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 This study analyzes (1) the relationship between transformational leadership and 

organizational commitment; (2) the relationship between transformational leadership 

and job satisfaction; (3) the relationship between job satisfaction and organizational 

commitment; and(4) the relationship between transformational leadership and 

organizational commitment through the mediating role of job satisfaction. This 

investigation focused on the causes as 61 teachers at SMAN 1 Bukittinggi constituted 

the entire study population. The sampling method used in this study is using total 

sampling, where the entire population is sampled. This research uses software called 

SmartPLS4 used for the analysis method. Data analysis in this study revealed that: (1) 

Transformational leadership has a positive and significant effect on organizational 

commitment in teachers of SMAN 1 Bukittinggi.; (2) Transformational leadership has 

a positive and significant effect on job satisfaction in teachers of SMAN 1 Bukittinggi.; 

(3) Job satisfaction has a positive and significant effect on organizational commitment 

in teachers of SMAN 1 Bukittinggi.; (4) Transformational leadership has a positive and 

significant effect on organizational commitment of teachers at SMAN 1 Bukittinggi 

through job satisfaction. 
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INTRODUCTION 

In today's world of work, compe itition is ve iry compe ititive i, huiman re isouirce is are i an important 

asse it for the i company. E iliyana e it al., (2019) organizational commitme int re ifle icts an attituide i that displays 

loyalty to whe ire i the iy work. Whe in e imploye ie i organizational commitme int is high, it will he ilp the i 

organization to achie ive i its goals. 

One i se ictor whe ire i organizational commitme int is ve iry re ile ivant is in the i world of e iduication. If 

in a company e imploye ie is act as a reisouirce i that is re ilie id uipon, the in at school te iache irs arei a reisouirce i that 

is e ixpe icte id to achie ive i the i vision and mission of the i school. The ire ifore i, it is ne ice issary to incre iase i 

organizational commitme int in te iache irs at school.  

To achie ive i goals and maintain school accre iditation, te iache irs are i re iquiire id to work 

profe issionally and be i committe id to the i school. Organizational commitme int involve is e imploye ie is' de isire i 

to give i the iir be ist in line i with organizational goals and obje ictive is (Mwsigwa e it al., 2020). Teiache irs who 

have i a strong commitme int arei ne ie ide id be icauise i the iy will work more i optimally in carrying ouit the i 

assigne id tasks. 
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Base id on initial obse irvations, the i auithor se ie is a gap that shows that the i organizational 

commitme int of te iache irs is still low and not optimal, this can be i se ie in from the i high le ive il of abse inte ie iism 

in e ive iry activity he ild by the i school. This is a me iasuire i of organizational commitme int and shows that 

the i highe ir the i te iache ir abse inte ie i le ive il, the i lowe ir the i le ive il of organizational commitme int. This is in line i 

with re ise iarch conduicte id by Halimse itiono (2014) which state is that high abse inte ie iism rate is can be i an 

indication of a lack of organizational commitme int in the i workplace i. In addition to the i acadeimic fie ild, 

te iache irs arei also re iquiire id to be i able i to se irvei stuide ints in the i non-acade imic fie ild. The ire i is a proble im 

be icauise i the ire i are i still many te iache irs who do not carry ouit the iir assigne id duitie is prope irly as 

e ixtracuirricuilar coache is. 

To achie ive i a high le ive il of organizational commitme int, a leiadeirship approach is ne ie ide id that 

can inspire i and buiild a positive i work climate i (Widyatmika & Riana, 2020). In this case i, transformational 

le iade irship is a leiade irship style i that is suiitable i to be i applie id in a dynamic school e invironme int and has 

te iache irs who are i profe issionals and have i high inte ille ictuiality. Ayaz & Awais (2023) stateid that 

e imploye ie is le id by transformational le iade irs will have i highe ir le ive ils of organizational commitme int.  

The i ne ixt factor that can affeict organizational commitme int in te iache irs is job satisfaction. 

According to Ismail & Razak (2016), in work situiations, whe in e imploye ie is fe ie il satisfie id in the iir jobs, both 

inte irnal and e ixte irnal, this can le iad to highe ir organizational commitme int.  In addition, job satisfaction 

can me idiate i be itwe ie in transformational le iade irship and organizational commitme int. E imploye ie is who 

fe ie il suipporte id and valuie id by le iade irs will fe ie il satisfie id and havei organizational commitme int. In line i 

with pre iviouis re ise iarch incluiding Widyamika & Riana (2020), Seinjaya & Anindita (2020), and Mwsigwa 

e it al., (2020) which state i that job satisfaction me idiate is the i re ilationship be itwe ie in transformational 

le iade irship and organizational commitme int.  

LITERATURE REVIEW 

Organizational Commitment 

An individuial's organizational commitme int is a re ifle iction of the iir le ive il of attachme int to the i 

organization whe ire i the iy work (Griffin, 2013). Meianwhile i, according to Luithans (2012) organizational 

commitme int is a strong de isire i to re imain part of the i organization. This involve is a de isire i to e ingage i and 

contribuite i to the i be ist of one i's ability in accordance i with the i goals and obje ictive is of the i organization. 

Me iye ir & Allein (2010) reive iale id that an eimploye ie i who has organizational commitme int will always be i 

loyal to whe ire i the iy work. Pe irsonal characte ir, job characte iristics, le iade ir suipport, job satisfaction, 

opportuinity to de ive ilop are i factors that influie ince i organizational commitme int. 

While i the i strong de isire i to re imain as a me imbe ir, the i de isire i to try hard at work, acce iptance i of 

organizational valuie is and acceiptance i of organizational goals are i me iasuire is of organizational 

commitme int. 

Transformational Leadership 

Ke ipe imimpinan adalah se ise iorang yang me imiliki tuigas uintuik me inge infdalikan dan me imbe iri 

arah apakah organisasi te irse ibuit be irge irak majui ataui muinduir (Sabe ikti, 2020). According to Suidoro 

(2018) as a whole i, le iade irship can be i inte irpre ite id as an e iffort to achie ive i ce irtain goals. Transformational 

le iade irship is whe in followe irs fe ie il that the iy have i faith, admiration, loyalty, and re ispe ict for the iir le iade ir.  

The i fouir indicators of transformational le iade irship are i ide ialize id influie ince i, inte ille ictuial 

stimuilation, inspirational motivation and individuialize id atteintion (Bass & Avolio, 2020). 

Job Satisfaction is a positive i or ple iasant e imotional condition re isuilting from an e ivaluiation of an 

individuial's job or work e ixpe irie ince i (Luithans (2012). In addition, Job Satisfaction e ixpre isse id by Afandi 

(2018) is a positive i attituide i of e imploye ie is towards the iir work, which arise is be icauise i of an asse issme int of 
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working conditions. The i asse issme int can be i carrieid ouit on one i of his jobs, the i asse issme int is carrie id ouit 

as a se inse i of appre iciation in achie iving an important valuie i in the i job.  

According to O'Connor (2018), whe ithe ir it is a positive i or ne igative i pe irspe ictive i, Job Satisfaction 

is the i way individuials vie iw the iir work. Job satisfaction has five i indicators, name ily work, pay, 

promotion, suipe irvisors and coworke irs.  

Hypothesis 

Base id on the i backgrouind de iscription and the iore itical stuidie is above i, the i auithors can formuilate i 

the i re ise iarch hypothe isis as follows: 

H1: Transformational Le iade irship has a positive i and significant e iffe ict on Organizational Commitme int. 

H2: Transformational Le iade irship has a positive i and significant e iffe ict on Job Satisfaction. 

H3: Job Satisfaction has a positive i and significant e iffe ict on Organizational Commitme int. 

H4: Transformational Le iade irship has a positive i and significant e iffe ict on Organizational Commitme int 

throuigh Job Satisfaction as me idiation. 

From the i the iore itical stuidy and reise iarch hypothe isis, to facilitate i reise iarch, the i following 

re ise iarch frame iwork: 

 

 

 

 

 

 

 

 

 

 

 

 

Figu ire i 1. Conce iptuial Frame iwork 

 

 

METHOD 

 This stuidy uise is cauisative i me ithodology, this stuidy e ixamine is the i e iffe ict of 

Transformational Le iade irship on Organizational Commitme int in te iache irs of SMA Ne ige iri 1 Buikittinggil 

throuigh Job Satisfaction as a me idiating variable i. The i popuilation in this stuidy we ire i all te iache irs at SMA 

Ne ige iri 1 Buikittinggi totaling 61 peiople i, whe ire i all teiache irs we ire i sample id for this stuidy. This re ise iarch 

uise is a quie istionnaire i me ithod with a Like irt scale i. Data analysis in this stuidy uise id SE iM PLS on 

SmartPLS4 software i. 

RESULT AND DISCUSSION 

In this stuidy, the i characte iristics of re isponde ints base id on ge inde ir, age i, and le ive il of e iduication 

and te inuire i. Data on the i characte iristics of re isponde ints can be i se ie in in table i 1 be ilow: 

 

 

 

 

Commitment 
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Job Statisfaction 

Transformational 

Leadership 

H2 H3 
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H1 
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 Table 1. Data Characteristic of Respondent 

Characte iiristics Cate iigory Amouint Pe iirse iintase ii 

Ge iinde iir Male ii 10 16% 

 Famale ii 51 84% 

 <25 yeiiars 3 5% 

 

 26 – 30 yeiiars 3 5% 

Age ii 31 – 35 yeiiars 7 11% 

 36 – 40 yeiiars 2 3% 

 41-45 ye iiars 5 8% 

 46-50 ye iars 17 28% 

 51-55 ye iars 

56-60 ye iars 

15 

9 

25% 

15% 

 

Le ive il E iiduication Sarjana (S1) 46 75% 

 Magiste ir(S2) 14 23% 

 Doktor (S3) 

 

1 

 

2% 

 1 – 5 yeiiars 12 20% 

 6 – 10 yeiiars 4 7% 

Working Houirs 11 – 15 yeiiars 5 8% 

 16 – 20 yeiiars 18 29% 

 >21 yeiiars 22 36% 

 

 

    

SMAN 1 Buikittinggi, from the i re isuilts of data proce issing that the i auithor has done i in e iach 

variable i, the i re ise iarche ir conduicts a de iscription with the i aim of e ixplaining the i proportion of the i nuimbe ir 

of re isponde ints to the i re ise iarch variable is. 

 

 

 

 

 

 

 

Table 2. Average Organizational Commitment Frequency Distribution Indicator. 

No Indicator Total Score ii Ave iirage ii TCR Information 

1 Strong de isire i as a 

me imbe ir. 

861 4,70 94% High 

2 De isire i to work hard at 

work. 

822 4,48 89% High 

3 

 

4 

Acce iptance i of 

organizational valuie is. 

Acce iptance i of 

organizational goals. 

 

801 

 

831 

4,37 

 

4,53 

87% 

 

90% 

High 

 

High 

Accuimuilate iid ave iirage ii score ii 4,52 90% High 

 



Author et al. / Human Resources Management Studies 1 (2), 2023, XX-XX 

 

 

 
 

6 
 

Base id on the i re isu ilts of the i Organizational Commitme int fre iquie incy distribuition calcuilation, 

the ire i are i fouir indicators u ise id in this stuidy to me iasuire i Organizational Commitme int. The i re isuilts show 

a score i of 4.52 with a re isponde int achie ive ime int rate i of 90%, so it can be i concluide id that Organizational 

Commitme int in te iache irs of SMAN 1 Buikittinggi is high and ne ie ids to be i maintaine id. 

 

 

 

 

Table 3. Average Transformational Leadership Frequency Distribution Indicator. 

No Indicator Total Score ii Ave iirage ii TCR Information 

1 Ide ial Influie ince i 1107 4,53 90% High 

2 Inte ille ictuial stimu ilation 823 4,49 89% High 

3 

 

4 

Inspirational 

Motivation 

Atte intion is individuial 

1319 

 

1064 

4,47 

 

4,35 

89% 

 

87% 

High 

 

High 

Accuimuilate iid ave iirage ii score ii 4,46 87% High 

 

Base id on the i re isu ilts of the i fre iquieincy distribuition calcuilation that the i auithor did on the i fouir 

Transformational Le iade irship indicators uise id to me iasuire i Transformational Le iade irship, the ire i is an 

ave irage i score i of 4.46 and the i re isponde int's achie ive ime int le ive il is 87%. From the ise i re isuilts it can be i 

concluide id that Transformational Le iade irship at SMAN 1 Buikittinggi is in the i high cate igory, this 

indicate is that Transforamational Le iade irship ne ie ids to be i maintaine id. 

 

Table 4. Average Job Statisfaction Frequency Distribution Indicator. 

No Indicator Total Score ii Ave iirage ii TCR Information 

1 Jobs 819 4,47 89% High 

2 

3 

4 

5 

Wage is 

Promotion 

Suipe irvisor 

Coworke irs 

762 

777 

812 

821 

4,16 

4,24 

4,43 

4,48 

83% 

84% 

88% 

89% 

High 

High 

High 

High 

Accuimuilate iid ave iirage ii score ii 4,35 87% High 

 

Base id on the i re isuilts of the i calcuilation of the i total fre iquie incy distribuition on the i Job Satisfaction 

indicator, it can be i conclu ide id that the i Job Satisfaction of te iache irs at SMAN 1 Buikittinggi is in the i high 

cate igory, this ne ie ids to be i maintaine id.. The ire i are i 5 indicators uise id to me iasuire i Job Satisfaction, which 

are i suimme id uip the ire i is an ave irage i score i of 4.35 with a re isponde int achie ive ime int le ive il of 87%.  

Conve irge int and discriminate i validity are i part of the i validity te ist. Che icking the i factor loadings 

or ouite ir loadings is how conve irge int validity te isting is done i. Conve irge int validity is conside ire id fuilfille id 

if the i ouite ir loading valuie i is gre iate ir than> 0.7. Discriminate i validity can be i fuilfille id if the i cross loading 

is gre iate ir than 0.7, this can be i fouind by comparing the i corre ilation be itwe ie in indicators of one i variable i 

and anothe irIt is said to have i discriminatory validity if the i corre ilation of the i variable i indicators is highe ir 

than othe ir variable is. 

 



Author et al. / Human Resources Management Studies 1 (2), 2023, XX-XX 

 

 

 
 

7 
 

 
Figure 2. First Outer Model  

 

Figuire i 2 shows the i initial form of the i re ilationship mode il be itwe ie in variable is. This initial 

re ilationship mode il illuistrate is that the i indicators are i not ye it valid, be icauise i the iy still have i a loading 

factor valuie i be ilow 0.5. The ire ifore i, it is ne ice issary to re istimuilate i the i initial construict mode il by re imoving 

the i indicator that falls into discriminat validity as muich as 1 state ime int uinde ir the i loading factor. Afte ir 

invalid indicators are i discardeid, the i variable i mode il is re istimate id and the i final form of the i mode il 

be itwe ie in variable is is obtaine id which can be i se ie in in Figuire i 3 beilow. 

 

 
 

 Figure 2. Final Outer Model  

 

Base id on the i ouite ir loading re isuilts shown in the i figuire i, e iach variable i indicator provide is a high 

le ive il of conve irge int validity. This is be icauise i all indicators have i loading factors above i 0.5. Likeiwise i, the i 

cross loading valuie i shows good discriminant validity, name ily if the i variable i indicator corre ilation 

comparison has a highe ir valuie i than the i corre ilation of othe ir variable i indicators. Anothe ir me ithod uise id 

to asse iss discriminant validity is to compare i the i Squiare i Root Of Avarage i (AVE i) valu ie i for e iach construict 
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with the i corre ilation be itwe ie in one i construict and anothe ir in the i mode il. A construict can be i said to be i valid 

if it has an AVE i valuie i> 0.5. 

In addition, a re iliability te ist was carrie id ouit by looking at the i composite i re iliability and 

Cronbach's alpha of the i indicator block to me iasuire i the i construict. The i re isuilts of composite i re iliability 

and Cronbach's alpha can be i said to be i re iliable i if the iy have i a valuie i above i 0.7. 

Te isting the i inne ir mode il or struictuiral mode il is carrie id ouit to se ie i the i re ilationship be itwe ie in 

construicts, the i significance i valuie i and R-Squiarei of the i re ise iarch mode il.. The i struictuiral mode il was 

e ivaluiate id uising the i R-Squiare i for the i eindoge inouis construicts t-te ist as we ill as the i significance i of the i 

struictuiral path parame ite ir coe ifficie ints. In asse issing the i mode il with PLS, we i start by looking at the i R-

Squiarei for e iach e indoge inouis late int variable iThe i re isuilts showe id that job satisfaction was obtaine id by 

0.658 whe ire i this re isuilt shows 65%, the i Job Satisfaction variable i can be i influie ince id by the i 

Transformational Le iade irship variable i. While i for the i Organizational Commitme int variable i, it is 

obtaine id at 0.770 whe ire i this re isuilt shows 77% of the i Organizational commitme int variable i can be i 

influie ince id by the i Transformational Le iade irship variable i. 

DISCUSSION 

 

Base id on the i re isu ilts of the i analysis of Transformational le iade irship variable is have i a positive i 

and significant e iffe ict on Organizational Commitme int in te iache irs at SMAN 1 Buikittinggi. The i 

calcuilation re isuilts show that the i path coe ifficie int is 0.559 with a t-statistic of 5.264, the i valuie i of the i 

positive i and significant influie ince i be itwe ie in Transformational Le iade irship and Organizational 

Commitme int. If high Transformational Le iade irship is applie id in SMAN 1 Buikittinggi, it will affe ict the i 

Organizational Commitme int of te iache irs. This is be icauise i whe in the i principal applie is and provide is ide ial 

influie ince i, inte ille ictuial stimuilation, inspirational motivation and individuialize id atteintion so that 

te iache irs fe ie il satisfie id be icauise i the iy are i careid for by the iir le iade irs at work, it will le iad to high 

Organizational Commitme int in te iache irs.. The ire ifore i, it is ve iry ne ice issary for schools to have i high 

Transformational Le iade irship in orde ir to incre iase i Organizational Commitme int in be itte ir te iache irs. 

Base id on the i re isu ilts of the i analysis, the i Transformational Le iade irship variable i has a positive i 

and significant e iffe ict on te iache ir Job Satisfaction at SMAN 1 Buikittinggi. Be icauise i the i re isuilts of the i 

calcuilation obtaine id a path coe ifficie int valuie i of 0.811 with a t-couint of 15.729, this valuie i is more i than 

the i t table i valuie i (1.96). The i re isuilts show that the ire i is a positive i and significant influie ince i be itwe ie in 

transformational le iade irship and job satisfaction. 

If high Transformational Le iadeirship is applie id in SMAN 1 Buikittinggi, it will affeict the i 

Organizational Commitme int of te iache irs. This is be icauise i whe in the i principal applie is and provide is ide ial 

influie ince i, inte ille ictuial stimuilation, inspirational motivation and individuialize id atteintion so that 

te iache irs fe ie il satisfie id be icauise i the iy are i careid for by the iir le iade irs at work, it will le iad to high 

Organizational Commitme int in te iache irs. The ire ifore i, it is ve iry ne ice issary for schools to have i high 

Transformational Le iade irship in orde ir to incre iase i Organizational Commitme int in be itte ir te iache irs. 

Base id on the i re isuilts of variable i analysis, Job Satisfaction has a positive i and significant e iffeict on 

Organizational Commitme int in te iache irs of SMAN 1 Buikittinggi. Juidging from the i re isuilts of the i 

calcuilation, the i path coe ifficie int valuie i is 0.361 with a t-couint of 3.339, which is gre iate ir than the i t-table i 

(1.96). This re isuilt me ians that the ire i is a positive i and significant influie ince i be itwe ie in job satisfaction and 

organizational commitme int in te iache irs. 

If the i Job Satisfaction of SMAN 1 Buikittinggi te iache irs is highe ir, it will also affeict the i 

Organizational Commitme int of te iache irs. Whe in te iache irs have i a se inse i of satisfaction in e ive iry aspe ict of 

work, pay, promotion, suipe irvision, and good coworke irs, it will le iad to high Job Satisfaction in te iache irs. 

The ire ifore i, it is ne ice issary for teiache irs to have i high Job Satisfaction in orde ir to incre iase i be itte ir 

Organizational Commitme int. 

Transformational Le iade irship has a positive i e iffe ict on Organizational Commitme int throuigh Job 

Satisfaction. This re isuilt is suipporte id in the i t stuidy of 3.369 which is gre iate ir than 1.96, this me ians that 
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it shows that the i re isuilts are i significant. Thuis, the i indire ict e iffe ict mode il of the i Transformational 

Le iadeirship variable i on Organizational Commitme int is significant throuigh Job Satisfaction. 

This me ians that Transformational Le iade irship applie id by the i principal has a dire ict influie ince i 

on Organizational Commitme int.. Howe ive ir, the i e iffe ict will be i be itte ir if Transformational Le iade irship 

applie id in schools is followe id by Job Satisfaction, so that it can have i a beitte ir influie ince i on the i 

Organizational Commitme int of te iache irs. 

CONCLUSSION 

1. At SMAN 1 Buikittinggi, the ire i is a direict and significant and positive i influie ince i be itwe ie in 

Transformational Le iade irship and Organizational Commitme int of te iache irs at SMAN 1 Buikittinggi. 

This shows that transformational le iade irship affe icts Organizational Commitme int in te iache irs at 

SMAN 1 Buikittinggi..  

2. The ire i is a dire ict and significant and positive i influie ince i be itwe ie in Transformational Le iadeirship and 

Job Satisfaction on te iache irs at SMAN 1 Buikittinggi. This me ians that te iache irs at SMAN 1 

Buikittinggi fe ie il that Transformational Le iade irship applie id in the i school e invironme int affe icts Job 

Satisfaction in e iach individuial te iache ir. 

3. The ire i is a dire ict and significant and positive i influie ince i be itwe ie in Job Satisfaction and Organizational 

Commitme int on te iache irs at SMAN 1 Buikittinggi. his me ians that te iache irs of SMAN 1 Buikittiggi 

fe ie il that the iir job satisfaction is able i to influie ince i Organizational Commitme int.  

4. The ire i is an indire ict and significant and positive i influie ince i be itwe ie in the i e iffe ict of Transformational 

Le iadeirship on Organizational Commitme int with Job Satisfaction as a me idiating variable i on 

te iache irs at SMAN 1 Buikittinggi.  

SUGGESTION 

Base id on the i re ise iarch findings, te iache irs' Organizational Commitme int is influie ince id by 

Transformational Le iade irship applie id in the i school e invironme int. The ire ifore i, the i principal of SMA 

Ne ige iri 1 Buikittinggi is advise id to always apply le iadeirship principle is suich as providing ide ial influie ince i, 

inte ille ictuial stimuilation, inspirational motivation and individuial atte intion to te iache irs, so that te iache irs 

fe ie il careid for and beine ifite id by the i principal's policie is, thuis incre iasing the i organizational commitme int 

of te iache irs at SMAN 1 Buikittinggi. 
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