CHAPTER 2

LITERATURE REVIEW ('}
2.1 Introduction R

This chapter reviews the literature related to orgapizatiomal commitment.

Specifically, it explains the concept, theories, mo Cd ignificance of

organizational commitment. Then, it explains the underptging th oWhe factors
"X

that influence organizational commitment. Followi is, the [chapt 4&@3 the

hypotheses based on previous studies. It then pu?g e eS\ér ev»QEr and ends
SZ'
with a summary. \, w\
e o)

2.2 Concept of Organizational @\itmen \T ,<\
Monday et al. (1982) i rganizatio Iwom@nent as an individual’s

relative strength of identifi mithla in Iver@n a particular organization.

Adding to this definiti inabadi (2010) ):P|aiﬁ®'that organizational commitment
4 &

is characterized by wng belh Nd acc ce of the organization’s goals and

values (value cammitment), s readiness to exert considerable effort on behalf

i
¢
of the organi g@ndt remaih afmemb (commitment to stay). Recent studies (e.g.,

o
Robbin udge, 2 d ?ed org%zational commitment as the degree to which an

emg}gAidentifies with the @ﬁization and its goals and wishes to continue as its

. In addition, Scandura (2019) defined organizational commitment as a
syehological situation that describes an employee’s relationship with their

rganization and a propensity to continue the relationship with the organization.



Meyer and Allen (1997) defined organizational commitment as a three-
dimensional construct of affective, continuance, and normative commitment. w
commitment refers to the employee’s emotional attachment to, identiﬁcaﬂ%\, and
involvement in the organization. Put differently, affective commitme sents the
feelings that an individual has by being connected to an organiz montinuance
commitment refers to commitment based on the costs that the e%n. associates with

leaving the organization. In other words, continuance n' represents the

understanding of investment loss, or the costs associat ith vplu eavmg an
organization. Normative commitment occurs when e ees feel as }f @aﬂon
to the organization, even if they are unhappy i |n 0 |f ttO@ ue better

opportunities. Employees feel that they sh st wuﬁthe anlza,@'n because it is

the right thing to do. O

A,

T &
S

2.3 Model of Organlzatlon |tmelP1t “« Q-

&

Meyer and Allen (19 opT e-co ent model of organizational

commitment, integrati% idimensional glam@'lonal commitment concepts. It is
4
\Ocsg nlzat

commitment (Cheng & Stockdale

a dominant researc meworf i :

2003). The mo \&hat cterizes the components of commitment

using the ter ontinu ce a cﬂ've(-}n normative (Powell & Meyer, 2004). Each

compo t,represents’ ﬁt is developed and has important job behavior
imp ns (Powell & Meyer

ectlve commitment refers to the emotional attachment of employees to the

ization, which can influence organizational performance (Meyer & Allen, 1991;

attnaik & Sahoo, 2019). Employees have high emotional attachment to the

organization because they want to achieve their social and physical needs and goals



(Mowday et al., 1979). Socially, individuals want to be respected as members of a group
(organization). Physically, they want their efforts to be exchanged with certain b?ﬂ!s,
such as salary and rewards. When employees obtain both needs, they will @bwith
that organization (Pattnaik & Sahoo, 2019). In addition, Chevalier et aféﬂg) argued
that when employees show emotional attachment with their organiz&m?they will be
more motivated and willing to make extra effort towards the organization.

%w.th costs that an

Continuance commitment refers to commitment

employee will incur when leaving the organization deci 'ng\to\dn another

@

ik & $aho @9.)@‘§ther
oyeei itio(&" possible
\ey de@s:o leave the
organization. Employees will be more@ed when are@ﬁly aware of such

losses if they decide to leave the or@stion ( %II
2014). The association between%ees and thei wga{n&@)n is based primarily on
the benefits that they receli %ﬂ t d%o

organization are not aq&mn t;rrverﬁ)}/{%e@y leave the organization if they

find better benefits jfmgther orgr \l'rsn }
Normativ %&i
\ N
I

with or loy organizatign E}_/Je & Allen, 1991). Normatively committed
. NN

employegés staywin anorga ?tion use they feel that they should do so. Normative

conm&nt is often reinfor eﬂgﬁy organizational support; the organization allows

e xes to participate and interact positively not only in work procedures or work

implementation, but also contributing towards the development of goals and plans and

Q@Iicymaking for the organization. An individual's commitment and obligation to

organization (Meyer & Allen, 1991; Alshanti, 2017,

words, continuance commitment results from

losses (i.e., salary, seniority, promotions,

ry'\f§91; Sayadi & Hayati,




remain with the organization may also stem from his personal values and principles

X
g

Zeinabadi (2010) described organizational commitment as the extent to which an

before or after entering the organization (Alshanti, 2017).
2.4 Significance of Organizational Commitment

individual identifies with and is involved in a particular_orgamization. This is
characterized by a strong belief in and acceptance of the organization’s goals and values
(value commitment), along with readiness to exert cons ble fow‘alf of the
to stay lba_@\f-z}‘gnal
S id{ I and{)mnvolved

in a particular organization (Guleryuz et al., 42008 i ation@ect means that
employees have accepted the values aw f the organization @Sngir et al. 2004).

Their involvement aspect means t%eadiness\sx?rt f@\*in order to promote
ﬁy N
organizational effectiveness, e\%gh thﬁ behavier m(z’@zt result in any incentive

or reward (Bogler & Some % C‘T an Egg@ZOOY) added that employees
put

organization and to remain a member (commi

commitment reflects the strength with which e

with high organizatio itmen ?bn@onal interests before their own

&
\aﬂo al gofmance will increase in terms of
omp@'é[Veness (Law & Ngai 2008).

@nigh normative commitment of pesantren

interests. For this son, or‘g

profitability, praductivity le

[
Wardi &@201 fou
adminis%gas afs i3

faciWASimilarly, organizat@i/commitment influences the job performance of the

t@éx staff in state and private universities in Surakarta (Wahyudi, 2015).

Y
influei\ce than extrinsic rewards, such as salaries and



2.5 Underpinning Theories

There are two underpinning theories in this study: the Social Exchangew
(SET) and the Job Demands-Resources (JD-R) model. SET underpins the‘% ship
between leadership style (charismatic, transformational, autocratic) anf}ganizational
commitment, as well as the relationship between job satisfaction zRnganizational
commitment. Meanwhile, the relationship between leadership ;%\;A job satisfaction

is underpinned by the JD-R Model. The following sectio ther elziborate upon the

two theories. .\d‘
,é\ |
2.5.1 Social Exchange Theory 4 \Y
SET is the most appropriate theory Wh@n.in' \eelingéf?;n employee
i aryé%rt are all seen as
forms of social reciprocation of em@ses tov@;ggo ;@\nization (Saks, 2006).
Social exchanges tend to be VI% 8}1 )

s between t r more parties. When a
person volunteers to do a f Mno y he pec@e’t some return in the future.
This form of return is z%a%ne;r ir}%n%“fbrn@d time; it is the discretion of the
one who returns th W(Blatl, »Wayn éhQ
& Davies, 20056

Oblig &)

y ; ore & Liden, 1997; Gould-Williams

&

VK

e generate rﬁjg@ ries of interactions between parties who are
N

in a re% interdepe Pt staﬁ}\and they often take some time until they are

retu@ccording to Saks (2@ the fundamental principle of social exchange is that

t%e ionship between two or more parties develop over time into trust, mutual
i

& tments, and loyalty as long as these parties abide by certain rules of exchange.
ahn (1990) argued that when employees receive economic and socioemotional

exchange resources from their organization, they feel obliged to reciprocate the
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organization with greater levels of engagement and performance. Eisenberger and
Huntington (1986) argued that when employees perceive that their organiz tiorvaes
their effort, recognizes their contributions, is committed to them, invested @h and
cares about their wellbeing, they will feel obligated to reciprocate them positive

attitude and behavior and more effort to help their organization to achieve its objectives

(Eisenberger et al., 2001). \/
2.5.2 Job Demand-Resources Model \d
L
N3
The Job Demands-Resources (JD-R) model, off off the I[k&@ay Job
Demands Control model (Karasek, 1979) and e\% nce.@ﬁvl) model
-beingésr:zlated to the
Té‘zom. The JID-R

(Siegrist, 1996), describes the process by WW Ith

combination of one’s resources and jo@ds (Schau

model proposes two broad job cha@sistics t \ml%e gn‘\ﬁy influence employee
N

wellbeing. First, job demands an%d as f(')b aspec th&@uire sustained effort and

that are associated with ph 'omcal l S olog'&(}costs. Second, job resources
are defined as factors% | in achievi %‘ \No@oals, reducing job demands, or
4

&
stimulating perso&%vth an\'{ﬁ engakker & Demerouti, 2014).
Job demands tho 's of(tﬁé’ job that involve substantial physical,
¢
cognitive, or e‘ﬁ)nal ort. mge acn%Ies of job demands are time pressure, work

"
overloa% omefinter Pnce, j‘ubnsecurity, and conflict with coworkers (Bakker,
X

HakmADemerouti & Xanth lou, 2007). Job demands are related negatively to
i

'%mal performance. They are not aggravators but may become stressors when
i

uStained elevated effort is required to meet work-related demands and when health

covery is inhibited (Demerouti & Bakker, 2011). The general idea is that job demands

20



drive negative well-being outcomes, such as burnout or stress (Bakker & Demerouti,
2007).

Job resources are defined as “initiators of a motivational process” (@ti &
Bakker, 2011, p. 1) that can act as motivators. Accordingly, job-relatéﬂ*qors at the
levels of organization, interpersonal or social relations, task, and orgamization of work

(e.g., role clarity) can be understood as job resources. Thesa Me, for example,

organizational and social support, growth and career n mer]t opportunities,
autonomy, role clarity, or performance feedback (Bakke ., 20 Sern etal.,
B

social support, pay, and benefits (Bakker et

resources may play an extrinsic and intriﬁw i

learning and personal growth and ar\m

Ryan, 1985). According to the J%model, \seﬂ
motivational potential, which Ie%gh Qrfor nee th h low cynicism and high

&
engagement (Bakker & D %i, 2{ . oth@rds, job resources increase
|IC0 ment, ahd &

engagement through e Ive icacy, thereby enhancing individual
4 ’ &
performance (Demefeuti et @ ob r&ﬁwces may also mitigate the negative
effects of job demand$wand i ' otivel;gﬂ when job demands are high.
¢
Incon Iw the -F:%Jisélay influential framework for establishing job
% NN

ecedgh er emerouti, 2016; Demerouti & Bakker, 2011). The

gs_are assumed to have
N

perfor

JD- el provides a erxib@éoretical tool for conceptualizing key aspects of the

%\Wironment, explaining and predicting a wide range of work-related outcomes,
G ding stress, burnout, work engagement, organizational commitment, job
atisfaction, or productivity (Bakker, 2011). Specifically, the JD-R model explains and

predicts employee well-being and job performance in all work environments.



2.6 Determinants of Organizational Commitment

Numerous determinants of organizational commitment have been |dent|flew
literature. This study focuses on leadership because it is critical to the @n in
Indonesia (Nugraha, 2010). In addition, only a few studies Fakexammed
simultaneously the effects of various leadership styles on orgamzauW)mmltment
particularly in the context of pesantren. Previous studies have investigated a
specific leadership style on organizational commitment. F '\K;, atiar and Wang
(2016) focused on the link between transformational ershi Mnizational

commitment, while Mwesigwa et al. (2020) only e

transactional leadership and organizational

met.KfZ [ e@? (2019),
ip ylee‘wo izatio@x:)mmitment.

meanwhile, examined the laissez faire lead

As a result, it is unclear which Ieader mfluenc gan@ nal commitment
in a specific context. >\y? ,Q\

Another determinant of ona com tmenthc?\uded in this study is job
satisfaction. Job satlsfactl me Q r between leadership styles
(charismatic, transfor tocr |c) lor-gauatlonal commitment. There is
minimum empirica Q&ence cl dlatln <Ye of job satisfaction between these
three Ieadershl Ie nal itment. Previous studies have regarded
job satlsfa | a medl J:)n&j?etween transformational leadership and
orgamz% itizemshi aV| hmad & Jameel, 2020), safety climate and
turn tentlon (Balagun, Am@t’ & Smith, 2020), conflict and job performance (Ye,

u, 2019), and bullying in the workplace and job performance (Arifin, Nirwanto
anan, 2019). The following section provides more detail on leadership, and the

bsequent section describes job satisfaction further.
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2.6.1 Leadership
Leadership is indispensable for all types of organization to successfully pwl!ne
a culture of innovation (Guzman et al., 2020). The leader is the main de@nt of
organizational success because he is central to the processe planning,
implementation, motivation, and supervision (Nugraha, 2010). The Walso has an
active role and intervenes in every problem relating to the@ organizational
l

Borkowski et al. (2011) argued that effective leadership defines the séiccess of any

members (Anoraga, 1992).

"X
organization. Leadership is the process of influencin rs to recogpize #n@ée on
what needs to be done and how to do it, as well ro% |tati:@zﬁdividual

I, Zoéﬁv\.(ing, 2009;

and collective efforts to accomplish shafed o cti\:e\s

Northouse, 2001). In a different persp%i}dership S th@%/ to create a clear
vision, filling subordinates with s@isnfidenc,\ﬁfged bf@)gh coordination and
N

communication to detail (Mc 72011). Lea ﬁshi[&t;é‘s.’the ability to shape and

influence followers’ Value* Ettl es,' chavior, ough a dyadic relationship

iggele et al. . l
(Diggel t|,2ozo)(,) \:JI&Q

NP
2.6.1.1 LeadershipsTheori §

i

¢

Experff%prop se::%wi Ie@?ship theories. In general, there are four core
leadership theeries ¢a

\ - - -
d baé} on traits, behavior, contingency, and power

infl\A \c.}/‘z.

6& 1.1 Trait Theory
The trait theory ignores the assumption about whether leadership traits are genetic

or acquired. Jenkins identified two traits as a fundamental component of leadership: (1)



emergent traits, i.e., those which are heavily dependent upon heredity, such as height,
intelligence, attractiveness and self-confidence; and (2) effectiveness traits, i.e.

emerging from experience or learning, such as charisma (Ekvall & Arv@%l).
This initial focus on intellectual, physical, and personality traits that ish non-
leaders from leaders resulted in research that maintains only minor ‘differences exist

between followers and leaders (Burns, 2003). \’

2.6.1.1.2 Contingency Theory

| | _ | 97X
Contingency theory explains that a leader adju propriatel cdrolﬁg; o the
. % udyingthe styles
,

situation at hand. Fiedler (1964) developed corng y

of leaders who worked in different contew ar'ls\ml ftary orgéﬁzations. After

analyzing the styles of hundreds of go@d leaders, Fi

to make empirically grounded gen%ations a\m&ic gz}es of leadership were
% E y N

best and which styles were wor. ivenQ)rga i a&ionatg;htext. The situations that

&
a leader may be in are | MOW,, ructure @ork group, and relationship
orientation of the lead ngncy he
4
t

from focusing on t ﬂ{der to

which he worksy(Fiedler, 1

p !
called the le eferredicowo er{L
i gc

C

re‘pre@ts a shift in leadership research,

or
'3 &)
he gﬂ in conjunction with the situation in

mea&?ﬂeadership style, a personality measure
@ cale is used.

P
N
y t i cked@a considerable amount of research and is one of

—+

the eadership theories @phasize the impact of situations on leaders. The
XS of this theory is that it has not adequately explained the link between styles
ndesituation and relies too heavily on the LPC scale (Rice, 1978). Furthermore, the

ontingency theory may not be easily used in organizations and may not fully explain

how organizations can use its results in different situations.
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Contingency theory suggests that a leader's effectiveness depends on how well
the leader's style fits with the context. To understand the performance of IeadeYN’s
essential to understand situations in which they lead. Effective leadership @gent
on matching a leader's style to the right setting (Fiedler, 1978). TW‘%@ assesses
situations in which leaders work and whether they are effective. Coany theory is
widely used in organizations and gets mixed reviews from user%l@orists, as it does

not explain how a leader develops or can develop followers hieve h"gh performance

37,
S

While a leader’s traits and behavt Me a strong,_influerice, on leadership

through growth-yielding innovative solutions.

2.6.1.2 Situational Theory

effectiveness, the contribution of situatio ole shouldgot be o@issed (Bass, 2008;

| A .
Farrow, Valenzi & Bass, 1980). and 7 éplalned that situational
? [} 5

leadership is a variable in wf't:\e traitssand behavior leaders mediate between

AN

organizational culture and/thruct’ Oth holz@nd theorists have constructed
o
models based on the I% oncern for o‘alezé productivity (Blake & Mouton,

1975; Blake & M&}& 1991) a
match their be Mwit the qnan@eeds of followers (Blanchard & Hersey,
¢ ? (..)

1996). Yu 981 argu dt?ts uati@ leadership research needs to look more at the

macro &o,ment, {u sthe t@)f organization and/or culture, not just specific

N
sit \03
ge situational approach provides a model that suggests a leader should give

dntion to the demands of a particular situation. The situational model describes how

different leadership styles can be applied to subordinates who have varying work

ituationak:leadership lifecycles, whereby leaders

experience. Effective leadership occurs when the leader accurately diagnoses the

25



development level of the subordinates in a task situation and then uses a leadership style
that matches the situation (Blanchard, Zigarmi, & Nelson, 1993). T
\
(,)

2.6.1.3 Behavioral Theory A
Behavioral theory assumes the opposite of the trait theory, that great leaders are
made, not born. The behavioral theory argues that an individ y} trained to be a
LlY&\T,ZbOZ). Fleishman

leader and does not have to have inherent characteristics (R

et al. (1991) identified 65 distinct classifications of leaderibeh iomwseﬁuent

N
reviews have only further highlighted the proli ea ior ogies
[ h ly further highlighted th liferati leader b c’ ‘?I'
and theories (Avolio et al., 2003; Pearce et al’ ). OQQ stent Thevme in the

X

literature is that behaviors can be fit intwcateg sk-orlﬁd, relational-

oriented, change-oriented, and passive |p.\
?3 [} >
2.6.1.4 Leadership Style : (f}'
N A
Leadership style is of tthav' patternS+ that occur during constant
(
organizational work (\% adot, 2007 3225 ers have identified at least three

primary Ieadersh@gch@ransf tional, and autocratic (Cherry, 2017).

&
N IR
2.6.1.4.1 arismatic Leade hip(_/
N
2.6.1.4: onceﬁt risr@'c Leadership and Its Characteristics

ismatic leaders are ﬂ@e individuals who are set apart from ordinary people

their exceptional powers and qualities (Judge et al., 2006). Charismatic leaders

q\ also be described as those who communicate a realistic vision of the future that can
e shared by their followers (Waldman et al., 2001). In general, there are at least three
characteristics of charismatic leaders. First, they have high emotional sensitivity.
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Second, they are able to influence others in an extraordinary manner. Third, they are
not easily influenced by others (Conger, Kanungo, Menon & Mathur, 1997). Yv

Charismatic leaders enhance followers' identification with and trust \ader
(Shamir et al., 1993). This means that followers of charismatic IeadeAw/illing to
engage in discretionary behavior because of their favorable perceptigh of the leader

brought about by their trust, loyalty, and obedience to t M(Sosik, 2005).

Charismatic leaders also enhance followers' identificatio heirltask or role by
stimulating their self-worth, self-perception, intrinsic ivation, a ingness to
B

commit themselves to performing the task successful vir, Eden, A I#) g‘g’famir,

2002; Shamir et al., 1993). In addition, chasi leaders emp@g on the
collective identity of the group or unit. streng follo V<~relationship

collectively, increasing their identification @[h th nd <<chment to it (De

Cremer & Van Knippenberg, 20 oreove,\har%m i '\IEaders are visionary,

N
showing high energy and actions@ri ion ﬂ_ussi Agi@ 2004).
Conger and Kanungo%}deslr' e b@ral attributes of charismatic
ion,

leaders: (1) vision and% (2

D
«Q
—

ensi vil‘y @Ie environment, (3) sensitivity to
4

members’ needs, (4 sonalm , and erforming unconventional behavior.
Riggio (2010) sdentified 'nts efj\ﬁﬁersonal charisma, such as emotional
¢

expressivenE:%ﬂity 0 X eg (Es’ feelings spontaneously and genuinely);

NN
emotior%' ivityf(abili fo re@nd decode other’s non-verbal communication);
emcﬂﬁcontrol (ability to re@(e emotional displays); social expressiveness (verbal

@icaﬂon skill to engage others in social interaction); social sensitivity (skill to
eadk and interpret social situations and how to listen to others); and social control

bility to fit in and connect with all sorts of people).
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2.6.1.4.1.2 Theory or Model of Charismatic Leadership
Conger and Kanungo (1998) developed a model of charismatic Ieaders?ﬂﬂt
focuses on three stages of the leadership process. In the first stage, the Ie@sses

the environment for any growth opportunities for the organization ( ity to the

environment) and carefully evaluates the needs of followers (sensitiw to members’

needs). In stage two, the leader formulates a strategic vileMh is constantly

presented in an inspiring way (strategic vision and articul Jin the third and final

stage, the leader provides a role model by dem atin pWrisk and
"X

unconventional behavior to followers. | _\C}

b

2.6.1.4.1.3 Significance of Charismati Mrshia

Charismatic leaders are able to m rganizational, change.by creating a more

\ o
committed workforce (Kahtani, %Cha% Ka if){hip is also capable of
% ()

7]
delivering remarkable chang\ e orgﬁgas SA s (Kakavogianni, 2009).
Empirical evidence sug estWaris'watic ers@bleto make their followers to
‘c E (
9

trust and identify wit (Basgp

leadership is aIs@ﬂwelylrela

perception of | Mrlty (Wan au %‘@n, 2014). More importantly, a charismatic
H ' 4

leader is @ ield

great
Simse %& Ve@a 05) a e transformational process (Appelbaum, Berke,

;,!!ugg/e & Piccolo, 2004). Charismatic

to o@nizational citizenship behavior and
imp&d on the organization’s members (Lubatkin,

N
Ta\ azquez, 2008; Griffith-Cooper & King, 2007).
‘é(arim (2020) found that the efforts for leaders to be a charismatic person are by

Oing God’s glory and God’s blessings, obedience to God, prayer efficacy, being able

to hide themselves away, self-confidence, and having the ability to predict/forecast the

future. More than that, charismatic leaders make radical social changes
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(Abbasiyannejad et al., 2015) and shape a regulative and assertive society’s compliance
(Ziemek, 1986). According to Abbasiyannejad et al. (2015), charisma cannot fw
without social relationships.

The charismatic leader has extraordinary power that can be felt, s@Nsted and
believed by those closest to them (Rohmah, 2020). Mulyadi (201Wmd that the
openness of a charismatic leader will lead to the developme (Mctive leadership
through clear and routine communication; explanation of rk,.m'ssion statement

and mission implementation in detail; involving subordinates in ttWestination
B

or goal; giving authority to subordinates and bui their jres si'il@eing

responsible for any consequence of the policy en;\ i trusﬁrthy and

expanding trust to subordinates. \, g
Charismatic leadership has alsoﬂaund to be“si ifi@(‘in the context of

pesantren. Satwika and Himam (2 ated tha |

horizontal accountability betwa% e and esa treg. embers The pesantren

would thus become an effici ectT

is responsive to the as% and interest bers, for instance teachers, the

santri, parents, and nsouetr.

In Pesant @talla
allowed Eﬁg@ to eval @ork processes. This has increased the

N
effectlv ess of its er P and-éﬁated trust between the leaders and followers.

g@e‘adershlp would create

cCco g educatlonal institution that
It

/“

mtly, the Pesantren has@écome one of the best in Bengkulu (Mulyadi, 2017).

arlsma emerges when there is a social crisis. A leader comes up with a radical
d n that offers a solution to the crisis. The leader also attracts followers who believe
that vision and strive to achieve it. Followers can also trust that leader as a person

with exceptional power. Charismatic leaders can be born because they receive God's



gift to maintain authority (Mardiyah, 2015). Dr. KH Ahmad Musthofa Kamal is a Kyai

who, since his youth, has had a high charisma. As a result, the people in Pe

Bidayatul Hidayah Pasuruan follows him passionately and is committed t

o1 =N
N3

2.6.1.4.2.1 Concept of Transformational Leadership z l

ylbl

2.6.1.4.2 Transformational Leadership

Transformational leadership can be defined as th cess ofWing major

"X
a point relth@ls of
na@ res It‘,GoIIowers
Yukl,@g‘ga; 1999b).
ts: @‘alized influence,

changes in the attitudes, beliefs, and values of follo

an organization and the vision of the leader

achieve performance beyond expectatio\(Bi S,

Transformational leadership consis ; aur comp

inspirational motivation, intellectua@sulation,\mé_m%vi q@ed consideration.

Idealized influence has b with cincrea:&e sense of connectedness

Xm &
with others (Zdaniuk & Bobacel S)IF 'm@d Beheshti (2014) suggested

that idealized inﬂuen% ponds o t léa(}a charisma and the impression

followers have aboutithe leadeli’ \11"‘ities. Id%(fzgd influence describes the reliability

and strong mo@ea i ilys tha}’esult in the followers’ reverence of the

leader as he @the to;:ehgo%gr?zation’s vision and mission (Teymournejad
=

\ -
& Elghaéi, ). Idealiz }nflueﬁ& means that a leader models the achievement,

valug&j behavior that foll@r& perceive as having the potential to advance their

c X(Joo & Lim, 2013). The leader also sets self-interest aside to build follower

oyalty, devotion, and identification (Ghadi et al., 2013). This model describes the
xtent to which the followers trust in, respect, and identify with the leader (Prasad &

Junni, 2016). Jyoti and Dev (2015) suggested that leaders demonstrating idealized

30



influence focus on how their values, beliefs, and mission shape the decisions that they
make and the actions that they take. Stempel, Rigotti, and Mohr (2015) posited ?‘M
factors of idealized influence have more to do with the impression follow@ than
on any characteristic of the leaders themselves. A

Inspirational motivation leaders serve as a model for followers to achieve

organizational goals, and they clearly and confidently COQFM&E their vision

al motivation means

thei erWs opposed

"AX
). Throu op#iq{%f and
Ie&oﬁl tow@?he goals
each?ig perfor@saa (Prasad &

Junni, 2016). Inspirational motiva rEDys extra 'aryépectations about

performance, resulting in the accﬁase of t ta
% @V.': ¥

optimistically and with enthusiasm (Jyoti & Dev, 2015). In

that the leaders inspire motivation in followers by focusi

to daily interactions (Teymournejad & Elghaei,
excitement, leaders displaying inspirational moti

of the organization and give followers a reaw

,@'e employees play in
N
contributing to the organizatio ing their o areer goals (Joo & Lim,

2013). Inspirational motivation art@ation of followers in the

organization by crea% ppeali iSion @di et al., 2013). Inspirational
motivation means NQeaderi i i
éﬁs

the -a-Vi ‘tﬁqﬁ/ current state to encourage followers to

positive perspe\ '
¢
support a co %/isio (Feiz uﬁéﬂ)
% NN
T% intellgCtual Sti ulaté?, leaders encourage followers to question the

Yw
vaILﬁ;&y of thinking, and b@s’ of themselves and their leader (Jyoti & Dev, 2015).

0 encourage employees to question assumptions, think non-traditionally,

innevate, be risk-takers, and display intellectual stimulation (Ghadi et al., 2013). Joo

nd Lim (2013) suggested that intellectual stimulation behaviors motivate employees
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to seek out demanding assignments, new knowledge, skills, abilities, and balance in

their personal and professional lives. Yv

Individualized consideration means that leaders recognize the diﬁerﬁg}non

(=]

followers and provide individualized attention that motivates them to eng authority
in their decision-making (Ghadi et al., 2013; Teymournejad & EIMZON). The
leader recognizes followers as individuals, attends to their needs, Shiows concern for
their feelings, and motivates followers to take responsibili Y/:Io')ing themselves

(Jyoti & Dev, 2015; Prasad & Junni, 2016; Teymourne Elghaet; ). Leaders

igs to follower. t(jal_@\‘tz;em

also provide practice, education, and training opport

to discover their capabilities and potential (Fei

1., 2044 an%‘% (2013)

suggested that leaders give attention to thelw ees«i enceurage 1@:% find value

in learning and develop their careers. \ N

N
2.6.1.4.2.2 Theory or Mod nsfopmatl al Le@shlp
Bass developed the t \tra M&mjf;ﬂ‘ @ransaetlonal leadership. The

AN
NS DS
transformational leade ceptw fir (})‘ne@y Downton in Rebel Leadership,

4). @rged as an important approach to

7/

published in 1973 SS & Ay

leadership, as e C WO political sociologist James MacGregor

Burns in 19 led a(:%p"(HEg};g Ginnet & Curphy, 1999). Burns’ theory
datl

Iald as f other scholars regarding this perspective on
Iea theory (Conger & K%'r(mgo 1998). Bass (1985) therefore built upon the

eas of Burns (Engelbrecht, 2002; Yukl, 1998), although his theory is not

& ssarily consistent with Burns’ (Northouse, 2001).
Bass identified four transformational leadership behaviors which represent four
basic components or “I’s” of transformational leadership (Avolio, 1999; Bass & Avolio,
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1992). The four basic components are idealized influence, individualized consideration,
intellectual stimulation, and inspirational motivation. Idealized influence arouse

emotions from followers and identification with, and emulation of, the Ie@ss &
Avolio, 2001; Yukl, 1998). Individualized consideration involves prdﬂ% support,

encouragement, coaching (Avolio, 1999; Bass, 1998; Yukl, 1998), d&gation, advice,

and feedback for use in the personal development of followers (Bass'& Avolio, 1992).
i%

uences followers to

iration rrwnincludes
"X

Intellectual stimulation increases awareness of problems

view problems from a new point of view (Yukl, 1998). In

e transformational

leadership and organizational citiz ip, culture xsi v@\addition to employee

N
"%Q c?notivation. In contrast,

transformational leadership s negative ted oluntary turnover. Mathew

empowerment, satisfaction, tr -eff@ienc

sfor at'ombeadership style is one that drives
£

4
the emotions of folgw and ‘n \r'rse the%(o,go beyond expectations. In addition,

and Gupta (2015) indi the tra

McCaffrey andReinoso (2 este(t:%‘l transformational leadership motivates

sfor@j\;%ion, inspirational guidance, and intellectual

N
ransk&}national leaders are associated with new idea

Q Recent studies reported that this leadership style has a positive effect on the
erformance of employees (Kahai, Sosik & Avolio, 2000) and groups (Parry & Proctor
& Thomson, 2003). Jung et al. (2003) believed that transformational leaders can
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positively influence organizational creativity. Effelsberg, Solga, and Gurt (2014)

2

suggested that transformational leadership is positively related to emp

willingness to display selfless pro-organizational behavior. Morton e@OlO)

suggested that transformational leadership is linked to higher emplo -efficacy,

self-determination, and commitment. ?

Chan and Mak (2014) found that transformational leader. hMences affective
ete

s also shown

Jins irWotivaﬁon,
N

and organizational commitment (e.g., Mehar et al., 2 Feizi et al. 1};@1%2,

2016; Ibrahim et al., 2014; Rai & Sinha, 2000;% tal.,\ ealike?i'nfluence

2@%3) jobi ement (Rana

and normative organizational commitment. Empirical

significant positive relationships between idealized infl

is positively related to career satisfaction (J

et al., 2016). The transformational st os;'arely influéne€s fo rs’ performance
(Dumdum et al., 2002). Transforr%al Ie@;lsg fr q@nly give solutions to

N
problems (Lawler, 2003). ‘% a q Q(?
ﬁn &
S IiT 0 have *#fbers with a high levels of

Transformational Ieaﬁ: S
commitment, loyalty, M atisfaction ‘gé th@'are inspired and stimulated and
4
elo

&
their individual 3@ ha@ p . Bass & Riggio, 2006). In one
pesantren, it was foumd th 'rs d %{ consider the Kyai’s transformational
¢
leadership a &amin toft irgorﬁr.r}i ent to the pesantren. This is likely because
\
SE

the :&%

aca supervision (Falaha
0

small .rol P man@ng technical issues, e.g., job assignment and
@ﬂihb & Rizal, 2021). The transformational leadership
I is positively related to Islamic organizational culture and Islamic work ethics,

s perceived by teachers in a modern pesantren. These findings collectively support

ast evidence related to transformational leadership and organizational culture

(Pratama, Sunaryo, & Yusnita, 2020; Schein, 2010; Jaskyte, 2004).



Umiarso and Muhith (2019) found that transformational leadership effectively
influences a pesantren’s organizational culture development and ultimately m?!!
its employees’ performance and work outcome, specifically o onal
commitment. Suradi and Surahman (2020) found that the Kyai of*antren in
Banyuasin, Bengkulu, implements the transformational Ieadershlw Mahrum,

Hajar, and Yusnita (2021) found that the Kiyai at Mafazah oder oarding School

obtained good scores in the dimensions of individual co on nd msplratlonal
motivation.
! ﬁ

2.6.1.4.3 Autocratic Leadership \Y
2.6.1.43.1 Concept of Autocratic Lea h| u\ Q\T

Nwakwo (2001) and Enoch (19 bed the a ratl@e as a leadership
style in which production is emph at the gof ay human consideration,
and where decisions are mad eI lPJy th Ieader ('?tocratlc leadership also

refers to the behavior of a?:}w i e stro@ntrol over subordinates and
require their unconditi ience lhe “ef. AD'2004) In other words, only one
.‘
foll \(;Q

person has full authag(and p‘) é s or employees (Adair, 2005). Farh

and Cheng (2000) alsovargu horie%ﬁ leadership refers to a leader’s behavior
@

of asserting Ef&)utho tyan ﬁrob r subordinates and demanding unquestioned
the {\

obedien %’
or ing to Milgron ana‘.gélmstrom (1991), the autocratic style clearly defines

|0n between leaders and workers. Dawson (2002) stated that the autocratic style
G show great results in the short term. However, excessive use of authority will
amper productivity in the long term. In addition, the autocratic leadership style

promotes a one-sided conversation, restricting the creativity and leadership skills of



employees and causing their daily work to be repetitive (Ittner & Larcker, 2002). Under
the autocratic leadership style, all decision-making powers are centralized in tw
of leaders (Heneman & Gresham, 1999). The followers of autocratic |€&d€® low
level of job satisfaction because they assert absolute power and influert*shinpour,
2014). The followers perform because of punishment for non-compliaYe’Burke etal.,
2006; Rad & Yarmohammadian, 2006). \’

Autocratic leaders make decisions without the con Y;n] members. This
style of leadership is usually applied when a quick decCtsign is to b ;';md team
agreement is not important for successful results m, Dwer nlj, @Y &
Shamir, 2015). Few opportunities are given ad\fe embers to make

suggestions, even if it is in the best interestof the amw\r or izatiq@)g:nanchukwu,

Stanley, & Ololube, 2015). An autocratic leader mostly es a@ ion on the basis

of his own judgments and ideas, ratelygncluding rs) advice, and the leader has
N
absolute control over the group / Raz?aq & Mujtab 15). According to Igbal,

&
Anwar, and Haider (2015), hﬁc Ie' g ord@ithout explaining the reasons
? (

or future intentions. % Q’

crati
Authoritarian N@s mali mportant’decisions in their teams and demand
their subordina@hie '

typic

NN
membe% furthe )(ates s&loyees to perform at a high level (Schaubroeck
et aLA?). As Rast Il et al, @13) argued, authoritative leaders are more likely to
N

p%! a clear, unambiguous, and direct prototype to their subordinates. They usually

ire subordinates to obey their rules completely and punish them if they do not

perreéwﬁnce (Wang et al., 2013; Zhang & Xie,

lgf?nhance followers’ sense of identity as group

llow their orders (Chan et al., 2013). As a result, employees could gain a better

understanding of what they should do and should not do as team members. Prior
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research also suggests that authoritarian leaders offer a better sense of what it means—
in terms of identity, attitudes, and behavior—to be a member of the team (Rast | ¥,
2013; Schaubroeck et al., 2017). Authoritarian leaders are uniquely effe@} this

respect because they offer an unambiguous identity to their team memb st, 2015).

2.6.1.4.3.2 Theory/Model of Autocratic Leadership
The basis of leadership theory is Douglas McGregow K957] Theory X and

Theory Y. A Theory X leader typically exhibits an autecratic ew style and
]

permits little, if any, staff involvement in decisions (S d, Rehma *@010).
Theory X states that an average worker does n to work ill @H work if

he can. Therefore, he must be forced to workgusi threx\ts a punis& Theory Y,

on the other hand, states that emplo *thhe most are@lazy; they enjoy

working and seeking responsibility@?dition, \NXY es+that most employees
N

are creative and imaginative; s oye& maysnot showinterest in their workplace

&
mty'& provide s%&é)le and enabling working
environment (McGreg Z { Q’
L&

@)
2.6.1.43.3 Si m\ce
\ '

atic t‘é&ﬂership
[
Authoritarian leaders usu Iy'getbi_g performance standards and expectations for
élgv N
their su% s (Aycan 6). G®1 et al. (2017) argued that authoritarian leaders

derqm&eir subordinates to @Ve the best performance by exercising strict control,

2

because of management

S %clear rules, establishing job responsibilities, and issuing punishment and
ewards. Consequently, employees are motivated to perform strongly and deliver

xcellent quality. Huang et al. (2015) also claimed that authoritarian leaders—who
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emphasize discipline, obedience, and unity—are likely to achieve performance by
fostering a highly centralized decision-making structure.

Authoritarian leadership may strengthen subordinates’ learning goa%\tion.
Authoritarian leaders are highly competitive and set very high expe for their
teams (Wang et al., 2013; Zhang & Xie, 2017). Authoritarian Ieade¥m.phasize that
their team members must have the best performance of all the teams t'the organization
(Cheng et al., 2000). Once the employees identify the ga &n.t ir performance
and their leaders’ expectations, they will build up thei pet cWrsue self-

@ \Yv

development by acquiring skills and accomplishing t Gong et al 1[7)_@

ut% rshinyS/Ie has a

§ Ieﬂder ip styl ore suitable

when a project is to be completed v@vided deadlines @fgavi & Yaseen,

2016). Igbaekemen and Odivwri %5) also\(m% 'c\?sitive impact of the

authoritarian leadership style on% i

Authoritarian Ieaders%
According to Rachm ), i

4

Tebuireng, and Pj&@Pacir‘i \s.a tocg,ieadership characteristics, in addition
to other Ieader% racteristi 'rifirt‘é‘@l?) found three sources of traditional
¢
ip_o Pegar(r;? Temboro: (1) the tradition of pesantren

Bhargavi and Yaseen (2016) suggested t

positive impact on organizational performance.

~—*

7

authority in ader

. ¥ N . y
education, ,(2)w the fradi of d%aah Tabligh, and (3) the tradition of the

L 9
Naog&ydlyah-Khalidiyah co(@fégation.
N

3
N
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2.6.2 Job Satisfaction
2.6.2.1 Concept and Determinants of Job Satisfaction Yv
According to Khalid (2010), job satisfaction means one’s pos1%\tude
towards work. Amah (2009) argued that job satisfaction is dependent o ployee's
interaction opportunities with others in the workplace. Empirical e W has shown
that better relationships with co-workers will improve the job tlsfa on of employees
(Choo & Bowley, 2009). According to Rauter (2012), sy(;at"onships are an
important part of the social climate in the workplace pro idwng where
ords, aco ve]w@roup
e.% ite sm(jian would

. 2009),é§)~argued that
friendship at work is associated \ her job |sfa@, organizational

commitment, and job mvolvement, ition to r 'r\intention.

Working condition is a ternﬁ ant cemp e satisfaction (Luthans,

employees can experience meaning and identity. In ot

2009; Moorhead & Griffin

in a clean and enviro frien Ié/}c‘:‘e' ind it easier to come to work.
Otherwise, he will w Ifﬂf mp gmsks Vorster (2011) also stated that
m

working condlt\ a si mp@fn job satisfaction, especially when the
working ¢ is v 'ﬁ/od;rz) conditions include the physical working

(2009) a person who works

enV|ron e t hting; tem ?turem&fhumldlty noise level, and storage of hazardous

mat (Moorhead & Griffi @09) Other organizational aspects that can affect job

ion is reward for employee performance; opportunities provided by the
ization for employees to develop their career; harmonious relationships with co-

&
orkers; good relationship with leaders; ability to complete high workload; constant



guidance from superiors; and payment of salaries and incentives according to employee

expectations (Agustini, 2013). Yv

The nature of work performed by employees has a significant impac@level

of job satisfaction (Joarder, 2010). As Nasrudin (2011) argued, the important
influence on someone’s job satisfaction is the nature of work assigne¥~ohim In other
words, if the job is challenging and requires the employees t useMmge of abilities
and skills, they will likely feel satisfied with their job. Si (Y;o'ding to Luthans

(2009), employees gain satisfaction from work that i eresti gngng, and
B

provides them with a job status. Task variety can als ilitate job s fdcti hoo

of s@’l“s that the

| of s@;ﬁon (Khan,
ploéﬁob satisfaction is

Pay is also an important de m[ ] satisfa?&lon. Pay refers to the amount
a

of financial compensa% individ
4
(2010) argued that etary @
job satisfaction.glaylowand

¢ ! (,2
other Words:ﬁ s pay satisfaction ér Qi_s)s tisfaction) leads to different output behavior

(i.e., jobssatisfaetion){Cra ?d, 2 .
/o L o
ervision is another d @mnant of job satisfaction. Supervision is defined as a

P \to set performance measures in taking action that can support the achievement

Q pected results according to the specified level (Bilgin & Demires, 2009). Mathis
n

d Jackson (2009) stated that supervision is a process of monitoring employee
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performance based on performance measurement standards to ensure top quality

performance assessment. Good supervisors treat subordinates fairly. Yv
Opportunities for promotion are also likely to influence job saUsfact@bms
(2009) stated that promotion gives opportunity for personal gr increases

responsibilities, and enhances social status. Bull (2009) postulated Rt many people
experience satisfaction when they believe that their prospects_are geod (opportunities
for progress and growth in their current place of employm g Ially, according to

Scott (2009), the satisfaction of employees depends on“Several fact Iudlng the
likelihood that employees will be promoted. @ 00 rtj @ that
opportunities for promotion were found to be and onl mon\pjrgdlctor of
Bmll@;e agencies.

(<

job satisfaction at child welfare, mental heal co uni:Y

2.6.2.2 Model of Job Satlsfactl \ ,Q\

Job satisfaction is a m 5|on$| construct t \escrlbes the emotional
evaluation of an employee g pectation {}d how they are met. Spector
(1994; 1997) defined j% ction Jnln d rhe I0NS: pay, promotion, supervision,
fringe benefits, co thkt rewr atlng |t|ons, co-workers, nature of work,
and communlc ion. the S wecloj\‘{ob satisfaction as a two-dimensional
construct of i | ic and ext s£ satisfaction (Locke 1996; Kim & Han, 2013).

Schnak%k congeptualized joﬁtisfaction as a three-dimensional construct of

mtrm&xtrmsm and soualk action.

g e intrinsic dimension of job satisfaction emphasizes psychological and
1

ional aspects. The sources of intrinsic satisfaction are a person’s characteristics,

d h as attitude towards specific aspects ( Petrescu & Simmons, 2008; Bentley, Coates,

Dobson, Goedegebuure & Meek, 2013; Hohle & Teichler, 2013), ability to use skills to
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achieve the task, the nature of work itself (e.g., challenging, difficulty, and importance),
and the employee’s opportunity to accomplish something worthwhile.

Sources of extrinsic satisfaction are situational and depends on the @nent,
such as organizational climate. Extrinsic sources of motivation are ba imarily on
the work of economists (Petrescu & Simmons, 2008) because this ew dimension
emphasizes the reward aspect of work. Bentley et al. (2013)%&‘Ie and Teichler

(2013) view extrinsic satisfaction as the satisfaction plc'yee with work

environment, the amount of pay and fringe benefi at Wfrom an
B
o y o gy NS
organization, and additional benefits provided by the ization. ' i—)

Social satisfaction is an individual chal

the .p\syahosocial
er pa@;g:s are easy,

A ZO@According to this

aspects of his relationships, in which i

gratifying, fulfilling and satisfactory ( &ea &S

definition, an organizational memb@tisfie%g

appreciates and communicates i persoqéplevel, and loves to work

u@)‘f social relationships,

ro 2

together as a team because_he IieI IS artne@s the interest, respect, and

willingness to interact% ange ideas th'oth@. Social satisfaction refers to the
4

extent to which s:%rdationf
individuals, th% h a

#
importance g%&ct and a

ractio P othe&Cammann, Fichman, Jenkins & Klesh, 1983,;

Verﬁ&mani, Labianca & G«@éer, 2013). When an individual occupies a central
N

position in the network of the work group, this means that he receives more attention

G appreciation from other members in the work group because of his experience,
n

owledge, or personal characteristics. The central position of any network links is

Citi(ﬂj—are necessary in an employee’s social and
N

professi
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associated with greater social prestige because it serves as the main link to many other

X
g

2.7.1 Charismatic Leadership and Job Satisfaction ?

group members.
2.7 Hypothesis Development

Javidan and Waldman (2003) stated that most theoretical an pirical research
on charismatic leadership suggests its positive effects, ks.h"gher employee
performance and motivation. The study also indicated th aris at,Nest‘hip could
006) foun aﬂc@%ﬁc
satisfaCti cco@g to Latif

(2011), charismatic leaders may improve tw actio? 0 ir fol Vﬁ since their
needs are fulfilled and they feel valuwaition, the act@ts of charismatic

leaders, including their educationalciayround}, \ﬂ]g%f U{E\é gender, and culture,

N
could influence employees’ p%\ of job s 1sfact(10 ('{Amburgey, 2005). The

following hypothesis was t roposed: N

H1: Charismatic Ieade% ositivell related lto~j®'satisfaction.

4 ¢ &
sy L
2.7.2 Transf(@l L\ldgllp aréﬁ Satisfaction
i o

The rE! nship betwee tr&usfe_r} tional leadership and job satisfaction has
tabhs

been w% i

200%, of & Shah, 2008; L@Wchien, 2009; Albion & Gagliardi, 2007; Shibru &

improve employee satisfaction. Similarly, Nguni et

P

leadership has a significant influence on teach

/ N y
hedfin_pr. }pus s&&fes (e.g., Koh et al, 1995; Bass, 1998; Ejimofor,

@, 2011; Omar, 2011). This relationship has been verified in various contexts,
G as Norway (Hetland & Sandal, 2003), Cyprus (Mine, 2008), Libya (Zahari, 2012),
dia (Gill et al., 2010), Pakistan (Bushra et al., 2011), and Taiwan (Chi et. al., 2009).

In addition, it has been empirically verified in various sectors, such as public (Parry &
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Proctor-Thompson, 2003), education (Mine, 2008), private (Hetland & Sandal, 2003),
oil (Zahari, 2012), healthcare (Nielsen et al., 2009), banking (Bushra et al., 201 -
profit organization (Chi et. al., 2009) and restaurant (Gill et al., 2010). Voo@ml)
indicated that the transformational leadership style has a stronger relat ip with job
satisfaction. Transformational leadership explains 46.8 percent of ‘Wariance in job

satisfaction (Sarwar et al., 2015). Thus, the following hypothe§'swroposed:

H2: Transformational leadership is positively related to jo IS ctioT.

g

2.7.3 Autocratic Leadership and Job Satisfactio ' _\‘-}

Bhatti et al. (2012) surveyed teachers at ic and privat ols found the
significant effect of autocratic leadership style on,job saﬂisfa ion. A @E;r result was
found in Turkey by Inandi, Uzun, a se;)' (2016). crat@adership has the

second highest effect on employe@satisfac \n?h gtéll*project environment
N
context (Zhang, 2018). Based onéindinﬂs, thefo owgilgﬂypothesis was proposed:

H3: Autocratic leadership IiENEm anl’ a toj@isfaction.
\h'ii ion

l
£

2.7.4 Leadershi %and g.ommitment
Leadershi\;& is ' an é%bﬁécedent of organizational commitment

i
¢
(Sabir, Soh 'I%sif an, 2 1)‘.'A€§r?ng and positive relationship exists between

NN
Ieaders}% and @rgani ional«&nmitment (Ekaterini, 2010; Sabir et al., 2011).
Recm&dies showed that ch r@(atic (Mangundjaya, 2021), transformational (Khaola

>

Ne, 2021), and autocratic (Ibrahim Radwan, 2020) leadership styles have a direct

G ignificant impact on organizational commitment. Thus, the following hypotheses
e

re proposed:

H4: Autocratic leadership is significantly related to organizational commitment.

44



H5: Charismatic leadership is positively related to organizational commitment.

H6: Transformational leadership is positively related to organizational commitr?.*

2.7.5 Job Satisfaction and Organizational Commitment

The effect of job satisfaction on organizational commitment has'geen established
by previous studies (Oyebi & Abubakar, 2012; Swarnalatha & SureshKrishna, 2012; Fu
& Deshpande, 2014; Neubert & Halbesleben, 2014). '?a.tiopship has been

empirically verified in various sectors, such as retail (Pe 010) hw (Redfern

oy
logy (Lluthans, Jocﬁgiased
4 b

NV
&

et al., 2002), restaurant (Kim et al., 2005), and high t

@
s

on these findings, the following hypothesis wa
H7: Job satisfaction is positively related to tione\l commitme

2.7.6 Job Satisfaction as A Med

Based on the discussion%

satisfaction mediates bet h
zo

autocratic) and organi%
that there is a str(wntlal T
discussion in S% 7.4

#

and organiz &@com itme Ir{adefgi?n, the discussion in Section 2.7.5 indicates
NN

the pote% between j atisfu&on and organizational commitment.

Qsatisfaction has been\ fied as a mediator in recent studies. Recent studies

mmitment.
en Ieg&ﬂvshlp styles and job satisfaction. The

ests h%ff)otential link between leadership styles

S Mthat job satisfaction mediates between transformational leadership and

d izational citizenship behavior (Ahmad & Jameel, 2020); between safety climate
n

d turnover intention (Balogun, Andel & Smith, 2020); between safety climate and

turnover intention (Balagun, Andel & Smith, 2020); between conflict and job
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performance (Ye, Liu & Gu, 2019); and between bullying in the workplace and job
performance (Arifin, Nirwanto & Manan, 2019). Therefore, job satisfacti
potentially mediate between leadership styles and organizational comm@This
relationship has not been examined in the literature. Thus, the follovﬂ!&/potheses
were proposed: Y'

H8: Job satisfaction mediates the relationship between ch iskg leadership and
organizational commitment. '

H9: Job satisfaction mediates the relationship between transform ioWrship and
@

o

organizational commitment. ' .\C}
H10: Job satisfaction mediates the relationshi een alt C Ie@%ip and

o . X
organizational commitment. \, 0\ é
3 %)

2.7 Research Framework Cj \>Y

(]

Charismatic

Leadership

Organizational

Transformational

Leadership Commitment

Autocratic
Leadership

Y-v
A Fig«@ﬁ.l: Research Framework

QE Figure 2.1 illustrates the research framework that was developed based on the

oposed hypotheses. It incorporates five variables. The independent variables are

charismatic leadership, transformational leadership, autocratic leadership, and job
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satisfaction, while the dependent variable is organizational commitment. Job
satisfaction is assigned as the mediator. The research framework illustrates fou

The first path is the factors (charismatic leadership, transformationalf | hip,
autocratic leadership) that influence job satisfaction. The second pa&e factors
(charismatic leadership, transformational leadership, autocratic ‘leadership) that

influence organizational commitment. The third path is the eff CM satisfaction on

organizational commitment. The fourth path shows job%Satisfaction as a mediator

between charismatic, transformational, and autocrati rshi les with

N\
organizational commitment. é | _\C}
’ 3

2.8 Chapter Summary \,
This chapter has reviewed the % qu; related

covering its concept, theories, arﬁﬂpnifican\{}%n b{\:hapter explains the

\
underpinning theories and the r%ants%f or tzatk)‘{c}?l)commitment. It has also

developed the research hypotheses b on revi‘g%tudies. Finally, the chapter
illustrates the proposec%ocmps th a eséamb‘ramework. Chapter 3 provides a
4

‘&
detailed discussion abut the@h icalﬁﬂbt of this study.
A S
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