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ABSTRACT 

Teacher absenteeism remains a persistent issue in Indonesia, particularly in madrasah 

settings, driven by factors such as low income, secondary employment, and dissatisfaction 

with the work environment. This study explores the influence of transformational 

leadership, self-efficacy, teamwork, and job satisfaction on organizational commitment 

among madrasah teachers, both directly and indirectly through job satisfaction. Using a 

quantitative survey method supported by SITOREM analysis, the research examines 

structural relationships and identifies key indicators for improvement. The study found 

moderate explanatory power with R² values of 0.415 for organizational commitment and 

0.580 for job satisfaction. Results show that transformational leadership (β = 0.342), 

teamwork (β = 0.537), and job satisfaction (β = 0.279) have significant direct effects on 

organizational commitment, while self-efficacy (β = 0.121) has a positive but insignificant 

effect. Only self-efficacy demonstrated a significant indirect effect (β = 0.154) on 

commitment through job satisfaction, highlighting job satisfaction as an effective mediator 

in this pathway. These findings offer practical insight into how school leadership and 

supportive work environments can strengthen teacher commitment, potentially reducing 

absenteeism and improving educational outcomes in Indonesian madrasahs. 

Keywords: Organizational Commitment, Transformational Leadership, Self-Efficacy, 

Teamwork, Job Satisfaction 
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INTRODUCTION 

Education is a crucial element in national life. Therefore, the government 

holds the responsibility to ensure that every citizen receives a proper education. One 

of the government’s efforts to enhance the intellectual capacity of the nation is 

through the Indonesia Smart Program (Program Indonesia Pintar), which is 

regulated under the Regulation of the Minister of Education and Culture of the 

Republic of Indonesia No. 19/2016. This program supports the implementation of 

education by providing learning opportunities for Indonesian citizens aged 6 to 21 

years, or until they complete senior secondary education or its equivalent. 

In addition, the Regulation of the Minister of Education and Culture of the 

Republic of Indonesia No. 80/2015 concerning Universal Secondary Education 

(Pendidikan Menengah Universal/PMU) further reinforces the government’s 

commitment to expanding access to secondary education for all citizens. Secondary 

education serves as the next level following basic education and includes senior 

high schools, Islamic senior high schools (Madrasah Aliyah), vocational high 

schools, Islamic vocational high schools (Madrasah Aliyah Kejuruan), or other 

equivalent forms of education. 

One form of formal secondary education in Indonesia is the Madrasah Aliyah 

(MA), which is equivalent to general senior high schools (Sekolah Menengah 

Atas/SMA) and is administered under the Ministry of Religious Affairs. Education 

at MA spans three years, from grade 10 to grade 12. There are two types of MA: 

Madrasah Aliyah Negeri (MAN), which are government-managed, and Madrasah 

Aliyah Swasta (MAS), which are managed by foundations. The MA curriculum is 

generally the same as the SMA, but with a greater emphasis on religious subjects, 

such as Qur’an-Hadith, Islamic Creed and Ethics (Aqidah Akhlak), Islamic 

Jurisprudence (Fiqh), and Arabic Language. 

In order to provide quality education services, MA requires clear guidelines 

to direct teacher performance. This is regulated in the Decree of the Minister of 

Religious Affairs of the Republic of Indonesia (Keputusan Menteri Agama 

Republik Indonesia/KMA) No. 1367/2022, which regulates the attendance of 

madrasah teachers, including working days and hours, attendance records, entry 

criteria, and other provisions. 

In addition, Law No. 14/2005 on Teachers and Lecturers, Article 7, Paragraph 

1b, states that teachers and lecturers must demonstrate a strong commitment to 

improving the quality of education, faith, piety, and noble character. This 

underscores the crucial role of teacher commitment in the successful 

implementation of education. Teachers with a high level of commitment tend to 

perform their duties and responsibilities diligently, whereas those with low 

commitment are generally less accountable, which may ultimately hinder the 

achievement of madrasah objectives. 
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One form of such commitment is the presence of teachers at school to carry 

out their teaching duties. The Regulation of the Minister of Education, Culture, 

Research, and Technology of the Republic of Indonesia No. 25/2024 regulates the 

workload of teachers, school principals, and school supervisors, stipulating a 

minimum of 24 and a maximum of 40 face-to-face teaching hours per week. 

However, in practice, teacher attendance rates have not yet aligned with these 

requirements. 

Research by Yarrow et al. (2020) indicates that approximately one-third of 

schools in Indonesia experience teacher absenteeism rates exceeding 20%, 

particularly in private schools located in rural areas. The absenteeism rate among 

teachers under the Ministry of Religious Affairs (Kemenag) reaches 20%, while 

those under the Ministry of Education and Culture (Kemendikbud) report even 

higher rates, at 25.5%, with classroom absenteeism reaching up to 40%. Other data 

shows that in 2008, the national teacher absenteeism rate was 14% (McKenzie et 

al., 2014). Furthermore, according to ACDP (2014), the figure ranged between 

9.7% and 10.7%. 

Teacher absenteeism can be attributed to various factors, including secondary 

employment, training sessions, meetings, low salaries, official duties outside of 

teaching, illness, and the school principal’s leadership style. According to ACDP 

(2014), a significant number of teachers are absent due to these reasons, including 

pursuing further education or taking on additional jobs to meet their living needs 

(McKenzie et al., 2014). 

This condition is further supported by field evidence. In a national dialogue 

held at the Annida Al Islamy Islamic Boarding School in Bekasi (Detik.com), 

Mahfud MD stated that many madrasah teachers receive extremely low salaries—

only around IDR 300,000 per month, and even then, payments are often delayed by 

up to six months. Elsewhere, as reported by Antara, some contract teachers have 

had to work as motorcycle taxi drivers to make ends meet. 

Interviews with several madrasah principals in Bekasi City also confirm this 

reality. Mr. Syahrul Romdhoni, M.M., Principal of MA Daarul Qirom, stated that 

some permanent foundation-employed teachers also teach elsewhere due to 

insufficient salaries. A number of teachers have even resigned in order to work at 

other schools, particularly public schools. Mr. Muhammad Kasim, M.Pd., Principal 

of MA Assyafiiyah, also explained that teachers who teach at other madrasahs are 

not prohibited from doing so, as the salaries provided are not yet adequate. Ms. 

Asmanih, M.Pd., added that several teachers have stopped teaching because they 

were accepted as government contract teachers (P3K) in Bekasi and Jakarta. 

Based on the above findings, it can be concluded that several factors influence 

teachers' commitment to their organizations. The first factor is transformational 

leadership. School principals who adopt this leadership style are able to inspire their 

staff to develop their potential, prioritize organizational interests, and become 

creative and innovative individuals. Research by Asmaul Husna et al. (2024) and 
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Ausat et al. (2022) indicates a positive and significant relationship between 

transformational leadership and organizational commitment. The second factor is 

self-efficacy. Teachers with high self-efficacy believe in their ability to carry out 

tasks effectively, even when faced with challenges. Koswara et al. (2021) and 

Aryati & Ana (2023) concluded that self-efficacy has a significant positive impact 

on organizational commitment. The third factor is teamwork. Strong collaboration 

among teachers facilitates the exchange of knowledge, skills, and support in 

achieving shared goals. Prasnavidya et al. (2020) found that teamwork contributes 

34.4% to the improvement of organizational commitment. The fourth factor is job 

satisfaction. Teachers who are satisfied with their work tend to form a stronger 

emotional attachment to their organization. M. H. Ali & Bashir (2018) also found 

that job satisfaction has a significant influence on organizational commitment. 

Therefore, this study aims to identify the influence of transformational 

leadership, self-efficacy, teamwork, and job satisfaction on organizational 

commitment, both directly and indirectly through job satisfaction. Specifically, the 

study analyzes: (1) the direct effects of transformational leadership, self-efficacy, 

teamwork, and job satisfaction on organizational commitment; (2) the direct effects 

of transformational leadership, self-efficacy, and teamwork on job satisfaction; and 

(3) the indirect effects of these three variables on organizational commitment 

through job satisfaction. 

RESEARCH METHODOLOGY 

This study employs a quantitative approach using a survey method. As 

explained by Soegiyono (2011), this method relies on numerical data and statistical 

analysis. The analytical technique used is path analysis is designed to measure both 

direct and indirect effects between variables based on a strong theoretical 

foundation (Ananda & Fadhli, 2018; Duryadi, 2021). In addition, this study utilizes 

the SITOREM analysis, which, as stated by Setyaningsih (2020), aims to identify 

key variables within the context of educational management. Through SITOREM, 

as highlighted by Hardhienata (2017), it becomes possible to determine which 

indicators need improvement, as well as those that should be maintained and further 

developed. Thus, the study not only maps the relationships among variables but also 

offers strategic recommendations based on prioritized findings. 

This research was conducted with permanent foundation-employed teachers 

(GTY) at 20 privately managed Madrasah Aliyah (MA) institutions accredited with 

an 'A' rating, located across eight districts in the city of Bekasi. The study examines 

five variables, consisting of one endogenous variable, three exogenous variables, 

and one intervening variable. Organizational Commitment (Y) serves as the 

endogenous variable, while Transformational Leadership (X1), Self-Efficacy (X2), 

and Teamwork (X3) function as the exogenous variables. Job Satisfaction (X4) acts 
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as the intervening variable in the relationships among these constructs. The research 

hypotheses proposed in this study are as follows: 

H1:  There will be a direct positive effect of transformational leadership on 

organizational commitment, suggesting that strengthening transformational 

leadership can enhance such commitment. 

H2:  There will be a direct positive effect of self-efficacy on organizational 

commitment, indicating that improving self-efficacy can lead to higher 

organizational commitment. 

H3:  There will be a direct positive effect of teamwork patterns on organizational 

commitment, meaning that strengthening teamwork can enhance 

organizational commitment. 

H4:  There will be a direct positive effect of job satisfaction on organizational 

commitment, implying that greater job satisfaction can increase 

organizational commitment. 

H5:  There will be a direct positive effect of transformational leadership on job 

satisfaction, indicating that improving transformational leadership can 

enhance job satisfaction. 

H6:  There will be a direct positive effect of self-efficacy on job satisfaction, 

suggesting that higher self-efficacy contributes to greater job satisfaction. 

H7:  There will be a direct positive effect of teamwork patterns on job satisfaction, 

meaning that enhancing teamwork can improve job satisfaction. 

H8:  There will be an indirect positive effect of transformational leadership on 

organizational commitment through job satisfaction, indicating that 

improving transformational leadership, via its impact on job satisfaction, can 

strengthen organizational commitment. 

H9:  There will be an indirect positive effect of self-efficacy on organizational 

commitment through job satisfaction, suggesting that enhancing self-efficacy, 

mediated by job satisfaction, can boost organizational commitment. 

H10:  There will be an indirect positive effect of teamwork patterns on 

organizational commitment through job satisfaction, meaning that 

strengthening teamwork, through improved job satisfaction, can lead to 

greater organizational commitment. 

RESULT AND DISCUSSION 

Normality Test of the Error Estimation  

The Kolmogorov-Smirnov test is used to determine whether the sample under 

study originates from a population that follows a normal distribution. Based on the 

analysis of the five research variables, the results of the normality test of the 

residuals using the Kolmogorov-Smirnov method are summarized in the following 

table: 
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Table 1. Summary of Normality Test 

No. Error Estimation N 

Normality Test 

Requirement: Asymp. 

Sig. (2-tailed) > 0.05 

Findings 

1 Variable Y on X1 113 0.859 > 0.05 Normal 

2. Variable Y on X2 113 0.574 > 0.05 Normal 

3 Variable Y on X3 113 0.126 > 0.05 Normal 

4 Variable Y on X4 113 0.241 > 0.05 Normal 

5 Variable X4 on X1 113 0.786 > 0.05 Normal 

6 Variable X4 on X2 113 0.481 > 0.05 Normal 

7 Variable X4 on X3 113 0.444 > 0.05 Normal 

Source: Processed Data by Researchers (2025) 

Homogeneity Test 

The test of variance homogeneity is used to determine whether the data 

distributions of two or more variances originate from a homogeneous population. 

In this study, the homogeneity test was conducted using the SPSS application, with 

the output based on Bartlett’s test and a significance level of α = 0.05. The decision 

rule is based on the significance value (Sig.); if Sig. > 0.05, the variances of the two 

or more data groups are considered equal (homogeneous). 

Table 2. Variety of The Homogeneity Test Summary 

No. 
Data 

Classification 
Sig. α Results 

1 Variable Y1 on X1 0.603 0.05 Homogenous 

2 Variable Y1 on X2 0.887 0.05 Homogenous 

3 Variable Y1 on X3 0.552 0.05 Homogenous 

4 Variable Y1 on X4 0.504 0.05 Homogenous 

5 Variable X4 on X1 0.132 0.05 Homogenous 

6 Variable X4 on X2 0.417 0.05 Homogenous 

7 Variable X4 on X3 0.941 0.05 Homogenous 

Source: Processed Data by Researchers (2025) 

Linearity Test 

The linearity test aims to determine whether the relationship between the 

independent and dependent variables in this study forms a straight line. 

Conceptually, this test evaluates whether the independent variable can be used to 

predict the dependent variable within a specific relationship Widana & Muliani 

(2020). The linearity test was conducted using SPSS software with a significance 

level of α = 0.05. The decision criterion is based on the significance (Sig.) value in 

the linearity row: if Sig. > 0.05, the relationship between variables is considered 

linear; if Sig. < 0.05, the relationship is considered non-linear. 
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Table 3. Summary of Regression Equation Linearity 

Pairs of 

Variable 

Linearity Test 
Results 

Sig. Requirement 

Ŷ-X1 0.000 < 0.05 

Linear 

Can be used to predict the level of 

Organizational Commitment influenced by 

Transformational Leadership 

Ŷ-X2 0.000 < 0.05 

Linear 

Can be used to predict the level of 

Organizational Commitment influenced by 

Self-Efficacy 

Ŷ-X3 0.005 < 0.05 

Linear 

Can be used to predict the level of 

Organizational Commitment influenced by 

Teamwork 

Ŷ-X4 0.000 < 0.05 

Linear 

Can be used to predict the level of 

Organizational Commitment influenced by 

Job Satisfaction 

X4-X1 0.000 < 0.05 

Linear 

Can be used to predict the level of Job 

Satisfaction influenced by Transformational 

Leadership 

X4-X2 0.000 < 0.05 

Linear 

Can be used to predict the level of Job 

Satisfaction influenced by Self-Efficacy 

X4-X3 0.000 < 0.05 

Linear 

Can be used to predict the level of Job 

Satisfaction influenced by Teamwork 

Source: Processed Data by Researchers (2025) 

Evaluation of the Excellence of the Measurement Model (Outer Model) 

This study involves latent variables composed of multiple dimensions and 

complex indicators. Therefore, the evaluation of the measurement model's quality 

is conducted hierarchically using Hierarchical Component Models (HCMs) for each 

variable. HCMs consist of two main elements: 

1. Lower Order Components (LOCs), which refer to the evaluation of the outer 

model based on reflective indicators within each dimension, followed by an 

assessment of the formative dimensions that construct the latent variable; 

2. Higher Order Components (HOCs), which refer to the evaluation of the 

inner model based on formative dimensions that integrate all latent variables 

into the designed model (Hair et al., 2021). 

Based on the results of the outer model evaluation for reflective indicators, a 

summary of the test results for Construct Reliability, Average Variance Extracted 

(AVE), Convergent Validity, and Discriminant Validity is presented in the 

following table. 
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Table 4. Summary of Outer Model Evaluation for Reflective Indicators 

Dimension 

Construct Reliability 
Convergent 

Validity 

Discriminant 

Validity Composite 

Reliability 
AVE 

Dimensions of Transformational Leadership 

Idealized 

Influence 
> 0.70 > 0.50 

Loading 

Factor > AVE 
HTMT < 0.90 

Inspirational 

Motivation 
> 0.70 > 0.50 

Loading 

Factor > AVE 
HTMT < 0.90 

Intellectual 

Stimulation 
> 0.70 > 0.50 

Loading 

Factor > AVE 
HTMT < 0.90 

Individual 

Consideration 
> 0.70 > 0.50 

Loading 

Factor > AVE 
HTMT < 0.90 

Dimensions of Self-Efficacy 

Magnitude > 0.70 > 0.50 
Loading 

Factor > AVE 
HTMT < 0.90 

Strength > 0.70 > 0.50 
Loading 

Factor > AVE 
HTMT < 0.90 

Generality > 0.70 > 0.50 
Loading 

Factor > AVE 
HTMT < 0.90 

Teamwork Dimensions 

Collective Purpose > 0.70 > 0.50 
Loading 

Factor > AVE 
HTMT < 0.90 

Demonstrates 

knowledge and 

skills 

> 0.70 > 0.50 
Loading 

Factor > AVE 
HTMT < 0.90 

Communication > 0.70 > 0.50 
Loading 

Factor > AVE 
HTMT < 0.90 

Team cohesion > 0.70 > 0.50 
Loading 

Factor > AVE 
HTMT < 0.90 

Dimensions of Job Satisfaction 

Salary Satisfaction > 0.70 > 0.50 
Loading 

Factor > AVE 
HTMT < 0.90 

Working 

Conditions 
> 0.70 > 0.50 

Loading 

Factor > AVE 
HTMT < 0.90 

Promotion > 0.70 > 0.50 
Loading 

Factor > AVE 
HTMT < 0.90 

Employment 

Protection 
> 0.70 > 0.50 

Loading 

Factor > AVE 
HTMT < 0.90 

Dimensions of Organizational Commitment 

Affective 

Commitment 
> 0.70 > 0.50 

Loading 

Factor > AVE 
HTMT < 0.90 

Continuance 

Commitment 
> 0.70 > 0.50 

Loading 

Factor > AVE 
HTMT < 0.90 

Normative 

Commitment 
> 0.70 > 0.50 

Loading 

Factor > AVE 
HTMT < 0.90 

Source: Processed Data by Researchers (2025) 
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Table 5. Summary of the Measurement Model Evaluation for the Outer Model of 

Formative Indicators 
Indicator  Dimensions of 

Transformational Leadership 

Original 

Sample 

T Statistics 

(|O/STDEV|) 
P-Values 

Intellectual Ability (X1-19-21)   

Intellectual Stimulation 
0.555 10.915 0.000 

Idealist (X1.1-4)  Idealized 

Influenced 
0.389 3.499 0.001 

Supports (X1.10-14)   Inspirational 

Motivation 
0.454 6.505 0.000 

Enthusiasm (X1.15-18)   

Inspirational Motivation 
0.602 8.461 0.000 

Innovative and Creativity (X1.22-27) 

 Intellectual Stimulation 
0.504 9.536 0.000 

Attention (X1.28-33 )  

Individualized Consideration 
0.734 8.250 0.000 

Coaching (X1.34-37)  

Individualized Consideration 
0.293 3.109 0.002 

Trust (X1.5-9 )  Idealized Influenced 0.644 6.042 0.000 

Indicator  Self-Efficacy Dimensions 

Task Difficulty (X2.1-6)  Magnitude 0.486 4.728 0.000 

Task Completion (X2.14-18)  

Strength 
0.498 8.954 0.000 

Success Experience (X2.25-30)  

Generality 
0.753 9.423 0.000 

Job performance assessment (X2.31-

36)  Generality 
0.298 3.290 0.001 

Task Completion (X2.7-13)  

Magnitude 
0.540 5.262 0.000 

Working ability (X2.9-24)  Strength 0.563 10.376 0.000 

Indicator  Teamwork Dimension 

Working Knowledge (X3.12-16)  

Skills & Knowledge 
0.492 6.088 0.000 

Working Skills (X3.17-20)  Skills & 

Knowledge 
0.554 7.062 0.000 

Co-worker relationships (X3.21-23)  

Communication 
0.493 5.033 0.000 

Transparency (X3.24-26)  

Communication 
0.553 5.657 0.000 

Shared work(X3.27-29)  

Cohesiveness  
0.526 5.025 0.000 

Problem-solving (X3.30-33)  

Cohesiveness 
0.556 5.254 0.000 

Responsibility execution (X3.7-11)  

Aligned Goals 
0.440 6.840 0.000 

Goal Achievement (X3.1-6)  

Aligned Goals 
0.635 10.957 0.000 
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Indicator  Dimensions of Job Satisfaction 

Salary (X4.1-5)  Salary Satisfaction 0.584 7.907 0.000 

Suitable Job (X4.10-14)  Work 

Condition 
0.651 9.524 0.000 

Convenience (X4.15-18)  Work 

Condition 
0.395 5.295 0.000 

Promotion (X4.19-22)  Promotion 0.672 9.820 0.000 

Development (X4.23-25)  

Promotion 
0.384 5.257 0.000 

Job Security (X4.26-29)  Work 

Protection 
0.796 11.021 0.000 

Insurance (X4.30-32)  Work 

Protection 
0.255 2.975 0.003 

Fulfillment of Needs (X4.6-9)  

Salary Satisfaction 
0.463 6.168 0.000 

Indicator-> Dimension of Organizational Commitment 

Sense of belonging (Y1-Y5)  

Affective commitment 
0.571 6.576 0.000 

Income (Y10-Y15)  Continuous 

commitment 
0.623 12.69 0.000 

Carrier development (Y16-21)  

Continuous commitment 
0.428 8.192 0.000 

Responsibility (Y22-27)  Normative 

commitment 
0.675 8.369 0.000 

Loyalty (Y28-Y33)  Normative 

commitment 
0.397 4.632 0.000 

Involvement (6-Y9)  Affective 

commitment 
0.505 5.867 0.000 

Source: Processed Data by Researchers (2025) 

Evaluation of the Coefficient of Determination (R²) 

The evaluation of the coefficient of determination is used to measure the 

extent to which exogenous variables can explain the variability of endogenous 

variables within the model. According to Hair et al. (2021), an R² value of 0.25 is 

considered weak, 0.50 moderate, and 0.75 strong. 

In this study, the R² value for the Organizational Commitment variable is 

0.415, indicating a moderate influence of the exogenous variables on commitment. 

Similarly, the R² value for the Job Satisfaction variable is 0.580, also indicating a 

moderate level of influence on this intervening variable. 

An R² value of 0.415 for Organizational Commitment means that 41.5% of 

the variance in commitment can be explained by the exogenous variables in the 

model, while the remaining 58.5% is influenced by other factors outside the scope 

of this study. 
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The Influence of Exogenous Variables on Organizational Commitment 

Based on the path coefficients, the contribution of each exogenous variable 

to Organizational Commitment is as follows: 

1. Transformational Leadership contributes 6.4% (path coefficient = 

0.254), indicating a weak influence. 

2. Self-Efficacy contributes 12.9% (path coefficient = 0.360), indicating a 

moderate influence. 

3. Teamwork contributes 3% (path coefficient = 0.174), also indicating a 

weak influence. 

4. Job Satisfaction contributes only 0.07% (path coefficient = 0.027), 

indicating a very weak influence. 

From these results, Self-Efficacy emerges as the strongest predictor of 

Organizational Commitment, while Job Satisfaction has the weakest direct effect. 

Hypothesis Testing 

The final stage of the quantitative analysis in this study is hypothesis testing. 

The significance of the influence between exogenous and endogenous variables is 

determined using the criteria: t-statistic > 1.96 and p-value < 0.05. 

The constructed model consists of seven direct effect paths and three indirect 

effect paths. Each of these paths is tested individually, as detailed in the following 

table. 

Table 6. Recapitulation of Path Coefficient, T-Statistics, and P-value of Structural Model 

No. 
Direct 

Influence 

Coefficient 

Path (β) 
t-statistics p-values Conclusion 

1 X1  Y 0.342 
4.144 > 

1.96 
0.000 < 0.05 

There is a positive and 

significant direct influence 

of transformational 

leadership on organizational 

commitment. 

2 X2  Y 0.121 
1.353 < 

1,96 
0.084 > 0.05 

There is a direct influence 

that is not significant of self-

efficacy on organizational 

commitment. 

3 X3  Y 0.537 
6.038 > 

1.96 
0.000 < 0.05 

There is a positive and 

significant direct influence 

of teamwork on 

organizational commitment. 

4 X4  Y 0.279 
2,906 > 

1.96 
0.000 < 0.05 

There is a positive and 

significant direct influence 

of job satisfaction on 

organizational commitment. 
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No. 
Direct 

Influence 

Coefficient 

Path (β) 
t-statistics p-values Conclusion 

5 X1  X4 0.166 
1.570 < 

1.96 
0.042 < 0.05 

There is a positive but not 

significant influence of 

transformational leadership 

on job satisfaction. 

6 X2  X4 0.553 
6.638 > 

1.96 
0.000 < 0.05 

There is a positive and 

significant influence of self-

efficacy on job satisfaction. 

7 X3  X4 0.226 
2.723 > 

1.96 
0.006 < 0.05 

There is a positive and 

significant direct influence 

of teamwork on job 

satisfaction. 

8 
X1  X4 

 Y 
0.046 

1.396 < 

1.96 
0.083 > 0.05 

There is a positive but not 

significant direct influence 

of Transformational 

Leadership on 

Organizational Commitment 

through Job Satisfaction. 

This result shows that the 

direct influence path 

coefficient value of 0.342 is 

greater than the indirect 

influence path coefficient 

value of 0.046, indicating 

that Job Satisfaction, as an 

intervening variable, does 

not function effectively in 

moderating the influence of 

Transformational 

Leadership on 

Organizational 

Commitment. 

9 
X2  X4 

 Y 
0.154 

3.168 

>1.96 
0.001 < 0,05 

There is a positive and 

significant indirect influence 

of Self-Efficacy on 

Organizational Commitment 

through Job Satisfaction. 

This result indicates that the 

direct influence coefficient 

value of 0.121 is smaller 

than the indirect influence 

coefficient value of 0.154, 

meaning that Job 

Satisfaction, as an 

intervening variable, 

functions effectively in 

moderating the influence of 

Self-Efficacy on 
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No. 
Direct 

Influence 

Coefficient 

Path (β) 
t-statistics p-values Conclusion 

Organizational 

Commitment. 

10 
X3  X4 

Y 
0.063 

2.124 > 

1.96 
0.018 < 0,05 

There is a positive but not 

significant indirect influence 

of Teamwork on 

Organizational Commitment 

through Job Satisfaction. 

This result shows that the 

direct influence path 

coefficient value of 0.537 is 

greater than the indirect 

influence path coefficient 

value of 0.063, indicating 

that Job Satisfaction, as an 

intervening variable, 

functions ineffectively in 

moderating the influence of 

Teamwork on 

Organizational 

Commitment. 

Source: Processed Data by Researchers (2025) 

SITOREM Analysis 

Scientific Identification Theory to Conduct Operation Research in Education 

Management (SITOREM) is a scientific method used to identify variables within 

Operations Research in Educational Management (Hardhienata, 2017). This 

method is applied to measure the strength of relationships between variables, 

analyze the performance of each indicator, and assign weights based on four 

criteria: Cost, Benefit, Urgency, and Importance. Through this process, indicators 

that need to be improved or maintained can be systematically prioritized. 

In this study, SITOREM is applied to analyze both the contribution and 

weighting of indicators, as well as to determine the classification and prioritization 

of improvement efforts. 

Table 7. Determining the Order of Indicators That Need Improvement and Maintenance 

SITOREM Analysis Result 

Priority Indicators Needing 

Improvement 
Priority Indicators Maintained 

Self-Efficacy (β:0.360), Rank I 

 1 Task completion (20.1%), (4.3) 

 2 Task execution (18.4%), (4,.2) 

 3 Success experience (15.5%), (4.0) 

 4 Work abilty (15.5%), (4.0) 

 5 Task difficulty (15.5%), (4.3) 
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SITOREM Analysis Result 

 6 
Job performance assessment (14.9%), 

(4.3) 

Transformational Leadership (β: 0.254) Rank II 

1 Attention (13.9%), (3.7) 7 Idealism (13.9%), (4.0) 

2 Innovative & creativity (13%), 

(3.7) 

8 
Trust (13.9), (4.0) 

3 Enthusiasm (11.3%), (3.8) 9 Mentorship (13%), (4.0) 

4 Support (10.5%), (3.8)   

5 Thinking power (10.5%), (3.6)   

Teamwork (β:0.174), Rank III 

6 Shared-work (13%), (3.9) 10 Transparency (13%), (4.1) 

  11 Problem-solving (13%), (4.5) 

  12 Task Implementation (12,5%), (4.5) 

  13 Working knowledge (12.5%), (4.4) 

  14 Working skills (12.5%), (4.3) 

  15 Co-worker relationship (12.5%) 

  16 Goal achievement (11%), (4.5) 

Job Satisfaction (β:0,027), Rank IV 

7 
Fulfillment of needs (12.4%), 

(3.9) 
17 Salary (13.4%), (4.2) 

8 Insurance (12.4%), (3.9) 18 Development (13.4%), (4.1) 

  19 Convenience (12.4%), (4.3) 

  20 Suitable job (12.4%), (4.1) 

  21 Promotion (11.9%), (4.0) 

  22 Job security (11.4%), (4.1) 

Organizational Commitment 

9 Involvement (15.5%), (3.8) 23 Loyalty (20.5%), (4.1) 

10 Responsibility (13.5%), (3.9) 24 Carreer development (17.5%), (4.0) 

  25 Sense of belonging (17.0%), (4.2) 

  26 Income (15.8%), (4.1) 

Source: Processed Data by Researchers (2025) 

Table 8. Summary of Indicators That Ought to Be Improved and Those That Should Be 

Maintained or Further Developed 

Priority Indicators that Ought to be Improved 

1. Attention (13.9%), (3.7) 

2. Innovative and creativity (13%), (3.7) 

3. Enthusiasm (11.3%), (3.8) 

4. Support (10.5%), (3.8) 

5. Thinking power (10.5%), (3.8) 

6. Shared-work (13%), (3.9) 

7. Fulfillment of needs (12.4%), (3.9) 

8. Insurance (12.4%), (3.9) 

9. Involvement (15.8%), (3.8) 

10. Responsibility (13.5%), (3.9) 
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Priority Indicators Maintained or Further Developed 

1. Idealism (13.9%), (4.0) 

2. Trust (13.9%), (4.0) 

3. Mentorship (13%), (4.0) 

4. Task completion (20.1%), (4.3) 

5. Task execution (18.4%), (4.2) 

6. Task difficulty (15.5%), (4.3) 

7. Working ability (15.5%), (4.0) 

8. Success experience (15.5%), (4.0) 

9. Job performance assessment (14.9%), (4.3) 

10. Transparency (13%), (4.1) 

11. Problem solving (13%), (4.0) 

12. Responsibility execution (12.5%), (4.5) 

13. Working knowledge (12.5%), (4.4) 

14. Working skills (12.5%), (4.3) 

15. Co-worker relationship (12.5%), (4.2) 

16. Goal achievement (11%), (4.5) 

17. Salary (13.4%), (4.2) 

18. Development (13.4%), (4.1) 

19. Convenience (12.4%), (4.3) 

20. Suitable job (12.4%), (4.1) 

21. Promotion (11.9%), (4.0) 

22. Work security (11.4%), (4.1) 

23. Loyalty (20.5%), (4.1) 

24. Carrier development (17.5%), (4.0) 

25. Sense of belonging (17%), (4.2) 

26. Income (15.8%), (4.1) 

Source: Processed Data by Researchers (2025) 

The Positive Direct Influence of Transformational Leadership on 

Organizational Commitment 

The first hypothesis test indicates that Transformational Leadership has a 

positive and significant direct effect on Organizational Commitment, with a t-

statistic value of 4.002 (> 1.96), a p-value of 0.000 (< 0.05), and a path coefficient 

(β) of 0.342. This suggests that an increase in transformational leadership 

contributes 34.2% to the improvement of organizational commitment, while the 

remaining variance is influenced by other factors not examined in this study. 

These findings are consistent with previous studies by Andi et al., (2023); 

Chai et al. (2017); Hermanto et al. (2023); Xu et al. (2022), which also reported a 

significant positive influence of transformational leadership on organizational 

commitment, supported by comparable β values and t-statistics. Other studies, 

including Bano Fakhra Batool (2013); Jiatong et al. (2022); Pratama & Putri (2019), 

further support these results with p-values below 0.05. However, a contrasting 



 

 

Strategies for Enhancing Commitment to the Organization through Programs… 

SUJANA: Journal of Education and Learning Review Vol. 4, Issue. 1 (2025) 

52 

 

result was reported by Siregar & Winarso (2025), who found no significant effect 

of transformational leadership on organizational commitment (t = 1.232; p = 0.219). 

The Positive Direct Influence of Self-Efficacy on Organizational Commitment 

The second hypothesis test indicates that Self-Efficacy has a positive but not 

statistically significant direct effect on Organizational Commitment (t = 1.385 < 

1.96; p = 0.084 > 0.05; β = 0.121). The β coefficient of 0.121 suggests that Self-

Efficacy contributes only 12.1% to Organizational Commitment, while the 

remaining 87.9% is influenced by other factors not examined in this study. 

This finding aligns with previous research by Rathi & Rastogi (2009), who 

reported a weak and non-significant correlation (r = 0.06), and Nhi et al. (2023), 

who found a negative effect (β = -0.171). However, several other studies report 

contrasting results. For example, Hameli & Güven (2022) found a strong positive 

effect (β = 0.462; p < 0.001), as did Maria et al. (2021) (t = 6.929; p = 0.000), 

Almutairi (2020) (p = 0.000), Ahammad & Alam (2016) (t = 11.849; p = 0.000), 

Aryati & Ana (2023) (t = 7.312; p = 0.002), Runa (2023) (t = 3.512; p = 0.000), 

Magistra et al. (2023) (t = 33.695; p = 0.000), Quines et al. (2023) (r = 0.984; p = 

0.000), and Pradipto et al. (2022) (r = 0.28; β = 0.35; p < 0.05). 

The Positive Direct Influence of Teamwork on Organizational Commitment 

The third hypothesis test reveals a positive and statistically significant direct 

effect of Teamwork on Organizational Commitment, with a t-statistic of 6.814 

(greater than 1.96), a p-value of 0.000 (less than 0.05), and a path coefficient (β) of 

0.573. This indicates that the stronger the teamwork within an organization, the 

higher the level of individual commitment toward the organization. The coefficient 

suggests that Teamwork contributes 57.3% to the improvement of organizational 

commitment, while the remaining 42.7% is explained by other factors not examined 

in this study. 

These findings are consistent with previous research, including Riyadi & 

Auliya (2021), who reported a β value of 0.730 with a t-statistic of 15.535 and a p-

value of 0.000, and Azeem et al. (2019), who found a β of 0.141, a t-statistic of 

2.364, and a p-value below 0.05. Similar results were also reported by Koswara et 

al. (2021) with a correlation coefficient (ry1) of 0.346 and an R² of 0.12, and Usmar 

et al. (2024) with a t-statistic of 13.563 and a p-value of 0.000. 

Further support comes from Ghorbanhosseini (2013) (r = 0.068; p = 0.01), 

Sambadjati & Salosso (2024) (β = 0.374; p = 0.000), and Ampler and Jr (2024) (R 

= 0.619; p < 0.05). Other studies, such as Hidayah & Chaerudin (2020) (t = 6.177; 

p = 0.000), Nailul et al. (2023) (r = 0.579; p = 0.000), also support these results. 

Taken together, the findings consistently highlight Teamwork as a key factor 

that significantly contributes to the development and enhancement of 

Organizational Commitment. 
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The Positive Direct Influence of Job Satisfaction on Organizational 

Commitment 

The fourth hypothesis test shows that Job Satisfaction has a positive and 

statistically significant direct effect on Organizational Commitment. This is 

indicated by a t-statistic value of 3.492 (greater than 1.96), a p-value of 0.000 (less 

than 0.05), and a path coefficient (β) of 0.279. These results suggest that higher job 

satisfaction is associated with a higher level of individual commitment to the 

organization. The path coefficient indicates that job satisfaction contributes 27.9% 

to the improvement of organizational commitment, while the remaining 72.1% is 

influenced by other variables not examined in this study. 

This finding is consistent with various previous studies that have also 

demonstrated a positive and significant relationship between job satisfaction and 

organizational commitment. For instance, Darimi (2016) and Moon et al. (2014) 

reported a β value of 0.628 with a t-statistic of 7.765 and an R² of 0.394. Another 

study by Winarsih & Fariz (2021) found a path coefficient of 0.415, while Nahita 

& Saragih (2021) reported a t-statistic of 17.101 with a p-value of 0.000. 

Additional support for this relationship comes from studies conducted by 

Afriawanto & Ferine (2023); Arsadi et al. (2021); Bagis et al. (2021); Dengo et al. 

(2023); Hidayat et al. (2023); Jahid & Adnyana (2021); Özgedik & Güney (2023); 

Rahman & Kanasro (2015); Soenanta et al. (2020). These studies consistently found 

statistically significant evidence supporting the link between job satisfaction and 

organizational commitment. 

The Positive Direct Influence of Transformational Leadership on Job 

Satisfaction 

The fifth hypothesis test reveals that Transformational Leadership has a 

positive but statistically non-significant direct effect on Job Satisfaction. This is 

evidenced by a t-statistic of 1.744, which is below the critical threshold of 1.96, 

even though the p-value of 0.042 is slightly below 0.05. The path coefficient (β) of 

0.166 indicates a positive relationship, but the strength of the effect does not reach 

statistical significance. Therefore, although there is a tendency for transformational 

leadership to enhance job satisfaction, this result does not provide strong enough 

evidence to confirm a significant relationship within the context of this study. The 

β coefficient also suggests that transformational leadership accounts for 16.6% of 

the variance in job satisfaction, while the remaining 83.4% is influenced by other 

unexamined factors. 

This result presents an interesting dynamic when compared to previous 

findings. For example, a study by Setyaningsih (2020) even reported a negative 

relationship with a coefficient of B = -0.217. However, most previous studies 

support a positive and significant effect of transformational leadership on job 

satisfaction. For instance, Bushra et al. (2011) reported R = 0.61, R² = 0.37, F = 

78.356, Sig = 0.000, and B = 0.83, indicating a strong association. Other studies by 



 

 

Strategies for Enhancing Commitment to the Organization through Programs… 

SUJANA: Journal of Education and Learning Review Vol. 4, Issue. 1 (2025) 

54 

 

Jahid & Adnyana (2021); Manik (2016); Rahman & Kanasro (2015); Silitonga et 

al. (2020) also reported statistically significant p-values below 0.05. 

Additional support comes from studies by Allozi et al. (2022); Boamah et al. 

(2018); Dappa et al. (2019); Özbek & Bozkurt (2020); Sukrajap (2016); Trianziani 

(2020)—all of which reported t-statistics and p-values indicating a significant 

influence of transformational leadership on job satisfaction. 

The Positive Direct Influence of Self-Efficacy on Job Satisfaction 

The sixth hypothesis test shows that Self-Efficacy has a positive, direct, and 

significant effect on Job Satisfaction. This is evidenced by a t-statistic of 6.975, 

which far exceeds the critical threshold of 1.96, and a p-value of 0.000, which is 

well below 0.05. The path coefficient (β) = 0.553 indicates a strong and positive 

relationship, meaning that the higher an individual’s level of self-efficacy, the 

higher their perceived job satisfaction. Thus, self-efficacy contributes 55.3% to job 

satisfaction, while the remaining 44.7% is influenced by other factors not covered 

in this study. 

This finding aligns with various prior studies that consistently demonstrate a 

significant relationship between self-efficacy and job satisfaction. Abun (2021) 

reported a p-value of 0.000 with a correlation coefficient of R = 0.712, indicating a 

very strong association. Svr Babu et al. (2022) found an F-value of 8.95 at the 0.01 

significance level, reinforcing the impact of self-efficacy on job satisfaction. F. Ali 

et al. (2021) reported a t-value of 8.899, while Lai (2012) recorded a t-statistic of 

7.83. 

Additionally, Narotama & Sintaasih (2022) obtained a t-statistic of 3.157 with 

a p-value of 0.002, and Paramarta (2020) showed a t-statistic of 3.678 and p-value 

of 0.000, both affirming a positive and significant relationship. Studies by Bale 

Doto et al. (2023); Prayudi et al. (2018); Sari & Budiarta (2024); Tinggi et al. (2020) 

further strengthen this conclusion with p-values and t/F-statistics indicating strong 

significance. 

The Positive Direct Influence of Teamwork on Job Satisfaction 

The seventh hypothesis test reveals a positive and significant direct effect of 

teamwork on job satisfaction. This is evidenced by a t-statistic of 2.583, which 

exceeds the critical value of 1.96, a p-value of 0.006, which is below 0.05, and a 

path coefficient (β) = 0.226. Thus, teamwork contributes 22.6% to job satisfaction, 

while the remaining 77.4% is influenced by other factors not examined in this study. 

This finding is consistent with a range of previous research that also identified 

a significant influence of teamwork on job satisfaction. For instance, Dash (2014) 

reported a correlation coefficient of r = 0.663, and Suparno et al. (2020) found a t-

statistic of 4.067. Other studies by Allozi et al. (2022); Dewi et al. (2024); Memon 

(2024) each reported a p-value of 0.000, indicating strong significance. Similar 

support is found in the research of Al-Aziz et al. (2025) with a t-statistic of 4.534 
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and p-value of 0.000, and Ekhsan (2024) with a t-statistic of 6.211 and p-value of 

0.000. All of these results consistently affirm that teamwork plays a crucial role in 

enhancing job satisfaction. 

The Positive Indirect Influence of Transformational Leadership on 

Organizational Commitment through Job Satisfaction 

The eighth hypothesis test reveals a positive but not significant indirect effect 

of transformational leadership on organizational commitment through job 

satisfaction. This is evidenced by a t-statistic of 1.396, which falls below the critical 

value of 1.96, a p-value of 0.083, which exceeds 0.05, and a path coefficient (β) = 

0.046. Although the relationship is positive in direction, these results indicate that 

job satisfaction does not serve as an effective intervening variable in the 

relationship between transformational leadership and organizational commitment. 

Conceptually, transformational leadership is expected to foster loyalty and 

commitment by providing attention, direction, and support to individuals within the 

organization. For instance, a school principal who demonstrates inspirational 

leadership, sets a positive example, and encourages innovation in the workplace has 

the potential to cultivate teachers' commitment to their school. Conversely, a lack 

of support and enthusiasm from leadership can hinder the development of 

organizational commitment. 

However, the findings of this study suggest that job satisfaction does not play 

a strong mediating role in this dynamic. This is further evidenced by the direct effect 

coefficient (0.342) being substantially higher than the indirect effect through job 

satisfaction (0.046). Therefore, it can be concluded that job satisfaction is not an 

effective intervening variable in the relationship between transformational 

leadership and organizational commitment. 

The Positive Indirect Influence of Self-Efficacy on Organizational 

Commitment through Job Satisfaction 

The ninth hypothesis test indicates a positive and significant indirect effect of 

self-efficacy on organizational commitment through job satisfaction. This 

hypothesis is supported by a t-statistic of 3.168 (greater than 1.96), a p-value of 

0.001 (less than 0.05), and a path coefficient (β) = 0.154. The positive coefficient 

suggests that job satisfaction functions effectively as a mediating variable. 

Conceptually, self-efficacy reflects an individual’s belief in their ability to 

complete tasks and overcome challenges. Individuals with high self-efficacy tend 

to be more resilient, solution-oriented, and capable of working optimally. This, in 

turn, leads to greater job satisfaction—defined as a positive perception of one's 

work experience—which subsequently strengthens their commitment to the 

organization. 

These findings clarify that job satisfaction serves as a critical pathway linking 

self-efficacy and organizational commitment. This is evidenced by the higher 
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indirect effect coefficient (0.154) compared to the direct effect (0.121). Therefore, 

it can be concluded that job satisfaction is an effective intervening variable that 

enhances the influence of self-efficacy on organizational commitment. 

The Positive Indirect Influence of Teamwork on Organizational Commitment 

through Job Satisfaction 

The tenth hypothesis test reveals a positive but insignificant indirect effect of 

teamwork on organizational commitment through job satisfaction. This hypothesis 

is supported by a t-statistic of 2.124 (greater than 1.96), a p-value of 0.018, and a 

path coefficient (β) of 0.063. 

In general, job satisfaction is the immediate outcome felt by individuals in 

carrying out their work, whereas organizational commitment reflects a strong sense 

of attachment and loyalty to the organization, which enables individuals to fulfill 

their responsibilities effectively. Although teamwork is often associated with self-

efficacy and the ability to handle challenges, these results indicate that job 

satisfaction is not an effective mediating variable in the relationship between 

teamwork and organizational commitment. 

This finding highlights that while the relationship is positive, job satisfaction 

does not significantly mediate the effect of teamwork on organizational 

commitment. This is further supported by the fact that the direct effect coefficient 

(0.537) is much greater than the indirect effect (0.063). Thus, job satisfaction is not 

an effective mediator in moderating the influence of teamwork on organizational 

commitment. 

CONCLUSION 

This study successfully identified strategies to enhance organizational 

commitment by analyzing both direct and indirect influences among the research 

variables and by uncovering which variable indicators require improvement or 

further development. Based on the interpretation of the results and hypothesis 

testing, it can be concluded that there are positive and significant direct effects of 

transformational leadership, teamwork, and job satisfaction on organizational 

commitment, with path coefficients of β = 0.342, β = 0.537, and β = 0.279, 

respectively. Conversely, the direct effect of self-efficacy on organizational 

commitment was positive but not significant (β = 0.121). 

Transformational leadership, self-efficacy, and teamwork also showed 

positive direct effects on job satisfaction, with coefficients of β = 0.166, β = 0.553, 

and β = 0.226, respectively—though only the effects of self-efficacy and teamwork 

were statistically significant. Regarding indirect effects, transformational 

leadership and teamwork did not show significant indirect effects on organizational 

commitment through job satisfaction (with β = 0.046 and β = 0.063, respectively). 

In contrast, self-efficacy demonstrated a positive and significant indirect effect (β 



 

 

Strategies for Enhancing Commitment to the Organization through Programs… 

SUJANA: Journal of Education and Learning Review Vol. 4, Issue. 1 (2025) 

57 

 

= 0.154), indicating that job satisfaction effectively mediates the relationship 

between self-efficacy and organizational commitment. 
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