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Abstract: This study aims to examine the direct and indirect influence of
transformational leadership, self-efficacy, and job satisfaction on teachers'
organizational commitment in Integrated Islamic Elementary Schools. Using a
quantitative approach with the path analysis method, data were collected
through a structured questionnaire measured on a 5-point Likert scale from 145
permanent foundation teachers (GTY) in Cibinong District, West Java Province,
Indonesia, selected by proportional random sampling based on the Slovin
formula. The instrument, developed from established theoretical constructs, was
validated using Pearson Product-Moment correlation and tested for reliability
with Cronbach’s Alpha, both confirming its accuracy and internal consistency.
The results showed that job satisfaction had the strongest direct influence on
teachers' organizational commitment (B = 0.665; t = 16.420), compared to
transformational leadership (B = 0.123) and self-efficacy (B = 0.164). In
addition, transformational leadership and self-efficacy also have an indirect
effect on organizational commitment through job satisfaction as a mediating
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variable. These findings affirm the importance of job satisfaction as a strategic
factor in increasing teacher commitment in Islamic-based schools.
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Introduction

Organizational commitment is one of the important indicators in showing the quality
of human resources in the school environment. Organizational commitment is the desire of
the individual to remain a member of the organization. (Colquitt, Jason, LePine, 2018). Allen
dan Mayer (1996) and Khattak dkk (2017) Organizational commitment is an attitude that
shows individual loyalty as a continuous process of individuals expressing their concern for
the success and goodness of their organization.(Zaid et al., 2021).

The statement was also made by (Bonaventura Hendrawan Maranata et al., 2023).
Organizational commitment is a condition of individuals who place themselves in a certain
organization and have the desire to stay in that organization. Robbins dan Judge (2015)
classifying organizational commitment into three separate dimensions, namely: 1). Affective
commitment, which is emotional feelings towards the organization and belief in its values; 2).
Continuance Commitment, is the perceived economic value of staying in the organization
compared to leaving the organization; 3). Normative commitment, is a person's obligation to
survive in the organization for moral or ethical reasons.

The importance of teachers' organizational commitment in the digital era can be seen
from several aspects. First, teachers who have a high level of commitment tend to be more
open to using technology in the learning process in the classroom. They see technology as a
tool that enhances the learning experience and can improve teaching effectiveness, (Tian,
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2024); Second, organizational commitment also creates a positive and collaborative work
environment. Teachers who feel engaged and committed to organizational goals tend to be
more willing to share knowledge, collaborate with peers and be creative in the development
of initiatives aimed at achieving the school's vision and mission. (Zhang, n.d.). In addition,
the commitment of teacher organizations in the digital era is also related to the sustainability
of teachers' careers. Teachers who feel tied to the school's vision and mission are more likely
to stay in their profession, contribute sustainably, and continue to develop their skills in
accordance with the demands of technological developments. (Alzoraiki et al., 2023)

Teachers who have high commitment tend to show loyalty, consistent performance,
and active involvement in achieving the school's vision and mission. In the context of
Integrated Islamic Elementary Schools (SDIT), teacher commitment is a very crucial aspect
because it is directly related to strengthening Islamic character and sustainable learning
quality.

However, various studies and observations show that there are still teachers who show
symptoms of weak commitment to the organization. Some teachers seem to lack motivation
to develop themselves, are reluctant to engage in school activities outside of school hours,
and easily apply for transfers. This condition signals the need for appropriate intervention in
increasing teachers' organizational commitment.

International studies show similar problems. Research by Novikova et al. (2018) in
Croatia revealed that some teachers have low organizational commitment, characterized by a
tendency to prioritize personal interests and working conditions over institutional goals, as
well as a lack of attachment to school values and vision. (Novikova et al., 2018). Mufioz-
Fernandez dkk. (2025) in his research in Tanzania found that teachers are more likely to leave
institutions due to poor working conditions and low social status of the profession, which
reflects a weak commitment to school organization.(Mufioz-Fernandez et al., 2025).

In Indonesia, Fung dkk. (2020) through a study in schools of the West Jakarta
Cooperative Education Unit, it shows that low self-efficacy and job satisfaction have an
impact on decreasing teacher commitment.(Fung, 2020). A similar thing was found by Putri
& Fadilah (2024) at SMKN 5 Bojonegoro, where even though commitment and job
satisfaction are in the high category, aspects of pride and appreciation still need to be
improved so that the quality of teacher commitment can be more optimal. (Putri & Fadillah,
2024). The results of some of these studies show that there are still teachers who show
symptoms of weak commitment to the organization. Some teachers seem to lack motivation
to develop themselves, are reluctant to engage in school activities outside of school hours,
and easily apply for transfers. This condition signals the need for appropriate intervention in
increasing teachers' organizational commitment.

Other facts in the field show that teachers' organizational commitment is still not
optimal. This can be seen from the results of an initial survey conducted on 30 foundation
permanent teachers at SDIT Cibinong District, which was held on March 11-29, 2024. This
survey revealed that: 1). As many as 25% of teachers do not feel happy at work, which
reflects low affective commitment; 2). As many as 55.56% of teachers feel that their work
has not been able to meet the needs of life, reflecting the aspect of continuous commitment;
3). As many as 35.56% of teachers have not shown optimal responsibility in their duties,
which is related to normative commitment; and 4). As many as 11.67% of teachers do not
feel tied to their work, as part of their calculative commitment. These findings indicate the
need to strengthen teacher commitment through an approach that considers psychological and
professional aspects.
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Based on theoretical studies, some of the factors that are believed to affect teacher
commitment are the principal's leadership style, self-efficacy, and job satisfaction.
Transformational leadership is the ability of individuals to lead, in an effort to provide
changes to organizational resources to run optimally in an effort to support success in
achieving planned goals. (Ardiansyah et al., 2022). Transformational leadership is seen as
able to inspire teachers to work beyond personal interests for the sake of the school. Self-
efficacy as the belief that a person has the skills needed to carry out the behaviors needed to
carry out tasks optimally Colquit, Lepine, Wesson (2009) stated that self-efficacy is defined
in relation to teachers' confidence in their ability to face task challenges. Meanwhile, job
satisfaction is an important indicator that reflects the psychological condition and comfort of
teachers in their work environment. The factors that affect him are (1) past achievements, 2)
successful experiences in the past, 3) verbal persuasion, 4) emotional cues. (Anwar et al.,
2023).

This study found that of the three variables, job satisfaction was the most significant
predictor of teachers' organizational commitment. Therefore, it is important to delve into how
job satisfaction mediates the influence of the other two variables. The purpose of this study is
to analyze the direct and indirect influence between transformational leadership, self-efficacy,
and job satisfaction on the organizational commitment of Integrated Islamic Elementary
School teachers in Cibinong District, West Java Province, Indonesia. The novelty of this
study lies in its focus on Integrated Islamic Elementary Schools, as most prior research has
been conducted at the secondary school level, and in applying path analysis instead of the
more commonly used SmartPLS method.

Research Method

This study uses a quantitative approach with a path analysis method. The principles
that need to be present in the path analysis according to Nayebi (2020) include: 1). There are
principles of linearity and additiveness; 2). The dependent variable must have a normal
distribution on each value of the independent variable; 3). Each observation is independent or
does not affect each other; 4). The level of multicollinearity should be low; 5). The model is
recursive. (Kurnianto & Kharisudin, 2022).

This research was conducted at Integrated Islamic Elementary Schools under the
auspices of Islamic education foundations in Cibinong District, Bogor Regency, West Java
Province, Indonesia. The population in this study consisted of all permanent foundation
teachers (Guru Tetap Yayasan/GTY) teaching at SDIT in the region, totaling 228. The
number of samples was determined using the Slovin formula, resulting in 145 respondents.
The sampling technique employed was proportional random sampling based on the
proportion of teachers from each school.

The research instrument was in the form of a closed questionnaire with a 5-point
Likert scale, which was compiled based on indicators on each variable: transformational
leadership, self-efficacy, job satisfaction, and organizational commitment. Test its validity
and reliability before using it for data collection. Instrument Validity Test refers to the extent
to which an instrument is actually able to measure what is intended to be measured in
research. This test is carried out so that the measurement process runs accurately and
minimizes the possibility of errors during data analysis. In this study, the validity test
technique was carried out using the Product Moment correlation formula, which was
analyzed with the help of IBM SPSS software version 21 (Table 1). Instrument Reliability
Test describes the consistency of results when a measuring instrument is used repeatedly on
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the same object. In this study, the reliability for transformational leadership variables was
calculated using Cronbach's Alpha formula with the help of IBM SPSS program version 21.
An instrument is considered reliable if the value of its reliability coefficient exceeds 0.7 (table
2).

The data collection process was carried out by distributing questionnaires directly to
respondents. This research is a quantitative research by applying path analysis as a research
method. In path analysis, it is based on several assumptions that exist in multiple linear
regression and there are also other assumptions. The following are some assumptions and
principles that need to exist in path analysis according to Nayebi (2020), including: (1) There
are principles of linearity and additivity, where linearity shows that the relationship between
variables is linear, while additivity indicates the absence of interaction between variables; (2)
The dependent variable must have a normal distribution on each value of the independent
variable; (3) Each observation is independent or does not affect each other; (4) The level of
multicollinearity must be low, meaning that there is no very strong relationship between two
or more independent variables. (5) The model is recursive, i.e. the entire direction of the
arrow only points in one direction without any looping. (Kurnianto & Kharisudin, 2022).

The calculation process of this path analysis uses the statistical software SPSS 21.
This analysis aims to determine the direct and indirect influence of independent variables on
bound variables, as well as test the strength of relationships between the variables studied.

Table 1. The Result of the Instrumen Validity Test

Instruments Dimensions/ Indicator Total Items Item Sample
Teacher Affektive Commitment 9 I love the job I do
Organizational Continuance Commitment 4
Commitment Normative Commitment 9

Calculative Commitment 11
Transformational Idealized Influence 13 The principal invites
Leadership Inspirationa Motivation 12 teachers to work together to
Individualized Consideration 5 achieve school goals
Intellectual Stimulation 5
Self-Efficacy Past performance 10 | feel that the assignments |
Vicarious experience 10 Completed earlier made a
Emotional cues 16 significant contribution to
the school
Job Satisfaction Appropriate Workload 11 | feel like my workload is
Optimal Supervision 9 palanced with my personal
Sufficient compensation 5 time.
Clear promotions 10
Table 2. Reliabily of Instrument used in the Study
Variabel Reliability (Cronbach's
Alpha) N of Items
Teacher Organizational Commitment 911 33
Transformational Leadership .954 36
Self-Efficacy .948 36
Job Satisfaction 951 35
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Results and Discussion

To answer the research objectives and test the hypotheses that have been formulated,
data analysis is carried out using path analysis techniques and to strengthen the analysis of
indirect influences, the Sobel test is carried out. This technique was used to measure the
direct and indirect influence between transformational leadership variables, self-efficacy, and
job satisfaction on teachers' organizational commitment. All data from 145 respondents were
analyzed using the SPSS 21 statistical application. The constellation and summary of the
results of the path analysis and sobel test are presented in the following table:

Transformational

i = ]
Leadership (X1) %_ Byl 0,1_2\, e — > Teacher’s
Job Satisfaction Organizational
— px3x2= 0,497 (X3) / Commitment (Y)

—1

Self-Efficacy ( X2) / py2 = 0,164

Figure 1. Cosmetism Substructure Pathways 1 and 2

Table 3. Summary of the results of the line analysis test

No Hipotesis Koefisien Jalur (B) P-value  t-hitung Keterangan
1 Byl 0,123 0,000 3,655 Signifikan
2 PBy2 0,164 0,000 4,826 Signifikan
3 By3 0,665 0,000 16,420 Signifikan
4  pBx3xl 0,564 0,000 10,988 Signifikan
5 Bx3x2 0,497 0,000 8,724 Signifikan

Table 4. Summary of the Result Sobel Test

No Jalur Mediasi Z Hitung ~ Keterangan
1 Byx3x1 9,21 Signifikan
2 PByx3x2 7,72 Signifikan

Based on Table 1 above, it is known that all the influence paths in the path analysis
model show a positive and significant relationship. However, the amount of influence of each
variable varies. The details of the discussion are explained below.

Transformational Leadership to Teachers' Organizational Commitment

Transformational leadership shows a direct influence on organizational commitment
with a path coefficient value of 0.123. The p-value for the Transformational Leadership
variable (X1) is 0.000 and the value is < 0.05 so that the Transformational Leadership
variable (X1) is stated to have a positive effect on the Teacher Organizational Commitment
variable (). Despite being in the weak category, this influence is still statistically significant.
Principals who apply a transformational leadership style based on vision, inspiration,
motivation, and concern for the individual have proven to be able to build teachers' loyalty
and emotional attachment to the institution.
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The results of this study are in line with the research conducted by Ling siu with the
title “Principals’ Transformational Leadership Practices and Their Relationship to Teacher
Commitment at Subis District Secondary School, Sarawak. Malaysian” . (Ling Siu Ni &
Mohd Hamzah, 2023).

Self-Efficacy to Organizational Commitment

Self-efficacy showed a direct effect of 0.164. The p-value for the Self-Efficacy
variable (X2) is 0.000 and the value is < 0.05 so that the Self-Efficacy variable (X2) is
declared to have a positive effect on the Teacher's Organizational Commitment variable (Y).
These findings indicate that teachers who have high confidence in their abilities are more
likely to have a commitment to the organization. Although the power of influence is
classified as moderate, its role is still significant in building teacher loyalty. The results of
this study are in line with the research conducted by Juan C. Cayupe et al. With the title
"Self-efficacy, organizational commitment, workload as predictors of life satisfaction in
elementary school teachers: the mediating role of job satisfaction” obtained the results of
SEM analysis found significant match indices: (x2 = 13.739; df = 5; p = <0.001; CFI = 0.99,
TLI =0.98, RMSEA = 0.05, SRMR = 0.04).(Cayupe et al., 2023).

Based on these findings, it can be concluded that self-efficacy has a positive and
significant influence on teachers' organizational commitment, even though their strength is at
a low to moderate level. High self-confidence allows teachers to stay focused, responsible,
and believe that they are capable of completing their professional tasks, making it easier to
show loyalty and commitment to the institution where they work. Therefore, strengthening
self-efficacy is one of the important aspects in teacher professional development, which in
turn can support the creation of a more solid and sustainable educational organization.

Job Satisfaction with Organizational Commitment

The direct influence of job satisfaction on teachers' organizational commitment was
the strongest, namely with a path coefficient value of 0.665. The p-value for the Job
Satisfaction variable (X3) is 0.000 and the value is < 0.05 so that the Job Satisfaction variable
(X3) is stated to have a positive effect on the Teacher Organizational Commitment variable
(Y). This shows that job satisfaction is the dominant factor that affects teachers' attachment to
the organization. Teachers who are satisfied with aspects of the work environment, awards,
social relations, and personal achievements show high loyalty. The results of this study are in
line with the research conducted by Clarissa and Edalmen in 2022 entitled The Influence of
Self-Efficacy, Work Engagement, and Job Satisfaction on Employee Commitment, the results
were obtained that Based on table 4, it can be seen that the work satisfaction variable has a t-
statistic of 3,440 and a p-value of 0.001. This shows that both values have met the
requirements of t-values > 1.96 and p-values < 0.05. So from these results, it can be
concluded that the work satisfaction variable has a positive and significant influence on the
employee commitment variable. Therefore, H3 in this study was accepted.(Manajerial dan
Kewirausahaan et al., 2022).

Based on these findings, it can be concluded that job satisfaction plays a role as the
most dominant variable in shaping teachers' organizational commitment. With their high
influence reflects that teachers need not only inspirational leadership or strong self-
confidence, but also a supportive and fulfilling work environment. When teachers feel
valued, heard, and given space to grow, then commitment to the institution will grow on its
own. Therefore, paying attention to the aspects that make up job satisfaction is an important
strategy in strengthening a sustainable school organizational culture.

Transformational Leadership to Job Satisfaction
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Transformational leadership also has a direct influence on job satisfaction with a path
coefficient value of 0.564. The p-value for the Job Satisfaction variable (X3) is 0.000 and the
value is < 0.05 so that the Transformational Leadership variable (X1) is stated to have a
positive effect on the Job Satisfaction variable (X3). Inspiring leadership and respect for
individuals is proven to create a positive work climate. The principal who is a role model and
motivator contributes to the satisfaction of teachers in carrying out their duties. The results of
this study are in line with the research research conducted by Hakasa in 2023 entitled "The
Influence of Principal Transformational Leadership, Work Culture on Job Satisfaction
through Self-Efficacy of State Elementary School Teachers"”, Analysis of the research data
using path analysis (Path Analysis). The results of the study found that there was an influence
of transformational leadership on job satisfaction (0.165). (Hakasa et al., 2023).

Based on these findings, the results of the study show that transformational leadership
has a large and significant influence on teachers' job satisfaction levels. By creating a
motivated work environment and appreciation for individual potential, principals can
encourage teachers to feel more satisfied, and ultimately impact their performance and
loyalty to the institution.

Self-Efficacy on Job Satisfaction

Self-efficacy had a positive effect on job satisfaction with 0.497. The p-value for the
Job Satisfaction variable (X3) is 0.000 and the value is < 0.05 so that the Self-Efficacy
variable (X2) is stated to have a positive effect on the Job Satisfaction variable (X3).
Teachers with high self-efficacy tend to be confident in completing tasks and feel satisfied
with work achievements. This effect is quite large and in line with the research conducted by
Rini Indryawati with the title of contribution, based on the results of the study it is known that
openness to experience, work ethic and self-efficacy with the research title Contribution of
Personality Openness to Experience, Work Ethic and Self-Efficacy to Job Satisfaction in
Early Childhood Teachers, results were obtained that openness to experience, work ethic and
self-efficacy had a significant effect (< 0.05) on job satisfaction. In this study, it was also
found that openness to experience, work ethic, and self-efficacy contributed very
significantly by 42.9% (R2) to job satisfaction (p < 0.01).  (Indryawati, 2023). In general,
these findings confirm that self-efficacy contributes significantly to increased teacher job
satisfaction, although not as much as the influence of transformational leadership. Therefore,
strengthening self-efficacy through training, social support, and opportunities for
development is very important in improving teachers' welfare and job satisfaction.

Indirect Influence through Job Satisfaction

The results of the Sobel test showed that job satisfaction significantly mediated the
influence of transformational leadership and self-efficacy on organizational commitment. The
Sobel Test score for transformational leadership is 9.21 and for self-efficacy is 7.72. The
indirect influence of transformational leadership on teacher commitment through job
satisfaction was 0.375 (greater than the direct influence), while the indirect influence of self-
efficacy was 0.330 (also greater than the direct influence). This means that job satisfaction is
an important bridge in strengthening the relationship between personal and organizational
factors to teacher loyalty.

The results of this study are in line with the results of research conducted by Nuradi in
2020 with the title "The Influence Of Transformational Leadership Style And Organizational
Commitment To Teacher Performance Through Work Satisfaction As An Intervening
Variable" Data analysis using multiple linear regression followed by path analysis to compare
the effectiveness of direct and indirect effects through intervention variables (job
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satisfaction). The conclusions of this study are: Job satisfaction mediates the effects of
transformational leadership style and organizational commitment on teacher performance.
(Nuradi et al., 2020).

The results of this study are in line with research conducted by the University of
Wisconsin, which shows that job satisfaction can be used as a mediator on the influence of
self-efficacy on organizational commitment. In other words, increasing job satisfaction will
most likely affect increased employee commitment. In other words, if self-efficacy is high, it
will affect job satisfaction and increased organizational commitment among workers. (Demir,
2020).

The main findings in this study confirm that job satisfaction is the most significant
variable that has a significant effect on increasing teachers' organizational commitment, both
directly and through its role as a mediating variable. In the direct track, the influence of job
satisfaction far exceeds other variables, showing that teachers who feel satisfied with their
work both in terms of reward, social relations, and the work environment—have a much
greater tendency to show loyalty, belonging, and responsibility to the institutions in which
they serve. Not only that, but job satisfaction has also proven to be a powerful psychological
bridge, which reinforces the impact of transformational leadership and self-efficacy on
organizational commitment. This means that school principals who have an inspiring
leadership style, or teachers who have high self-efficacy, will not optimally form
organizational commitment if they are not followed by satisfaction in carrying out their
duties. This is where the uniqueness and scientific contribution of this research lies: that job
satisfaction is not just a supporting element, but is a key axis that determines how much
teachers are able to be emotionally attached, survive rationally, and contribute ethically to
their school. Therefore, increasing job satisfaction is not just an administrative policy, but a
fundamental strategy in building a strong, solid, and sustainable educational institution. In
practical terms, schools can enhance teachers’ job satisfaction by improving welfare and
recognition systems, providing professional development opportunities, fostering supportive
and transformational leadership, creating a collaborative and positive work environment, and
ensuring a healthy work-life balance.

Conclusion

This study concludes that the three independent variables, namely transformational
leadership, self-efficacy, and job satisfaction, have a positive and significant influence on
teachers' organizational commitment. Among the three, job satisfaction is the most dominant
variable, both in direct and indirect influence through mediation. This shows that teachers
who are satisfied with their work have a much higher level of commitment to the institution
where they teach. In addition, job satisfaction has been shown to be a psychological bridge
that strengthens the influence of transformational leadership and self-efficacy on teacher
commitment. These findings confirm that job satisfaction is not just a support, but is the main
foundation in shaping teachers' attachment affectively, normatively, and calculatively to
school organizations.

Recommendation

Based on the results of the research and findings that have been presented, there are
several recommendations that can be used as a reference for related parties. This
recommendation is prepared as a form of practical implications of scientific findings, in order
to support the improvement of teachers' organizational commitment through a more targeted

Copyright © 2025, The Author(s) 1050


https://e-journal.undikma.ac.id/index.php/pedagogy/index
mailto:paedagogy@undikma.ac.id

Jurnal Paedagogy:

" - Vol. 12 No. 4 : October 2025
Jurnal Penelitian dan Pengembangan Pendidikan E-ISSN: 2722-4627

https://e-journal.undikma.ac.id/index.php/pedagogy/index 0p. 1043-1052

Email:Eaedagogzgundikma.ac.id

and sustainable strategy. The recommendations in question are as follows: a) schools and
foundations that provide Integrated Islamic basic education are advised to develop policies
and practices that are able to increase teacher job satisfaction, such as giving awards,
workload balance, healthy work environment, and recognition of achievements; b) school
principals need to strengthen transformational leadership styles by paying attention to
teachers' aspirations, providing positive motivation, and creating a collaborative work
climate; c) professional training and development focused on improving teachers' self-
efficacy is also important, so that teachers are more confident and feel capable in carrying out
their professional roles; d) Researchers are further expected to explore other variables that
may also contribute to organizational commitment, such as personality, work culture, and
intrinsic motivation.
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