to the 

organization. Job satisfaction can be a 

significant measure of workers‟ emotions 

about the work done (Nanci & Velmurugan, 

2022). 

  In addition, teachers are one of the 

important assets in the success of the world of 

education, namely for schools as work 

institutions and students as one of the actors in 

learning and teaching. Teachers who have high 

organizational commitment will certainly 

behave professionally and have loyalty to the 

school where they work. Teachers are always 

involved in achieving school goals, feel proud 

to have loyalty to remain or serve the school. 

This is confirmed by Zeinabadia and Salehib 

(2011) which reveals that if a teacher is well 

educated and has a high commitment to his 

organization then the success of students and 

schools will be the result. 

 

CONCLUSION 
 

Based on the results of the research 

that was done, it can be concluded that 

transformational leadership and job 

satisfaction have a significant influence on the 

organizational commitment of teachers, both 

separately and simultaneously. Therefore, the 

hypotheses put forward in this study was not 

rejected, namely that there is an influence of 

transformational leadership and job 

satisfaction simultaneously on organizational 

commitment to teachers. 

 

BIBLIOGRAPHY 
 

Affa. (2015). Setengah juta guru membolos 

tiap hari. Diakses tanggal 29 Oktober 

2022. 

https://www.kompasiana.com/affa88/5

5001143a33311237050fc6a/weleh-

weleh-setengah-juta-guru-bolos-

mengajar-tiap-hari.     

 

Ari, S. G. (2003). Does trust in manager 

increase organizational commitment? 

Journal of the Faculty of Commerce 

and Tourism Education, 2, 1-25 

 
Ausat, A., Suherlan, Peirisal, T., & Hirawal, Z. 

(2022). Effect of transformational 

leadership on organizational 

commitment and work performance. 

Journal of Leadership in 

Organizations, 4(4), 61-82. 

DOI:10.22146/jlo.71846 

 

Balay, R. (2000). Organizational commitment 

of managers and teachers in private 

and public high schools. PhD Thesis, 

Ankara University Institute of Social 

Sciences. 

Bass, B. M., & Riggio, R. (2006). 

Transformational leadership, 2nd 

edition. New Jersey: Lawrence 

Erlbaum Associates, Inc. 

Cortez, A., et al. (2021). Teachers‟ job 

satisfaction and relationship with their 

work performance, professionalism 

and commitment. Open Access 

Library Journal, 8(5), 1-10. 

DOI: 10.4236/oalib.1107397 

Dafani, S., K. (2021). Isu-isu dalam dunia 

pendidikan. Diakses tanggal 6 Maret 

2023. 

https://www.ampenannews.com/2021/

12/isu-isu-dalam-dunia-pendidikan-di-

indonesia.html.  

 

Eliyana, A., Ma‟arif, S., & Muzakki. (2019). 

Job satisfaction and organizational 

commitment effect in the 

transformational leadership towards 

employee performance. European 

Research on Management and 

Business Economics, 25(3), 144–150. 

DOI:10.1016/j.iedeen.2019.05.001 

 

Fitriani, A., Izzati, U., & Setyowati, S. (2021). 

Gambaran komitmen organisasi pada 

guru di lembaga pendidikan pesantren. 

Jurnal Basicedu, 5(6), 6168-6176. 

DOI: 10.31004/basicedu.v5i6.1826  

 

Huda, S., & Mulyadi, D. (2020). The effect of 

organizational culture, leader 

behaviours, job satisfaction, and 

justice, on organizational commitment. 

Journal of Applied Science 

Engineering Technology and 

Education, 2(1), 37-42. DOI: 

10.35877/454RI.asci2147 



Motiva: Jurnal Psikologi 

2024, Vol 7, No 2, 112-119 
 

 

                                                          118 

 

Ilyas, Y. (2018). Commitment to 

organization viewed from 

transformational leadership and 

work satisfaction. Journal of 

Humanities and Social Studies, 

2(1), 36-39. 
DOI: 10.33751/jhss.v2i1.820 

Jalal, et al. (2009). Teacher certification in 

Indonesia: a strategy for teacher 

quality improvement. Ministry of 

National Education of Indonesia.  

Juhum, M. (2013). The relationship of work 

culture, attitudes towards principal 

leadership, and organizational 

commitment job satisfaction with 

private junior high teacher in the 

district of Beringin-Deli Serdang. 

Thesis, Graduate Program. State 

University of Medan.  

Kura, et al. (2012). Influence of job 

satisfaction and demographic factors 

on organizational commitment among 

teachers of federal government girls‟ 

college, Zaria, Nigeria. Journal of 

Management and Science, 4(2), 11-23. 

DOI: 10.26524/jms.2012.38 

Locke, E. A. (1976). The nature and causes of 

job satisfaction. Handbook of 

industrial and organizational 

psychology, 2(5), 360-580. 

DOI:  10.4236/jssm.2010.32032 

Masaong, A., K. (2004). Keterkaitan antara 

semangat kerja guru dengan perilaku 

kepemimpinan kepala sekolah. Jurnal 

Pendidikan dan Kebudayaan, 49, 536-

544. 

 

Mowday, R. T., Steers, R. M., & Porter, L. W. 

(1979). The measurement of 

organizational commitment. Journal of 

Vocational Behavior, 14, 224-247. 

DOI: 10.1016/0001-8791(79)90072-1 

 

Nanci, J., & Velmurugan, V. (2022). 

Exploring the effect of job satisfaction 

on commitment of school teachers. 

Periodico Di Mineralogia, 4(91), 111-

116. DOI: 10.37896/pd91.4/9147 

 

Patrick, H. A., & Sonia, J. (2012). Job 

Satisfaction and affective 

commitment. The IUP Journal of 

Organizational Behavior, 11(1), 23-

36. 

https://papers.ssrn.com/sol3/papers.cf

m?abstract_id=2148283 

 

Sadaf, et al. (2022). Impact of organizational 

value system, perceived organizational 

support and job satisfaction on 

organizational commitment. Journal of 

Entrepreneurship Management, and 

Innovation, 4(1), 71-99. DOI: 

10.52633/jemi.v4il.151 

 

Sharma, R. D., & Jyoti, J. (2009). Job 

satisfaction of university teachers: an 

empirical study. Journal of Services 

Research, 9(2), 51-80. 

https://www.researchgate.net/publicati

on/286142423_Job_satisfaction_of_un

iversity_teachers_An_empirical_study 

 

Singh, S., & Sharma, H. (2014). 

Organizational commitment and job 

satisfaction of teacher in higher 

education: an empirical study. 

International Forum of Researchers 

Students and Academics, 4(3), 436-

440. 

https://www.researchgate.net/publicati

on/315714996 

 

Suwanto. (2020). Budaya kerja guru. 

Lampung: Gre Publishing.  

 

Spector, P. (1997). Job satisfaction; 

application, assessment, cause, and 

consequences. California: Sage 

Publications, Inc. 

 

Steers, R. M., Porter, L. W., & Bigley, G. A. 

(1996). Motivation & leadership at 

work 6th edition. New York: McGraw 

Hill.  

Teharaja, A., & Hamid, A. (2021). Hubungan 

Antara Amalan Kepimpinan 

Transformasi Guru Besar Dan 

Komitmen Guru. International 

Journal of Education and Pedagogy, 

3(1), 49-70. 



Motiva: Jurnal Psikologi 

2024, Vol 7, No 2, 112-119 
 

 

                                                          119 

 

https://myjms.mohe.gov.my/index.php

/ijeap/article/view/12814/6581 

Thamrin, W., P. (2018). Pengaruh konflik 

pekerjaan-keluarga dan job crafting 

terhadap keterikatan kerja dengan 

kepuasan kerja sebagai variabel 

pemediasi pada karyawan yang 

bekerja di bidang teknologi informasi. 

Disertasi Program Doktor. Universitas 

Gunadarma. 

 

Tindowen, D. J. (2019). Influence of 

Empowerment on Teachers‟ 

Organizational Behaviors. European 

Journal of Educational Research, 8(2), 

617-631. DOI: 10.12973/eu-

jer.8.2.617 

 

Trioctavia, J., Hamid, D., & Mukzam, M. D. 

(2016). Peranan pemimpin dalam 

mengembangkan budaya organisasi 

(studi kasus pada pt. asuransi 

jiwasraya (persero) malang regional 

office). Jurnal Administrasi Bisnis 

(JAB), 40(1), 150–159. 

 

Veraya, S. (2022). The impact of the 

headmasters‟ transformational 

leadership style on teachers‟ 

organizational commitment at Tamil 

national primary schools in Kedah, 

Malaysia. International Journal of 

Multidisciplinary Research (IJMR), 

8(9), 262-270. DOI: 

10.36713/epra11273 

 

Wiesner, G., & Yuniarti, N. (2018). 

Systematic Quality Management in 

Vocational Educational Institutes: 

Role of Teachers in Development of 

Organizational Quality. Jurnal 

Pendidikan Teknologi dan Kejuruan, 

24(1), 162-170. DOI: 

10.21831/jptk.v24i1.18835 

 

Windarti, M. T., Abdullah, T., & Retnowati, 

R. (2016). The effect of 

transformational leadership, 

personality and job satisfaction to 

lecturers' organizational commitment. 

International Journal of Managerial 

Studies and Research, 4(7), 75-79. 

DOI: 10.20431/2349-0349.0407009 

 

Wiranegara, G., M. (2013). Hubungan gaya 

kepemimpinan transformasional dan 

perilaku kewargaan organisasi serta 

peningkatan pengetahuan gaya 

kepemimpinan transformasional 

melalui pelatihan kepada atasan di 

PT.X. Tesis Program Magister. 

Universitas Indonesia. 

 

Wright, P. M., & McMahan, G. C. (2011). 

Exploring human capital: putting 

„human‟ back into strategic human 

resource management. Human 

Resource Management Journal, 21(2), 

93-102. DOI: 10.1111/j.1748-

8583.2010.00165.x 

 

Yousaf, A. & Sanders, K. (2012). The role of 

Job Satisfaction and Self efficiency as 

mediating mechanisms in the 

employability and affective 

organizational commitment 

relationship: International Business 

Review, 54(6), 907-919. DOI: 

10.1002/tie.21511 

 Zeinabadia, H., & Salehib, K. (2011). 

Role of procedural justice, trust, 

job satisfaction, and organizational 

commitment in organizational 

citizenship behaviour (OCB) of 

teachers: proposing a modified 

social exchange model. Procedia 

Social and Behavioral Sciences, 

29, 1472-1481. DOI: 

10.1016/j.sbspro.2011.11.387 

 

 

 


