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Abstract. Teachers’ organizational commitment is an important factor in maintaining 

performance quality, loyalty, and the sustainability of educational processes in schools. 

However, the level of teachers’ commitment often varies in practice, highlighting the need 

to understand the factors that can enhance it. This study aims to analyze the influence of 

organizational culture and agile leadership on teachers’ organizational commitment. A 

quantitative approach was employed using the SEM-PLS analysis method. Data were 

collected through questionnaires distributed to teacher respondents and analyzed to 

examine the relationships among variables in the research model. The results show that 

agile leadership has a positive and significant effect on organizational commitment, with 

a path coefficient of 0.181, a t-statistic of 3.047, and a p-value of 0.002. In addition, 

organizational culture also has a positive and significant effect on organizational 

commitment, with a path coefficient of 0.699, a t-statistic of 11.519, and a p-value of 0.000. 

These findings indicate that stronger implementation of agile leadership and a well-

established organizational culture contribute to higher levels of teachers’ organizational 

commitment. Therefore, strengthening organizational culture and implementing adaptive 

leadership are important strategies to enhance teachers’ commitment within educational 

institutions. 
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Introduction  

Developments in the global environment have affected various aspects of life, including 

education. These developments have influenced the overall quality of national education, 

including changes in mobility (Fayyad & Hadi, 2025). Such mobility includes digitalization, the 

acceleration of technological innovation, curriculum changes, and the demand for post-

pandemic adaptation, which have transformed schools from merely administrative institutions 

into dynamic learning organizations (Pujiono et al., 2025). In this context, schools are expected 

to adapt quickly, respond effectively to change, and possess human resources that are not only 

competent but also strongly attached to the organization (Hariyati et al., 2023). Strong 

attachment reflects an individual’s commitment to the organization (Raharjo et al., 2023). 

Research findings indicate that organizational commitment has a significant relationship with 

organizational change in schools, accounting for approximately 40% (Windasari et al., 2022). 

This finding highlights the importance of organizational commitment in the educational context. 
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Organizational commitment is a psychological state that describes the relationship between 

an individual and an organization, which influences the individual’s decision to remain a 

member of the organization (Nguyen et al., 2024). Teachers are expected to possess 

organizational commitment because it is significantly associated with teacher performance, 

accounting for 74.9% (Muhtasor et al., 2025). Limon (2022) states that teachers’ organizational 

commitment reflects the level of loyalty, identification, and involvement of teachers with the 

goals, values, and mission of the school, particularly in relation to their professional roles within 

the institution. In Solok City, West Sumatra, organizational commitment among vocational high 

school teachers was found to be in the high category (Inggriani et al., 2021). Having strong 

organizational commitment can also increase teachers’ job satisfaction (Önder et al., 2023).  

However, in reality, some teachers still demonstrate low levels of organizational 

commitment. In Tambang District, Kampar Regency, Riau Province, teachers were found to 

have low organizational commitment (Annisa et al., 2023). Similarly, at SMKN 1 Surabaya, 

organizational commitment was also categorized as low (Rahmalina & Ghofar, 2025). Low 

organizational commitment among teachers can lead to increased turnover intention 

(Ramadhani et al., 2023), decreased performance  (Mulyawardhana & Merdiaty, 2025), and 

burnout (Pratiwi et al., 2023). These conditions have the potential to hinder the stability of 

school organizations and reduce the quality of educational services. Therefore, it is important 

to identify factors that can strengthen teachers’ organizational commitment. One factor that 

plays an important role in strengthening organizational commitment is organizational culture 

(Dunger, 2023).  

Organizational culture is understood as a set of basic assumptions shared by members of an 

organization, developed through a process of collective learning in dealing with problems, and 

transmitted to new members as guidelines for behavior (Schein, 2010). In the school context, 

organizational culture is reflected in teachers’ professional values, patterns of collaboration 

among educators, support for instructional innovation, and collective commitment to the vision 

and mission of education (Iman et al., 2025; Nguyen et al., 2021; Nurlathifah & Hidayat, 2025; 

Sofiyan et al., 2022). A positive organizational culture creates a supportive work environment 

in which teachers feel valued, involved, and become an integral part of the school institution 

(Hafizi et al., 2025). Empirically, several studies indicate that organizational culture plays an 

important role in strengthening teachers’ commitment to their schools. A positive organizational 

culture has been shown to increase organizational commitment (Valcarcel, 2025), strengthen 

collaboration among colleagues with very good category scores (Figueroa & Abellana, 2025), 

and encourage emotional attachment when there is alignment between personal values and 

school values (Huang et al., 2023).  

Furthermore, Maryanto et al. (2025) reported that organizational culture significantly 

influences organizational commitment by 32.5%. However, empirical conditions reveal 

variations in the level of organizational culture across schools. A study involving 66 civil servant 

vocational high school teachers in Bandung found that organizational culture was categorized 

as high (Purnamasari & Santoso, 2022). In contrast, a study of 129 vocational high school 

teachers in Padang found that 59.84% of teachers were categorized as having low organizational 

culture (Widiawati et al., 2024). A weak organizational culture can contribute to lower levels of 

teachers’ organizational commitment (Sahid et al., 2024).  

Although organizational culture plays an important role in shaping teachers’ commitment, 

its presence alone is not sufficient given the increasingly complex dynamics of educational 

change. Rapid curriculum changes, the integration of digital technology in learning, and the 

demands for improving educational quality require leadership that is adaptive and responsive 

(Hafizi et al., 2025). Schools not only require a strong value system but also leaders who are 

capable of mobilizing the organization in a flexible and collaborative manner. Therefore, 

adaptive leadership becomes a strategic factor in strengthening organizational commitment 

(Yonasta & Tung, 2024). Leadership that was previously viewed as necessary to address the 

https://journal.aapbk.org/index.php/jitss


 Rosada, R., & Adam, A. (2026)│162 

 

JITSS (Journal of Innovation and Trend in Social Sciences)  
Vol. 2, No. 3, 2026, pp. 160- 179 

https://doi.org/10.63203/jitss.v2i3.517  

complexity of change can, in practice, be represented through the agile leadership approach 

(Rakhmadi et al., 2025) 

Agile leadership refers to a leader’s ability to effectively lead in conditions of rapid and 

complex change in a flexible, reflective, and collaborative manner, while adjusting leadership 

approaches according to situational demands (Joiner & Josephs, 2007). The concept of agile 

leadership has developed as a response to dynamic and uncertain organizational environments 

(Husein et al., 2023). Agile leadership emphasizes the leader’s ability to adapt quickly to 

change, encourage team collaboration, empower organizational members, and make responsive 

decisions based on continuous learning (Nugroho et al., 2024). In the school environment, 

principals who apply agile leadership principles tend to be more open to instructional 

innovation, support teachers’ professional development, and create participatory 

communication (Rakhmadi et al., 2025). These conditions can enhance teachers’ commitment 

to their schools. 

Furthermore, research findings indicate that agile leadership influences organizational 

commitment as it is able to build trust, provide clear direction, and create a positive 

organizational culture (Husein et al., 2023). According to Porkodi (2024) leadership that is 

responsive to change is significantly associated with increased organizational commitment. This 

occurs because teachers who feel supported by their leaders tend to develop stronger emotional 

attachment, a greater willingness to remain within the organization, and a higher readiness to 

contribute optimally to the achievement of school goals (Xu & Pang, 2024). 

Although various studies have demonstrated that organizational culture and agile leadership 

each influence organizational commitment, most of these studies have examined them 

separately. Furthermore, research on organizational culture tends to emphasize value systems, 

norms, and collective practices in building teachers’ commitment to schools (Iman et al., 2025; 

Nguyen et al., 2021). Meanwhile, leadership research generally focuses on the role of individual 

leaders in influencing employees’ attitudes and behaviors (Akib et al., 2023).  

Conceptually, organizational culture and leadership are two interrelated variables that cannot 

be separated within the dynamics of school organizations (Fauzi et al., 2022). Organizational 

culture forms a framework of values and a collective identity that serve as the foundation for 

the behavior of organizational members, while agile leadership functions as a driving 

mechanism that actualizes these values in everyday practices (Nurpalah et al., 2025). In the 

context of rapid and complex educational changes, a strong organizational culture without 

adaptive leadership has the potential to become stagnant. Conversely, adaptive leadership 

without a solid organizational culture foundation may lose direction and consistency (Lamaro 

et al., 2025). Therefore, the integration of organizational culture and agile leadership is expected 

to contribute more comprehensively to shaping and strengthening teachers’ organizational 

commitment. 

Vocational high schools present distinct characteristics that differentiate them from general 

secondary schools, particularly in terms of their orientation toward workforce readiness and 

industry alignment. Vocational high schools are required to continuously adapt to rapid 

technological advancements, evolving industry standards, and the demands of the labor market, 

which often necessitate frequent curriculum adjustments and the integration of practical, 

competency-based learning. In addition, the implementation of link and match programs with 

industry partners places greater pressure on schools to ensure that graduates possess relevant 

and up-to-date skills (Nugroho et al., 2024; Rakhmadi et al., 2025). These dynamic and complex 

demands create a more uncertain and rapidly changing organizational environment compared to 

general schools. Consequently, leadership in the SMK context requires a higher degree of 

flexibility, responsiveness, and adaptability (Hafizi et al., 2025). In this regard, agile leadership 

becomes particularly relevant, as it enables school leaders to effectively navigate change, 

support teachers in adapting to evolving demands, and foster a collaborative and innovative 

organizational climate that strengthens teachers’ organizational commitment (Husein et al., 

2023; Xu & Pang, 2024). Therefore, compared to general secondary schools, the need for agile 

https://doi.org/10.63203/jitss.v2i3.517


163│ A Predictive Model of Organizational Commitment ... 

 

Asosiasi Asesmen Pendidikan, Banten, Indonesia  
Journal homepage : https://journal.aapbk.org/index.php/jitss    

leadership in vocational high schools becomes more urgent, as the inability to respond 

effectively to rapid changes may directly impact the relevance of graduates’ competencies and 

the overall quality of vocational education (Widiawati et al., 2025). 

Furthermore, although the concept of agile leadership has increasingly developed in modern 

management and organizational studies, its application in the educational context remains 

relatively limited (Nugroho et al., 2024), particularly among teachers in vocational high schools. 

Leadership research in education is still largely dominated by transformational, transactional, 

or instructional leadership approaches. Studies that specifically examine agile leadership as a 

predictor of teachers’ organizational commitment remain scarce, especially in the context of 

vocational high schools in Indonesia, which are currently facing challenges related to digital 

transformation and changes in educational policies. Moreover, variations in the levels of 

organizational commitment and organizational culture reported in previous studies indicate the 

presence of organizational dynamics that require further investigation (Annisa et al., 2023; 

Inggriani et al., 2021; Purnamasari & Santoso, 2022; Widiawati et al., 2024). These differences 

suggest that contextual factors within school organizations may influence the relationships 

among variables. However, studies examining the simultaneous influence of organizational 

culture and agile leadership within a single empirical model to assess their relative contributions 

to vocational high school teachers’ organizational commitment remain limited. 

Based on the above discussion, it can be concluded that teachers’ organizational 

commitment is a strategic aspect in maintaining the stability and quality of education. 

Organizational culture and agile leadership are considered two important factors that 

theoretically and empirically have the potential to strengthen organizational commitment  

(Jusman, 2022). However, the limited number of studies that integrate these two variables 

simultaneously within the context of Indonesian education indicates the presence of a research 

gap that needs to be addressed. Therefore, this study aims to analyze the influence of 

organizational culture and agile leadership on teachers’ organizational commitment. This 

research is expected to provide theoretical contributions by enriching the study of organizational 

behavior in the field of education, particularly regarding the integration of organizational culture 

and adaptive leadership. In addition, it is expected to offer practical implications for school 

management in enhancing teachers’ organizational commitment in a sustainable manner. 

 

Method  

This study employed a quantitative approach with an explanatory research design aimed at 

analyzing the influence of organizational culture and agile leadership on organizational 

commitment among Guidance and Counseling teachers in Vocational High Schools under the 

Regional Education Sub-Department Region I of Central and South Jakarta. An explanatory 

design was chosen because the study focuses on examining the causal relationships among 

variables through a predictive model. Data analysis in this study was conducted using Structural 

Equation Modeling based on Partial Least Squares (SEM-PLS). 

 

 

 Participants 

Participants in this study were Guidance and Counseling teachers who teach at Vocational 

High Schools under the auspices of the Education Sub-Department Region I of Central Jakarta 

and South Jakarta. BK teachers were specifically selected as participants because their 

professional roles require intensive interaction with both school leadership and various 

stakeholders within the school organization. Unlike subject teachers who primarily focus on 

instructional activities, guidance and counseling teachers are actively involved in student 
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development, coordination with teachers and school management, and the implementation of 

school policies related to student guidance and well-being. This position places them in a 

strategic role in experiencing and interpreting organizational culture and leadership practices 

within the school. Therefore, their perceptions are considered particularly relevant for 

examining the influence of organizational culture and agile leadership on organizational 

commitment. 

 Sampling Procedures  

This research sample used a non-probability sampling approach with a purposive sampling 

method. This method is used to select respondents who meet certain criteria relevant to the 

research objectives (Sugiyono, 2020). The sample criteria in this study included (1) guidance 

and counseling teachers who actively teach at vocational high schools in the Education Sub-

Department Region I of Central Jakarta and South Jakarta, and (2) willingness to participate in 

the research. Based on this sampling process, the number of participants involved in this study 

was 170 guidance and counseling teachers. 

 Instrument  

The research instrument used in this study was a questionnaire developed by the researcher 

based on theoretical frameworks relevant to the research variables. The questionnaire was 

designed to measure respondents’ perceptions of organizational culture, agile leadership, and 

organizational commitment within the context of the school organization. The measurement of 

the organizational culture variable was developed based on the organizational culture concept 

proposed by Schein (2010), which includes three main aspects: basic underlying assumptions, 

espoused values, and organizational artifacts. The agile leadership variable was measured based 

on the concept developed by Joiner & Josephs (2007), which consists of four main aspects: 

adaptability to change, team collaboration, empowerment of organizational members, and 

responsive decision-making. Meanwhile, organizational commitment was measured based on 

the model developed by Meyer & Allen (1991) which includes three dimensions: affective 

commitment, continuance commitment, and normative commitment. 

The questionnaire items were developed by the researcher by referring to the indicators of 

each variable dimension. All items were measured using a five-point Likert scale ranging from 

1 (strongly disagree) to 5 (strongly agree). This instrument was designed to measure the 

perceptions of guidance and counseling teachers regarding the conditions of the school 

organization and the leadership style they experience within their work environment. 

 

 Procedures 

Before completing the questionnaire, participants were first provided with an explanation 

regarding the purpose of the study, data confidentiality, and their right to participate voluntarily. 

Participants who agreed to take part in the study were asked to provide informed consent online 

before proceeding to the questionnaire section. After giving their consent, participants were 

requested to complete a questionnaire consisting of several statements related to their 

perceptions of the school’s organizational culture, the leadership style they experience, and their 

level of organizational commitment. The questionnaire was completed independently by the 

participants and required approximately 10–15 minutes to complete. During the data collection 

process, the researcher was responsible for distributing the questionnaire link and monitoring 

the number of responses received until the targeted sample size was achieved. 
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 Data Analysis  

Data analysis in this study was conducted using Structural Equation Modeling based on 

Partial Least Squares (PLS-SEM) with the assistance of SmartPLS version 4 software. The PLS-

SEM method was selected because it is suitable for predictive research and capable of 

simultaneously analyzing relationships among latent variables (Hair et al., 2022). The analysis 

was carried out through two main stages: the evaluation of the measurement model (outer 

model) and the evaluation of the structural model (inner model). The evaluation of the 

measurement model aimed to assess the validity and reliability of the constructs. Convergent 

validity was evaluated using factor loading values with a threshold of ≥ 0.70 and the Average 

Variance Extracted (AVE) value of ≥ 0.50. Construct reliability was assessed using Composite 

Reliability and Cronbach’s Alpha values with a threshold of ≥ 0.70  (Hair et al., 2022). 

Furthermore, discriminant validity was examined using the Fornell–Larcker criterion, which 

states that the square root of the AVE value for each construct must be greater than the 

correlations between that construct and other constructs in the model (Fornell & Larcker, 1981). 

In addition, discriminant validity was also evaluated using the Heterotrait–Monotrait (HTMT) 

ratio with a threshold value of ≤ 0.90. After the measurement model met the established criteria, 

the structural model was evaluated to examine the relationships among latent variables in the 

research model. This evaluation included testing the coefficient of determination (R²) to assess 

the predictive power of the model, as well as examining the path coefficients. The significance 

of the relationships among variables was tested using a bootstrapping procedure with the criteria 

of t-statistics ≥ 1.96 or p-values ≤ 0.05 at a significance level of 5%. 

Results and Discussions  

 Result 

The Results and Discussion section aims to present the research findings and provide 

interpretations of the results obtained. In this section, the researcher explains the meaning of the 

findings, the implications generated, and their contributions to the development of existing 

knowledge. In addition, the discussion is used to explain the extent to which the research 

findings address the research questions or hypotheses proposed in the introduction section. The 

discussion in this study not only restates the research findings but also relates them to relevant 

theories and previous studies. Therefore, this section is expected to provide a deeper 

understanding of the relationships among the variables examined and to explain how the 

findings of this study enrich the understanding of the research problem being investigated. 

Respondent Description 

A total of 170 guidance and counseling teachers from vocational high schools under the 

supervision of the Regional Education Sub-Department Region I of Central and South Jakarta 

participated in this study. All respondents were actively teaching at their respective schools, 

resulting in relatively homogeneous job characteristics in terms of their professional roles within 

the school environment. The sample was dominated by female teachers (65%), while male 

teachers accounted for 35%. The sample also demonstrated substantial professional experience, 

with 32.8% of teachers having more than 10 years of experience, 32.2% having between 5 and 

10 years, and 26.0% having between 2 and 5 years of experience. Only 9.6% reported having 

less than 2 years of teaching experience. Most respondents held a bachelor’s degree (79.8%), 

while 20.2% had completed postgraduate education at the master’s or doctoral level. These 
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demographics indicate that the respondents possessed sufficient professional experience and 

academic preparation to provide informative responses. 

Descriptive Statistics of Variables 

Descriptive statistics were used to provide a general overview of respondents’ response 

tendencies toward the research variables, namely organizational commitment, organizational 

culture, and agile leadership. The descriptive statistics presented in Table 1 include the mean 

and standard deviation values for each variable. 

 

Table 1. Descriptive Statistics of Variables (Items measured on a 1–5 Likert scale; 

values represent summed indicator scores) 

Variable Indicator Mean Standar Deviasi 

Organizational Commitment K1 31.51 2.99  
K2 34.28 4.18  
K3 37.65 5.19 

Organizational Culture B1 13.11 1.75  
B2 43.47 5.28  
B3 43.61 5.16 

Agile Leadership L1 22.43 2.76  
L2 22.26 2.68  
L3 35.24 4.67  
L4 30.74 4.38 

 

 Based on Table 1, it should be noted that the values presented represent aggregated scores 

derived from multiple items measured on a five-point Likert scale. The results indicate that 

organizational commitment demonstrates relatively high mean values compared to the possible 

score range, suggesting that most respondents exhibit a strong attachment to their school 

organization. This finding implies that BK teachers generally feel emotionally connected to their 

institutions and are willing to maintain their membership within the organization. Furthermore, 

the organizational culture variable shows relatively high mean scores across all indicators, 

particularly in B2 and B3, which reflect shared values and observable organizational practices. 

This indicates that the school environment is perceived as having a well-established system of 

values and norms that guide teachers’ behavior. Such conditions are important because a strong 

organizational culture can create a sense of belonging and alignment between individual and 

organizational values, which may contribute to higher levels of organizational commitment. 

Meanwhile, the agile leadership variable also demonstrates relatively high mean values, 

although with slightly lower variation compared to organizational culture. This suggests that 

respondents generally perceive their school leaders as adaptive and responsive to change. 

However, when compared to organizational culture, the variation in agile leadership scores is 

relatively narrower, indicating that leadership practices may be perceived more uniformly across 

respondents. Overall, these descriptive findings suggest that both organizational culture and 

agile leadership are present at relatively favorable levels within the school environment. 

However, organizational culture appears to be more consistently perceived among respondents, 

which may indicate its stronger and more stable role in shaping teachers’ attitudes compared to 

leadership practices that may vary depending on individual experiences with school leaders. 

Measurement Model 

The evaluation of the measurement model was conducted to assess the validity and reliability 

of the constructs used in this study. In the Partial Least Squares Structural Equation Modeling 
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(PLS-SEM) approach, the measurement model assessment aims to ensure that the indicators 

appropriately and consistently reflect the constructs being measured. The evaluation of the 

measurement model in this study was carried out using several criteria, namely convergent 

validity, discriminant validity, and construct reliability. Convergent validity was evaluated 

based on the outer loading values and the Average Variance Extracted (AVE). Furthermore, 

discriminant validity was examined using the Fornell–Larcker criterion to ensure that each 

construct demonstrates adequate distinctiveness from other constructs in the model. In addition, 

construct reliability was assessed using Composite Reliability and Cronbach’s Alpha values to 

ensure the internal consistency of the indicators used to measure the research variables. 

Reability 

The reliability and convergent validity tests were conducted to ensure that the constructs 

used in this study demonstrate good internal consistency. According to Hair et al. (2022), a 

construct is considered reliable if the Cronbach’s Alpha and Composite Reliability values 

exceed 0.70, while the Average Variance Extracted (AVE) value should be greater than 0.50 to 

indicate adequate convergent validity. The results of these tests are presented in Table 2. 

 

Table 2. Construct Reliability and Validity 

Variable Cronbach's 

alpha 

Composite 

reliability 

(rho_a) 

Composite 

reliability 

(rho_c) 

Average variance 

extracted (AVE) 

Agile Leadership 0.931 0.933 0.951 0.828 

Organizational 

Culture 

0.904 0.916 0.940 0.840 

Organizational 

Commitment 

0.902 0.903 0.938 0.836 

Based on the results presented in Table 2, all variables in this study show Cronbach’s Alpha 

values above the threshold of 0.70, with values of 0.931 for agile leadership, 0.904 for 

organizational culture, and 0.902 for organizational commitment. Furthermore, the Composite 

Reliability values for all constructs also exceed the recommended minimum threshold. In 

addition, the Average Variance Extracted (AVE) values for all variables are above 0.50, with 

values of 0.828 for agile leadership, 0.840 for organizational culture, and 0.836 for 

organizational commitment. These results indicate that each construct satisfies the criteria for 

reliability and convergent validity. 

 

Outer Loading 

  
Convergent validity is used to assess the extent to which the indicators are able to reflect the 

constructs being measured. According to Hair et al. (2022), an indicator is considered to meet 

convergent validity if it has an outer loading value greater than 0.70. Based on the results 

presented in Table 3, all indicators of the research variables have outer loading values above 

0.70. For the organizational culture variable, the outer loading values range from 0.851 to 0.948. 

For the organizational commitment variable, the outer loading values range from 0.901 to 0.935. 

Meanwhile, for the agile leadership variable, the outer loading values range from 0.879 to 0.938. 
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Table 3. Outer Loading 

Indicator Agile 

Leadership 

Organizational 

culture 

Organizational 

Commitment 

B1 
 

0.851 
 

B2  
 

0.948  
 

B3  
 

0.947  
 

K1  
  

0.906  

K2  
  

0.935  

K3  
  

0.901  

L1  0.879 
  

L2  0.904  
  

L3  0.938  
  

L4  0.917  
  

 
These values indicate that all indicators have a strong correlation with the constructs being 

measured. Therefore, it can be concluded that all indicators in this study meet the criteria for 

convergent validity and are suitable for further analysis in the structural model. The outer 

loading model is illustrated in the following figure. 

 

 
Figure 1. Outer Loading 

 

Discriminant validity 

Discriminant validity aims to ensure that each construct in the research model is sufficiently 

distinct from the other constructs. One of the commonly used methods in the PLS-SEM 

approach is the Fornell–Larcker criterion. According to Fornell & Larcker (1981), discriminant 

validity is established when the square root of the Average Variance Extracted (AVE) for each 

construct is greater than the correlations between that construct and other constructs in the 

model. The results of the Fornell–Larcker test are presented in the following table. 

Table 3. Discriminant Validity (Fornell–Larcker) 

 Agile 

Leadership  

Organizational 

culture 

Organizational 

Commitment  

Agile Leadership 0.910  
  

Organizational culture 0.721  0.916  
 

Organizational 

Commitment 

0.685  0.829  0.914  

Based on the results presented in the table above, the square root of the AVE for the agile 

leadership variable is 0.910, which is higher than its correlations with organizational culture 
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(0.721) and organizational commitment (0.685). For the organizational culture variable, the 

square root of the AVE is 0.916, which is also higher than its correlations with agile leadership 

(0.721) and organizational commitment (0.829). Similarly, for the organizational commitment 

variable, the square root of the AVE is 0.914, which is higher than its correlations with agile 

leadership (0.685) and organizational culture (0.829). These results indicate that each construct 

in this study demonstrates adequate discriminant validity from the other constructs. Therefore, 

it can be concluded that the measurement model in this study satisfies the discriminant validity 

criterion based on the Fornell–Larcker approach. 

 

Structural Model 

The coefficient of determination (R²) is used to measure the ability of exogenous variables 

to explain the endogenous variables in the research model. According to Hair et al. (2022), an 

R² value of 0.75 is considered substantial, 0.50 is considered moderate, and 0.25 is considered 

weak. The results are presented in the table below. 

Table 4. Determination coefficient 
 

Original 

sample (O)  

Sample 

mean (M)  

Standard deviation 

(STDEV)  

T statistics 

(|O/STDEV|)  

P 

values  

Organizational 

Commitment 

0.703  0.706  0.047  14.885  0.000  

Based on the results presented in Table 4, the R² value for the organizational commitment 

variable is 0.703. This value indicates that the variables of agile leadership and organizational 

culture explain 70.3% of the variance in organizational commitment. Meanwhile, the remaining 

29.7% is explained by other variables outside the research model. Therefore, the R² value can 

be categorized as moderate to substantial, indicating that the structural model in this study has 

a good explanatory power in explaining the relationships among the variables examined. 

Hypothesis Testing Analysis 

Hypothesis testing in this study was conducted using the bootstrapping method in the 

structural model. According to Hair et al. (2022), a relationship between variables is considered 

significant if the t-statistics value is greater than 1.96 and the p-values are less than 0.05 at a 

significance level of 5%. The results of the hypothesis testing are presented in Table 5 below. 

Table 5. Hypothesis testing results 

Relationship Between Variables  Path Coefficient 

(β) 

T 

Statistics 

P 

Values 

Agile Leadership → Organizational 

Commitment 

0.181 3.047 0.002 

Organizational Culture → Organizational 

Commitment 

0.699 11.519 0.000 

Based on the results presented in the table above, the effect of agile leadership on 

organizational commitment shows a path coefficient value of 0.181, with a t-statistics value of 

3.047 and a p-value of 0.002. These results indicate that agile leadership has a positive and 

significant effect on organizational commitment. Therefore, the hypothesis stating that agile 

leadership influences organizational commitment is supported. Furthermore, the effect of 

organizational culture on organizational commitment shows a path coefficient value of 0.699, 

with a t-statistics value of 11.519 and a p-value of 0.000. These results indicate that 

organizational culture has a positive and significant effect on organizational commitment. 
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Therefore, the hypothesis stating that organizational culture influences organizational 

commitment is also supported. 

Effect Size Analysis 

Effect size (f²) is used to measure the magnitude of the influence of each exogenous variable 

on the endogenous variable in the structural model. According to Hair et al. (2022), an f² value 

of 0.02 is categorized as a small effect, 0.15 as a medium effect, and 0.35 as a large effect. The 

results of the effect size analysis are presented in Table 6 below 

Table 6. Effect Size 

Variabel Independen Komitmen Organisasi 

Agile Leadership 0.053 

Organizational Culture 0.790 

 

Based on the results of the analysis in the table above, the agile leadership variable has an f² 

value of 0.053 on organizational commitment. This value indicates that agile leadership has a 

relatively small influence on organizational commitment. Meanwhile, the organizational culture 

variable has an f² value of 0.790 on organizational commitment. This value indicates that 

organizational culture has a very strong influence on organizational commitment. Thus, it can 

be concluded that organizational culture is the variable that contributes the most to explaining 

organizational commitment compared to the agile leadership variable in this research model. 

The following is a diagram of the structural model resulting from the Partial Least Square (PLS) 

analysis, which shows the relationship between the variables of agile leadership, organizational 

culture, and organizational commitment, along with the significance value and R-square value 

in the research model. 

 

Figure  2. Partial Least Square (PLS) 

Discussion  

The results of the analysis indicate that agile leadership has a positive and significant effect 

on organizational commitment, with a path coefficient value of 0.181, a t-statistics value of 

3.047 (>1.96), and a p-value of 0.002 (<0.05). These findings suggest that the better the 

implementation of agile leadership within an organization, the higher the level of organizational 

commitment among its members. 
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Theoretically, this finding can be explained through the concept of Agile Leadership 

proposed by Joiner & Josephs (2007), which emphasizes leaders’ ability to adapt to change, 

encourage collaboration, and empower organizational members in decision-making processes. 

Agile leaders tend to create a flexible, participatory, and responsive work environment that 

aligns with organizational dynamics. Such conditions can enhance employees’ engagement and 

sense of belonging to the organization, which ultimately strengthens organizational 

commitment. From the perspective of Organizational Commitment theory proposed by Meyer 

& Allen (1991), organizational commitment consists of three dimensions: affective 

commitment, continuance commitment, and normative commitment. The implementation of 

agile leadership can strengthen the affective commitment dimension, which refers to 

individuals’ emotional attachment to the organization. When leaders demonstrate openness, 

adaptability, and support toward organizational members, individuals tend to feel valued and 

become more emotionally attached to the organization. 

However, based on the effect size result (f² = 0.053), the influence of agile leadership on 

organizational commitment is relatively small. This indicates that although agile leadership has 

a significant effect, its contribution to explaining organizational commitment is still limited 

compared to other variables in the research model. The findings of this study are consistent with 

the research conducted by Husein et al. (2023) which found that agile leadership has a positive 

influence on work commitment in educational organizations. The study shows that leaders who 

are able to adapt to change and promote team collaboration can increase engagement, 

responsibility, and loyalty among organizational members toward the institution where they 

work. Agile leadership enables leaders to respond to environmental changes quickly and 

flexibly, allowing organizational members to feel supported in dealing with work-related 

dynamics. 

Theoretically, these findings can also be explained through modern leadership perspectives 

that emphasize flexibility, collaboration, and leaders’ ability to manage organizational change. 

Agile leadership requires leaders not only to act as directors but also as facilitators who empower 

organizational members. Through responsive and adaptive leadership, members feel more 

valued, supported, and provided with opportunities to contribute to decision-making processes. 

This condition ultimately enhances their emotional attachment to the organization, which is 

reflected in stronger organizational commitment. 

Furthermore, agile leadership can foster more open communication between leaders and 

organizational members. Effective communication enables the development of more 

harmonious working relationships, increases trust, and strengthens teamwork (Febriyani et al., 

2025). Such conditions are important factors in building organizational commitment, as 

organizational members feel that their presence is valued and that their contributions are 

meaningful to the success of the organization. 

Therefore, the findings of this study reinforce previous research suggesting that adaptive and 

responsive leadership plays an important role in strengthening organizational commitment. 

Leaders who are able to create a collaborative, flexible, and change-oriented work environment 

can encourage organizational members to demonstrate greater loyalty and engagement in 

achieving organizational goals. 

The analysis results further indicate that organizational culture has a positive and significant 

effect on organizational commitment, with a path coefficient value of 0.699, a t-statistics value 

of 11.519 (>1.96), and a p-value of 0.000 (<0.05). These values suggest that the stronger the 

organizational culture implemented within the organization, the higher the level of 

organizational commitment among its members. Compared with the agile leadership variable, 

organizational culture demonstrates a much stronger influence on organizational commitment. 

This finding is also supported by the effect size value of 0.790, indicating that organizational 

culture has a very strong effect in explaining organizational commitment within the research 

model. 
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The substantial influence of organizational culture indicates that the shared values embraced 

within an organization play a crucial role in shaping the attitudes and behaviors of its members. 

Organizational culture not only serves as a guideline for behavior but also acts as an identity 

that distinguishes one organization from another. When organizational members understand and 

internalize the values upheld by the organization, alignment between individual values and 

organizational values is likely to emerge. Such alignment can foster a stronger sense of 

belonging to the organization, which in turn promotes stronger organizational commitment. 

These findings can be explained through Schein’s (2010) Organizational Culture theory, 

which states that organizational culture represents a system of shared values, beliefs, and 

underlying assumptions that influence how members think, behave, and interact within the 

organization. A strong organizational culture creates value alignment between individuals and 

the organization, thereby strengthening members’ sense of belonging and loyalty toward the 

organization. 

From the perspective of Meyer & Allen’s (1991) organizational commitment theory, a 

positive organizational culture can strengthen the three dimensions of organizational 

commitment. A culture that supports collaboration, trust, and participation can enhance affective 

commitment because individuals feel comfortable and emotionally attached to the organization. 

Moreover, a stable and supportive organizational culture can increase normative commitment, 

which refers to an individual’s sense of moral obligation to remain part of the organization. In 

certain conditions, an organizational culture that provides career development opportunities and 

a supportive work environment may also strengthen continuance commitment, as members 

consider the benefits of remaining within the organization. 

The findings of this study also indicate that organizational culture plays an important role in 

creating a conducive work environment that supports the development of organizational 

members. A positive organizational culture can foster harmonious working relationships, 

enhance cooperation among members, and create a work environment characterized by trust. 

Such conditions can increase job satisfaction and organizational members’ engagement, which 

ultimately contributes to higher organizational commitment. 

The results of this study are consistent with the research conducted by Yılmaz et al. (2024) 

which found that teachers’ perceptions of organizational culture positively influence 

organizational commitment. The study demonstrates that strong organizational values can 

enhance members’ loyalty and attachment to the organization. When organizational members 

perceive that the organization’s values align with their personal values, they are more motivated 

to maintain their membership in the organization. 

Furthermore, the study by Sugeng et al. (2021) also found that organizational culture has a 

direct influence on teachers’ organizational commitment, both directly and through work 

motivation. A positive organizational culture can stimulate intrinsic motivation among 

organizational members, encouraging them to contribute more actively to the achievement of 

organizational goals. 

The findings of this study indicate that organizational culture is a crucial factor in building 

organizational commitment. A strong culture can create shared values, strengthen organizational 

identity, and enhance members’ sense of attachment to the organization. In the context of 

educational organizations, a positive organizational culture may be reflected in values such as 

collaboration, professionalism, responsibility, and a commitment to improving the quality of 

education. 

Organizational commitment does not emerge automatically; rather, it is influenced by 

various factors at both the individual and organizational levels. In the human resource 

management literature, organizational commitment is influenced by several aspects, including 

organizational culture, leadership, job satisfaction, work motivation, and work environment 

conditions (Rosalina & Suhadianto, 2025). Therefore, organizations need to consider these 

factors simultaneously in order to build strong organizational commitment among their 

members. 
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Based on the findings of this study, it can be concluded that organizational culture plays a 

more dominant role in enhancing organizational commitment compared to agile leadership. This 

suggests that the development of strong organizational values, a conducive work environment, 

and harmonious working relationships are important factors that organizations should prioritize 

in their efforts to strengthen members’ organizational commitment. 

Organizational culture is one of the most important factors in shaping organizational 

commitment. Organizational culture reflects the shared values, norms, and beliefs that guide the 

behavior of organizational members. When organizational values align with individual values, 

members tend to develop a stronger emotional attachment to the organization. 

Research by Permana & Kustyadji (2024) also found that a positive organizational culture 

can enhance organizational commitment and contribute to improved performance among 

organizational members. An organizational culture that emphasizes values such as 

collaboration, responsibility, professionalism, and integrity encourages members to work more 

effectively and productively. Thus, organizational culture not only plays a role in shaping 

members’ behavior but also contributes to improving organizational performance and overall 

organizational success.  

In addition to organizational culture, leadership style is another important factor influencing 

organizational commitment. Leaders have a strategic role in directing, motivating, and 

facilitating organizational members so that they can perform optimally. Effective leadership is 

able to create a supportive work environment, provide clear direction, and build positive 

interpersonal relationships with organizational members. 

Leaders who are able to establish open communication, provide support to organizational 

members, and involve them in decision-making processes tend to enhance members’ trust and 

attachment to the organization. Furthermore, research by Murniawati & Achmad (2024) also 

found that a positive organizational culture can strengthen organizational commitment and 

contribute to improved performance among organizational members. Organizational cultures 

that emphasize cooperation, responsibility, professionalism, and integrity encourage members 

to work more effectively and productively. Therefore, organizational culture not only shapes 

members’ behavior but also contributes to improving organizational performance and overall 

organizational success. 

In addition to organizational culture, leadership style is also an important factor influencing 

organizational commitment. Leaders have a strategic role in directing, motivating, and 

facilitating organizational members so that they can perform optimally. Effective leadership can 

create a supportive work environment, provide clear direction, and build positive interpersonal 

relationships with organizational members. Leaders who are able to establish open 

communication, provide support to members, and involve them in decision-making processes 

tend to enhance trust and members’ attachment to the organization. Such conditions can foster 

organizational commitment because members feel valued and recognize that their contributions 

are acknowledged within the organization. 

Research by Jaya et al. (2024) indicates that effective leadership can enhance organizational 

commitment because members feel supported, appreciated, and given opportunities to 

participate in decision-making processes. When organizational members feel involved in 

organizational processes, they tend to develop a stronger sense of responsibility toward the 

success of the organization. This condition ultimately strengthens their loyalty and commitment 

to the organization. 

In addition to organizational culture and leadership factors, job satisfaction is also a 

psychological factor that strongly influences organizational commitment. Job satisfaction refers 

to individuals’ positive feelings toward their work, which arise from evaluations of various 

aspects of the job, such as the work environment, relationships with colleagues, reward systems, 

and opportunities for career development. Individuals who feel satisfied with their jobs tend to 

develop more positive attitudes toward the organization in which they work. Job satisfaction 

can increase work motivation, work engagement, and individuals’ loyalty to the organization. 
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Conversely, individuals who experience job dissatisfaction tend to demonstrate lower levels of 

organizational commitment and are more likely to seek employment elsewhere. 

Research by Anggriyani et al. (2025) indicates that job satisfaction can enhance loyalty, 

work engagement, and individuals’ intention to remain within an organization. Individuals who 

feel satisfied with their jobs generally demonstrate more positive attitudes toward the 

organization, are more motivated in performing their tasks, and exhibit higher levels of 

organizational commitment. Conversely, job dissatisfaction can lead to lower organizational 

commitment and increase turnover rates within the organization. 

In addition to job satisfaction, work engagement is also an important factor in strengthening 

organizational commitment. Work engagement refers to a positive psychological state 

characterized by vigor, dedication, and absorption in one’s work. Individuals with high levels 

of work engagement typically show enthusiasm in their work, possess high levels of energy, 

and feel proud of their job. Work engagement also reflects the extent to which individuals feel 

connected to their work and the level of effort they invest in achieving organizational goals. 

Individuals with higher levels of work engagement tend to demonstrate better productivity and 

stronger organizational commitment. 

Research by Saimin et al (2025) found that work engagement can strengthen the relationship 

between organizational culture, leadership, and organizational performance. The findings 

indicate that when organizational members feel actively engaged in their work, they are more 

motivated to contribute to the success of the organization. Furthermore, work engagement also 

plays a role in enhancing organizational commitment because individuals perceive that their 

work is meaningful and contributes significantly to the organization. 

Therefore, it can be concluded that organizational commitment is influenced by various 

factors originating from both organizational and individual aspects. Factors such as 

organizational culture, leadership, job satisfaction, and work engagement play interconnected 

roles in shaping organizational commitment. Consequently, organizations need to consider these 

factors simultaneously in order to create a conducive work environment, enhance organizational 

members’ engagement, and build strong organizational commitment in the long term. 

The findings of this study provide both theoretical and practical implications for the 

development of organizational management studies, particularly concerning agile leadership, 

organizational culture, and organizational commitment. Theoretically, the results indicate that 

organizational commitment is influenced by leadership and organizational culture factors. The 

findings also reveal that organizational culture has a greater influence than agile leadership in 

enhancing organizational commitment. This emphasizes that the values, norms, and shared 

beliefs within an organization play an important role in shaping members’ attitudes, loyalty, and 

attachment to the organization. 

Practically, the results highlight the importance for organizational leaders to develop a 

positive organizational culture while implementing adaptive leadership styles. An 

organizational culture that supports collaboration, openness, and shared responsibility can create 

a conducive work environment that enhances members’ organizational commitment. In 

addition, the implementation of agile leadership that is flexible, communicative, and 

participative can further strengthen members’ engagement and loyalty. By paying attention to 

both organizational culture and leadership simultaneously, organizations are expected to 

enhance organizational commitment, which in turn can support improvements in both individual 

and overall organizational performance. 

This study has several strengths. First, it integrates two important variables, namely 

organizational culture and agile leadership, within a single empirical model to examine their 

simultaneous influence on organizational commitment. This provides a more comprehensive 

understanding compared to previous studies that tend to examine these variables separately. 

Second, this study focuses on the context of vocational high schools, which have unique 

organizational characteristics and dynamic environmental demands, thereby contributing to the 
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limited literature in this area. Third, the use of the PLS-SEM approach allows for robust analysis 

of complex relationships among latent variables and provides strong predictive capabilities. 

Despite its contributions, this study also has several limitations. First, the use of non-

probability purposive sampling limits the generalizability of the findings to a broader 

population. Second, the participants were limited to guidance and counseling teachers, which 

may not fully represent the perspectives of all teachers within the school organization. Third, 

this study employed a cross-sectional design, which restricts the ability to infer causal 

relationships over time. Future research is recommended to involve a more diverse sample, 

including teachers from various subject areas, and to apply longitudinal designs to better capture 

changes in organizational commitment over time. 

 

Conclusions 

Based on the results of the study, it can be concluded that agile leadership and organizational 

culture have a positive influence on organizational commitment. However, organizational 

culture shows a stronger influence than agile leadership in increasing organizational 

commitment. This shows that the values, norms, and beliefs shared within the organization play 

an important role in shaping the loyalty and attachment of organizational members to the 

organization. Therefore, organizations need to strengthen a positive organizational culture and 

implement adaptive and collaborative leadership to increase the commitment of organizational 

members. This study still has limitations, namely that it only uses two independent variables in 

explaining organizational commitment and was conducted on a limited number of respondents. 

Therefore, further research is recommended to add other variables that have the potential to 

influence organizational commitment, such as job satisfaction, work motivation, or work 

engagement, as well as expanding the research object so that the results obtained can provide a 

more comprehensive picture. 

References 

Akib, H., Taufiq, M., & Saleh, S. (2023). The Influence of Leadership Attitudes on Employee 

Work Discipline in the Economic and Development Administration Bureau of the 

Regional Secretariat of South Sulawesi Province. Pinisi Journal of Education and 

Management, 2(3), 315. https://doi.org/10.26858/pjoem.v2i3.56246  

Anggriyani, Y., Iskandarini, I., & Pohan, V. G. R. (2025). The Impact of Organizational Culture 

and Organizational Commitment on Employee Performance: A Mediation Study of Pt 

Abc’s Job Satisfaction. Riwayat: Educational Journal of History and Humanities, 8(3), 

4360–4368. https://doi.org/10.24815/jr.v8i3.48388 

Annisa, N., Saleh, S. L., & Arif, M. (2023). Peran Kompetensi dan Komitmen Organisasi 

Terhadap Turnover Intention PAUD Se-Kecamatan Tambang Kabupaten 

Kampar. Syarikat: Jurnal Rumpun Ekonomi Syariah, 6(1), 101-111. 

https://doi.org/10.25299/syarikat.2023.vol6(1).13365 

Dunger, S. (2023). Culture meets commitment: how organizational culture influences affective 

commitment. International Journal of Organization Theory and Behavior, 26(1–2), 41–

60. https://doi.org/10.1108/IJOTB-09-2022-0173 

Fauzi, A., Muhajiroh, M., & Miftahudin, M. (2022). Hubungan Kepemimpinan Kepala Sekolah 

dan Budaya Organisasi Dengan Kinerja Guru SMP Islam Madinatul Hadid Kota Cilegon. 

Kelola: Jurnal Manajemen Pendidikan, 9(1), 111–124. 

https://doi.org/10.24246/j.jk.2022.v9.i1.p111-124 

Fayyad, M., & Hadi, S. (2025). Lingkungan Eksternal Pendidikan (Global, Nasional, dan 

https://journal.aapbk.org/index.php/jitss


 Rosada, R., & Adam, A. (2026)│176 

 

JITSS (Journal of Innovation and Trend in Social Sciences)  
Vol. 2, No. 3, 2026, pp. 160- 179 

https://doi.org/10.63203/jitss.v2i3.517  

Lokal). Jurnal Kepemimpinan Dan Pengurusan Sekola, 10(4), 2445–2456. 

https://doi.org/10.34125/jkps.v10i4.1162 

Febriyani, W., Maawardiningrum, R. F., & Wuryandari, L. (2025). The Role of Effective 

Communication in Improving Team Performance in Higher Education Organizations. 

Artikel Manajemen Bisnis, 1(3), 34–41. 

https://journal.stieanindyaguna.ac.id/index.php/AMB/article/view/26 

Figueroa, K. M., & Abellana, A. L. (2025). Organizational Culture and Strategic Leadership on 

Teachers’ Innovative Work Behavior. International Journal of Research and Innovation 

in Social Science, IX(VI), 23–35. https://doi.org/10.47772/ijriss.2025.90600003 

Fornell, C., & Larcker, D. F. (1981). Evaluating Structural Equation Models with Unobservable 

Variables and Measurement Error. Journal of Marketing Research, 18(1), 39–50. 

https://doi.org/10.1177/002224378101800104 

Hafizi, R., Suyoto, Rahmadi, Aslamiah, & Cinantya, C. (2025). Pengaruh Gaya Kepemimpinan 

Transformasional dan Budaya Organisasi terhadap Kinerja Guru di Era Digital. Jurnal 

Manajemen Pendidikan, 10(3), 1081–1089. https://doi.org/10.34125/jmp.v10i3.728 

Hair, J. F., Hult, G. T. M., Ringle, C. M., Sarstedt, M., Danks, N. P., & Ray, S. (2022). Partial 

least squares structural equation modeling (PLS-SEM) using R: A workbook. Springer 

international publishing. 

Hariyati, N., Bhayangkara, A. N., Islamiah, N., & Ahmadi, W. H. (2023). Relationship between 

Organizational Culture Openness and Teacher Readiness Quality with School Dynamic 

Effectiveness in One-Roof Schools. JPI (Jurnal Pendidikan Indonesia), 12(3), 528–542. 

https://doi.org/10.23887/jpiundiksha.v12i3.61068 

Huang, W., Zhang, S., & Li, H. (2023). Effects of person-job fit on occupational commitment 

among kindergarten teachers: occupational well-being as mediator and perceived 

organizational support as moderator. BMC Psychology, 11(1), 1–14. 

https://doi.org/10.1186/s40359-023-01441-7 

Husein, M. A., Salim, M. N., Nurhayati, M., Riyanto, S., Dewantara, S., & Salim, N. (2023). 

Examining the impact of agile leadership on work commitment: Mediating role of 

organizational culture. Journal of Enterprise and Development (JED), 5(3), 2023. 

www.worldtop20.org 

Iman, M., Wijaya, C., & Halimah, S. (2025). The Contribution of Organizational Culture to 

Improving the Professional Competence of Teachers at SMP Muhammadiyah Medan. 

Potensia: Jurnal Kependidikan Islam, 11(2), 162–175. 

https://doi.org/10.24014/potensia.v11i2.38415 

Inggriani, S., Irsyad, I., Sabandi, A., & Syahril, S. (2021). Komitmen Guru Dalam 

Melaksanakan Tugas di Sekolah Menengah Kejuruan (SMK) Negeri Se-Kota Solok. 

Jurnal Pendidikan Tambusai, 5(2), 4593–4597. 

https://www.jptam.org/index.php/jptam/article/view/1609%0Ahttps://www.jptam.org/in

dex.php/jptam/article/download/1609/1395 

Jaya, U. A., Priyana, I., Wulandari, D., Herlina, E., & Albar, F. M. (2024). The Influence Of 

Organizational Culture Tranformational Leadership Style On Employee Performance 

With Organizational Commitment As A Mediation Variable. Al Qalam: Jurnal Ilmiah 

Keagamaan Dan Kemasyarakatan Vol., 18(5), 3686–3699. 

https://doi.org/10.35931/aq.v18i5.3943 

Joiner, B., & Josephs, S. (2007). Developing agile leaders. Industrial and Commercial Training, 

39(1), 35–42. https://doi.org/10.1108/00197850710721381 

Jusman, I. A. (2022). The Role of Organizational Culture, Rewards, and Leadership Models to 

Employee Work Commitment. Jurnal Multidisiplin Madani, 2(3), 1521–1532. 

https://doi.org/10.54259/mudima.v2i3.487 

Lamaro, G., Areng, B., Komuhangi, B., Opiyo, G. E., Okellolirra, H. C., & Acaa, P. (2025). 

Leadership Strategies for Shaping School Culture and Facilitating Educational Change. 

East African Journal of Education Studies, 8(4), 782–794. 

https://doi.org/10.63203/jitss.v2i3.517


177│ A Predictive Model of Organizational Commitment ... 

 

Asosiasi Asesmen Pendidikan, Banten, Indonesia  
Journal homepage : https://journal.aapbk.org/index.php/jitss    

https://doi.org/10.37284/eajes.8.4.4245 

Limon, İ. (2022). The Relationship between Empowering Leadership and Teachers’ Job 

Performance: Organizational Commitment as a Mediator Güçlendirici Liderlik ile 

Öğretmen İş Performansı Arasındaki İlişki: Örgütsel Bağlılığın Aracı Rolü. Journal of 

Theoretical Educational Science, 15(1), 16–41. https://doi.org/10.30831/akukeg.945201 

Maryanto, T., Setyaningsih, S., & Retnowati, R. (2025). Strengthening Authentic Leadership, 

Organizational Culture, Teacher Professionalism, and Trust in Improving Teacher 

Commitment To Schools Using Path Analysis and Sitorem on Teachers At a Joint 

Cooperation School (Spk) in Jakarta. SUJANA (Education and Learning Review), 4(3), 

1–22. https://doi.org/10.56943/sujana.v4i3.789 

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational 

commitment. Human Resource Management Review, 1(1), 61–89. 

https://doi.org/10.1016/1053-4822(91)90011-Z 

Muhtasor, Hariri, H., Sowiyah, & Handoko. (2025). The Effect of Organizational Commitment 

on Teacher Performance in Junior High Schools. Improvement: Jurnal Ilmiah Untuk 

Peningkatan Mutu Manajemen Pendidikan, 12(2), 108–114. 

https://doi.org/10.21009/improvement.v12i2.61518 

Mulyawardhana, A. S., & Merdiaty, N. (2025). Pengaruh Komitmen Organisasi Terhadap 

Kinerja Karyawan di PT. X. Jurnal Ilmu Psikologi Dan Kesehatan, 1(4), 293–297. 

https://doi.org/10.54443/sikontan.v1i1.356 

Murniawati, A., & Achmad, N. (2024). The Effect of Transformational Leadership, 

Organizational Culture, and Work-Life Balance on Employee Performance of Regional 

Financial Agency of Karanganyar Regency Mediated by Organizational Commitment. 

Jurnal Ilmiah Manajemen Kesatuan, 12(6), 2273–2286. 

https://doi.org/10.37641/jimkes.v12i6.2926 

Nguyen, D., Pietsch, M., & Gümüş, S. (2021). Collective teacher innovativeness in 48 countries: 

Effects of teacher autonomy, collaborative culture, and professional learning. Teaching 

and Teacher Education, 106. https://doi.org/10.1016/j.tate.2021.103463 

Nguyen, D. T., Vo, A. H. K., & Chen, S. J. (2024). Psychological Ownership and Organizational 

Commitment of Millennial Employees in the COVID-19 Pandemic: An Analysis of the 

Mediating Role of Job Satisfaction. Management and Labour Studies, 49(4), 659–678. 

https://doi.org/10.1177/0258042X241264652 

Nugroho, J., Muniroh, M., & Arifin, A. L. (2024). Agile Leadership’s Influence on Lecturer 

Effectiveness and Career Development in the Education Sector. AL-ISHLAH: Jurnal 

Pendidikan, 16(4), 5875–5886. https://doi.org/10.35445/alishlah.v16i4.6217 

Nurlathifah, L., & Hidayat, W. (2025). Peran Budaya Organisasi dalam Meningkatkan 

Komitmen Profesionalisme Guru di Sekolah. INNOVATIVE: Journal Of Social Science 

Research, 5(1), 5395–5405. https://doi.org/10.31004/innovative.v5i1.17242 

Nurpalah, K., Patimah, T. S., & Miftahudin, U. (2025). Kepemimpinan Berbasis Budaya 

Organisasi. Expectation: Journal of Islamic Education Management, 3(2), 110–119. 

http://jurnal.untan.ac.id/index.php/jpdpb/article/view/1576/1539 

Önder, M. E., Akçil, U., & Cemaloğlu, N. (2023). The relationship between teachers’ 

organizational commitment, job satisfaction and whistleblowing. Sustainability 

(Switzerland), 11(21). https://doi.org/10.3390/su11215995 

Permana, F., & Kustyadji, G. (2024). The Influence Of Organisational Culture On 

Organisational Commitment, Transformational Leadership, And Competitive Advantage 

After Business Consolidation. Journal of Managerial Sciences and Studies, 2(1). 

https://doi.org/10.61160/jomss.v2i1.28 

Porkodi, S. (2024). The effectiveness of agile leadership in practice: A comprehensive meta-

analysis of empirical studies on organizational outcomes. Journal of Entrepreneurship, 

Management and Innovation, 20(2), 117–138. https://doi.org/10.7341/20242026 

Pratiwi, A. M. A., Pertiwi, M., Agitama, A., Ardiansah, B. A., & Suryanti, S. A. (2023). 

https://journal.aapbk.org/index.php/jitss


 Rosada, R., & Adam, A. (2026)│178 

 

JITSS (Journal of Innovation and Trend in Social Sciences)  
Vol. 2, No. 3, 2026, pp. 160- 179 

https://doi.org/10.63203/jitss.v2i3.517  

Pengaruh Burnout terhadap Komitmen Organisasi pada Generasi X dan Y. Syntax 

Literate ; Jurnal Ilmiah Indonesia, 8(7), 4923–4930. https://doi.org/10.36418/syntax-

literate.v8i7.13021 

Pujiono, E., Munirotun, M., & Haryati, T. (2025). Digitalisasi Sekolah Sebagai Pendorong 

Pembelajaran Efektif dan Kreatif di SMA Negeri 1 Semarang. Khatulistiwa: Jurnal 

Pendidikan Dan Sosial Humaniora, 5(1), 1000–1016. 

https://doi.org/10.55606/khatulistiwa.v5i1.6606 

Purnamasari, D. D., & Santoso, B. (2022). Budaya Organisasi Sekolah dan Kompetensi 

Profesional Guru Sebagai Determinan Kinerja Guru di SMK Negeri Kota Bandung. 

Jurnal Pendidikan Manajemen Perkantoran, 4(2), 275. 

https://doi.org/10.17509/jpm.v4i2.18023 

Raharjo, S. B., Masahere, U., & Widodo, W. (2023). Entrepreneurship Bisnis Manajemen 

Akuntansi Komitmen Organisasi sebagai Strategi Peningkatan Kinerja dan Loyalitas 

Karyawan : Studi Tinjauan Literatur. E-Bisma: Entrepreneurship Bisnis Manajemen 

Akuntansi, 4(1), 143–156. https://doi.org/10.37631/ebisma.v4i1.930 

Rahmalina, S. O., & Ghofar, A. (2025). Pengaruh Kepemimpinan, Motivasi, dan Komitmen 

Organisasi Terhadap Kinerja Guru SMK Negeri 1 Surabaya. Jurnal GICI : Jurnal 

Keuangan Dan Bisnis, 17(2), 292–244. https://doi.org/10.58890/jkb.v17i2.430 

Rakhmadi, E., Puspitaningsih, A. I., & Sartika, R. P. (2025). Agile Leadership: Making Schools 

More Adaptive and Responsive. Proceedings Series of Educational Studies, 10(1), 18–

24. 

Ramadhani, N. H., Astaginy, N., & Hendrik. (2023). Pengaruh Komitmen Organisasi Dan 

Keterlibatan Kerja Terhadap Turnover Intention. Jurnal Ilmiah Manajemen Dan 

Kewirausahaan, 3(3), 65–74. https://doi.org/10.55606/jimak.v3i3.2140 

Rosalina, S. A., & Suhadianto. (2025). Factors that Influence Organisational Commitment in 

Employees: A Systematic Literature Review. Iqtishodiyah: Jurnal Ekonomi Dan Bisnis 

Islam, 11(2), 263–271. 

https://ejournal.unzah.ac.id/index.php/iqtishodiyah/article/view/2199/1104 

Sahid, S., Aliyah, N. D., & Darmawan, D. (2024). Pengaruh Kepuasan Kerja, Budaya 

Organisasi, dan Profesionalisme terhadap Komitmen Organisasi Guru di Yayasan Al-

Zahidiyah Kecamatan Geger Kabupaten Bangkalan. Journal on Education, 7(1), 2532-

2544. https://doi.org/10.31004/joe.v7i1.6765  

Saimin, Salim, N., Nurhayati, M., & Nawangsari, L. C. (2025). Organizational culture, agile 

leadership, and employee performance: The moderating role of employee engagement. 

International Journal of Innovative Research and Scientific Studies, 8(2), 1940–1948. 

https://doi.org/10.53894/ijirss.v8i2.5585 

Schein, E. H. (2010). Organizational Culture and Leadership. Jossey-Bass. 

https://repository.act.ac.rw/handle/123456789/100 

Sofiyan, S., Sembiring, R., Danilwan, Y., Anggriani, R., & Sudirman, A. (2022). Innovative 

Work Behavior and Its Impact on Teacher Performance: The Role of Organizational 

Culture and Self Efficacy as Predictors. Journal of Education Research and Evaluation, 

6(1), 44–52. https://doi.org/10.23887/jere.v6i1.38255 

Sugeng, Aslamiah, & Sulaiman. (2021). The Effect of Organizational Culture, Transformational 

Leadership, and Teacher Motivation Towards Teacher Organizational Commitment at 

State Vocational High Schools Banjarbaru. Journal of K6 Education and Management, 

4(3), 272–281. https://doi.org/10.11594/jk6em.04.03.02 

Sugiyono. (2020). Metode Penelitian Kuantitatif, Kualitatif, dan R&D (Sutopo, Ed.; Edisi 

Cetak). Alfabeta Bandung. 

Valcarcel, C. A. B. (2025). Work Environment and Relational Trust: Its Influence on Teachers 

Performance. British Journal of Arts and Humanities, 7(4), 553–562. 

https://doi.org/10.34104/bjah.02505530562 

Widiawati, Santoso, Y., Alkadri, H., Susanti, L., & Achyar, N. (2024). The School 

https://doi.org/10.63203/jitss.v2i3.517


179│ A Predictive Model of Organizational Commitment ... 

 

Asosiasi Asesmen Pendidikan, Banten, Indonesia  
Journal homepage : https://journal.aapbk.org/index.php/jitss    

Organizational Culture and Way To Improve It. Proceedings of the 6th International 

Conference on Current Issues in Education, 3(2), 178–189. https://doi.org/10.2991/978-

2-38476-245-3_20 

Widiawati, W., Wildanah, F., & Ginanjar, S. (2025). Developing Center of Excellence 

Vocational High Schools: Analysis of the Influence of Agile Leadership and School 

Organizational Culture. AL-ISHLAH: Jurnal Pendidikan, 17(2), 3523–3534. 

https://doi.org/10.35445/alishlah.v17i2.6432 

Windasari, W., Roesminingsih, E., & Trihantoyo, S. (2022). Organizational Change in 

Elementary School. Does Teacher Commitment Important? Jurnal Paedagogy, 9(4), 637. 

https://doi.org/10.33394/jp.v9i4.5434 

Xu, Z., & Pang, N. S. K. (2024). Promoting Teachers’ Organizational Commitment: The Effects 

of Authentic Leadership, Teachers’ Well-Being and Social–Emotional Competence. 

Behavioral Sciences, 14(10). https://doi.org/10.3390/bs14100862 

Yılmaz, Y., Karataş, E. B., Salık, H., Gürsoy, I., & Gürlek, G. (2024). Öğretmenlerin Algıladığı 

Örgüt Kültürünün Örgütsel Bağlılığa Etkisinin İncelenmesi. Journal of Management and 

Educational Sciences, 1(1), 109–117. 

https://jmedusci.com/index.php/pub/article/view/93/84 

Yonasta, M. T., & Tung, K. Y. (2024). Peran Kepemimpinan Adaptif terhadap Pengembangan 

Budaya Organisasi Serta Komitmen Organisasi. JIIP - Jurnal Ilmiah Ilmu Pendidikan, 

7(9), 10221–10229. https://doi.org/10.54371/jiip.v7i9.5747 

https://journal.aapbk.org/index.php/jitss

