CHAPTER 5

5.1 Introduction

DISCUSSION AND CONCLUSION (}

Ns study. It then

This chapter starts with a brief review about the foc
discusses the research findings and their implications. Fina e(haprr highlights the

limitations of the study, proposes recommendations for e resear provides a
"X
summary of the thesis. é J [ _\c}
? 4
&y

5.2 Focus of This Study \,: g
This study was conducted to awar issues. irst@e was to identify

the leadership style of the Kiyai% IS reg&?s el der in a pesantren
N
l%eadeﬁ i i

(Hasbullah, 1999). Research re hip style/in c?ltren is essential because

current perception about th min 1 erature ha n inconsistent. For example,

Nugraha (2010) and % ati (2009) gded@at pesantren leader applies the
4
m er

charismatic domin Wers% , F%;QNO (2016) found that the leadership
at pesantren tends to be-an i i ' Iim@the roles and initiatives of subordinates.
Other resear hg b(;ul et aI(JtZ.(‘)bS, Anchok & Suroso, 2005) indicated that
the lea %Ie i pesantren i .e\erally religious leadership. These inconsistent

arg\@&necessitate further @f;{;h on the leadership style of the Kiyai.
e second issue addressed by this study was related to the relationship between
eadership style, job satisfaction, and organizational commitment. Although previous
udies have found a link between leadership and job satisfaction and organizational

commitment (e.g., Azim, 2019; Siddig & Sudin, 2013; Wardianto & Hendrati, 2014),
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they have not shown that leadership style is positively associated with both job
satisfaction and organizational commitment. This study extends the litera
empirically examining the effects of three leadership styles @%hatic,
transformational, and autocratic) on job satisfaction and organizatio mitment.
Examining the three styles simultaneously can generate significant knowledge about
their effects in a particular context. \’

The third issue covered in this study was the role of j X:cti n as a mediator.
This study argues that job satisfaction could mediate betw grisggtic,
izational rr'itz&éat This
ip'style i€ positi erKe?fed to job
satisfaction (Azim, 2019; Siddig & Sudin, 2043). cond‘jﬁisfac@xgsapositive

impact on organizational commitme@igwa, T e <<ekiziyivu, 2020).

Third, past studies have shown the%ating e \r‘&&ob s,?@faction (e.g., Chan &

- : & c.}
Ao, 2019; Riyadi & Soeling, 2 q (?7_
The fourth issue rela m Ield&sge@samren. Previous studies in

déra&bleadership model of the Kiyai
F &
giyai in the strategic development of

iko % Nelwan, 2019), effectiveness of the

transformational, and autocratic leadership styles with

argument was based on three reasons. First, lea

D
o

!
Kiyai's lead Taman, 20 ),6efe\(jiaral approaches in the context of pesantren

NN
dershi ullahj*200 ,ﬁnd sﬁé}gthening leadership culture (Alam, 2018). This

lea
stuQn s the literature in@ﬁs context by examining the level of charismatic,
N

t ational, and autocratic leadership styles among the Kiyai. This study also

6 ined the effects of charismatic, transformational, and autocratic leadership styles
n

job satisfaction and organizational commitment in the pesantren context.
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5.3 Discussion of Findings

5.3.1 Leadership Style of the Kiyai at Pesantren Darunnajah T
The first issue was to identify the leadership style of the Kiyai a@}er in

pesantren (Hasbullah, 1999). Adequate understanding of this issue is ial because

there is inconsistent perception about this subject in the literature. Y

The results showed that the charismatic, transfor tio}\/and autocratic
leadership styles of the Kiyai at Pesantren Darunnajah rr§a.h'f;h level. These
findings support previous studies that indicate that pesa leaders appl ‘arismatic
leadership (Nugraha; 2010; Rachmawati, 2009), t@aﬁona lea h’p &S?z;i &
Surahman, 2020; Suradi, 2017), and autocratic ip styl@s ma@ﬁZl).

The findings suggest the importaane \eader@g;tyles in an
ic @%rship, the leader
formulates a strategic vision that is (ﬁmsmly p@;ﬂ?n '\;(s}n’ring way. The leader

v

educational organization such as pesw ith char

also assesses the environme oppartunitiesyfor the organization and

carefully evaluates his fol }nei “In a diti(@ provides a role model by

demonstrating personal,_ri Zd unconvengional @avior to his followers (Conger,
4 F &
Kanungo, Menon&@thur, 1f \F:a S orgr.ional leaders model the achievement,

values, and bew at f erce't\éfés having the potential to advance their
¢
careers (Joo im, 2018). Th eﬁer E;I?o serve as a model for followers to achieve
N

their go% theyjclear ﬁnd confidently communicate their vision optimistically

andu&nthusiasm (Jyoti & Il%v’ 2015). In addition, the leaders encourage followers
N

to'guestion the values, way of thinking, and beliefs of themselves and their leader (Jyoti

G v, 2015). The leaders also recognize the differences among followers and provide
d

ividualized attention that motivates them to exercise authority in decision-making

~

(Ghadi et al., 2013; Teymournejad & Elghaei, 2017). Finally, autocratic leaders assert
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strong authority and control over subordinates and demand unquestioned obedience

g
AP

Charismatic leadership was posited to be positively related toyyob satisfaction.

from them (Farh & Cheng, 2000).
5.3.2 Charismatic Leadership was Positively Related to Job Sati

This study found that charismatic leadership contributed to h| er atisfaction. This

result is in line with previous studies (e.g., Vlachos et a S h e al., 2021; Hiton

at al., 2019; Bazawi, 2019) regarding the significant effe chari swershlp on

employee job satisfaction. The result is also consisten Lindblome all(2 that

charismatic leadership has a strong positive jOK on. Tﬁ- s finding
‘T

supports Herzberg’s Two-Factor Theory E% hicheargUes that jéNatlsfaction IS

determined by hygiene factors (fact g to the ext@he job), such as

upervisor (Amah, 2009). \ S
supervisor (Ama | %S%>T\&

Employees feel satisfied harismatic ader use the leader is able to

provide them with strategi Xnd l V|S|0\§“}\/Iachos et al., 2013), which
improve the trust, mo%zJay onger, 20 and performance of employees

&)

(Javidan & Waldm%OO?)) ' g to if (2011), charismatic leaders may
improve the sat action of s use they feel valued and their needs are

fulfilled. Th r terls cs of chari a c leader, including educational background,

length of tenure, genﬁe(DJ ultur&uld influence an employee’s perception of job
n (A

satl mburgey, 20051@% quality of charismatic leadership to inspire and

employees to perform at a great level and remain committed could also

G nce their job satisfaction (Taghipour & Dejban, 2013). Uplifting inspiration is

mong the most important quality of charismatic leadership that boosts employee work

fulfillment in private and open organizations (Omar & Hussin, 2013). Charismatic
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leaders can urge employees to prioritize their enthusiasm for the group or organization’s
interests, offering them a moving mission and vision and giving them perw

(Metwally et al., 2014). The charismatic leader pays more thought t@ters,

transmits venture work to them, and feels that they can get more involw& by doing

this activity (Ahmad et al., 2014). ?

5.3.3 Transformational Leadership was Positively Re Z Joli Satisfaction

Transformational leadership was expected to ositi ew:j to job
satisfaction. This study found that there was a @sand signifi t'r@;hip
between transformational leadership and job sati n. In oth
i quer@YFnspirational

ds,@'eleaders
motivation, intellectual stimulation, & vidualize nsi <‘f'ion) are able to

who demonstrate four characteristics {ie., divi

s

improve the job satisfaction of their@srdinates.

N
This result is consistent v%ious’gtudi e.g.,(?SsL\?\/ar et al., 2015; Eliyana,
Y ﬁ? D

Maarif & Muzakki, 2019;

: Al
transformational Ieade%w job satilfact' nin a«@w context, which is the pesantren
in Indonesia. Previdusly, the |r \IDIOS ip %
O

een determined in non-Indonesian

contexts, such 3\ ay '& S@ﬁl, 2003), Cyprus (Mine, 2008), Libya
¢
(Zahari, 2012), (Gill et als O{O)G%Ristan (Bushra et al., 2011), and Taiwan (Chi
NN

et. al., 2% e reldtion Phas al%been empirically found in various sectors, such

as pmmParry & Proctor-Th@}):l, 2003), education (Mine, 2008), private (Hetland
\u, 2003), oil (Zahari, 2012), healthcare (Nielsen et al., 2009), banking (Bushra
d r, 2011), non-profit organization (Chi et. al., 2009), and restaurant (Gill et al., 2010).
e finding also supports the Herzberg’s Two-Factor Theory (1959), which argues that

job satisfaction is determined by hygiene factors (Amah, 2009).
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This result may be because transformational leaders are best at inspiring and
communicating organizational vision (Houghton & Yoho, 2005). Transfor |
leaders are also concerned with individual- and group-level develo me@hg
Howell, 2010). Another reason is that the leader in this study, iyai, has
implemented transformational leadership. According to Bashori (2 Y‘tﬂe Kiyai is a
role model for all pesantren communities (idealized mfluenceY. s and motivates

them (inspirational motivation), stimulates ideas and tho subordlnates to

develop the pesantren (intellectual motivation), and li tlons and
aspirations (individualized consideration). .S
\z

5.3.4 Autocratic Leadership was Positi ated\to Satl
Autocratic leadership was expeN positive ted@h job satisfaction.
The analysis revealed the positive nificant t f '\atlc leadership on job

satisfaction. This finding is CO%WI'[h revi mstudqcﬂeg Ardiansyah, 2012;

Putra, Permana & Fadilah, 2020 S|gr¥ teffect of the authoritarian

leadership style on em b satlsgcy ‘I‘hlsb‘ndlng extends previous evidence

because it was ve ﬁ\ln th of p tren in Indonesia. Previously, this

relationship ha een r|f|e esa contexts such as the public and private
¢

school (Bha et a ,20 ) an etd’l ct environment (Zhang, 2018). The finding

also su s he Herzb ws&?actor Theory (1959), which argues that job
satl nis determlned by I@bﬁe factors (Amah, 2009).

der autocratic leadership, subordinates, employees and team members feel that

Q are not given trust by the leader because there is no room for opinions and
pportunity for them to develop cooperation, innovation, and career (Pratama, 2012;

Robbin & Judge, 2014). All policies, procedures, and activities are determined by the
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leader, and the subordinates are obliged to follow these decisions (Tumbol, Tewal &
Sepang, 2014). This style of leadership assumes all obligations in making de

carrying out actions, directing, motivating, and supervising subordinate@hardi,

2000). This could be the quality accepted by subordinates, which ulti improved

their job satisfaction. ?

5.3.5 Charismatic Leadership was Positively R to Prganizational

Commitment \d

L
Charismatic leadership was expected to be po ly related orba f-z}ional

commitment. The analysis shows that the chagi Ie%' as SYR/er and
is finding i%gr:sistent with

. A@?Zl) regarding the

significantly related to organizational commitment.

previous findings (e.g., Huang, Cheng %002005; S

positive relationship between chari@'s Ieaders\ 0 ;Q\a{ional commitment.
N
There are numerous possi sonsnto explain thewlink between charismatic

leadership and organizatio mmir : aris@ leaders are able to induce
organizational chang%(ating ore ‘c‘n‘nm@d workforce (Kahtani, 2013).
s &

Charismatic leadersware aIso, m of giyering remarkable changes in the
x4

organization’s S%n Kak | 20({93%5. charismatic leader is able to make their

followers tr %7 and’ want lé i e(mfied with the leader (Bass, 1991; Judge &
N

Piccolo42004)sChari i ?adem@ is also positively related to work organizational

citi;m& behavior and percq@ﬂ of job security (Wang, Zhou & Wen, 2014). More

% tly, a charismatic leader is able to yield a greater impact on the organization’s
b

-

ers (Lubatkin, Simsek, Ling, & Veiga, 2006) and the transformational process

1
Qppelbaum, Berke, Taylor & Vazquez, 2008; Griffith-Cooper & King, 2007).

109



5.3.6 Transformational Leadership was Positively Related to Organizational
Commitment Yv
Transformational leadership was posited to be positively related to on@}ional
commitment. The result confirmed that there was a positive and signifiﬂ%ationship
between transformational leadership and organizational commitment. Fhis finding is in
line with previous studies (e.g., Park & Pierce, 2020; Eliya awrif & Muzakki,
2019; Anderson & Sun, 2017) regarding the pos Y;ic'nship between
transformational leadership and organizational ¢ itme t.we study,

‘X
transformational leadership explains 48.2 perce% variance J orba‘r{-z}ional

lumb al. (2005) argued

ommi@s;in various
cultures. This relationship has been wagnized I edl@ n sector and in

different contexts (Pratama, Sun@g) : u@mianti, Aslamiah &

commitment (Sahrar, Mumtaz, Batoll & Ikram,

that transformational leadership influences, or iza&i\)na

Ro

N
Suhaimi, 2019). (Qc')

There are several possible soI explain @k between transformational

4]

leadership and organiM ommitment. Jt “cb e that a transformation leader is
able to improve empleyee emp‘) 4 ; satgzé{)n, trust, self-efficiency, belief, and
motivation (Th(@il., ' athedj%ﬁd Gupta (2015) also indicated that the
transformati wders ip‘sty d‘ve{tjh emotions of followers and influences them
to go be{){/ pectations addit-ich\, McCaffrey and Reinoso (2017) suggested that
tranj%tional leadership r@ﬁzs people to the desired change using a strong

n,% inspirational guidance, and intellectual stimulation. In other words,
ransformational leaders are associated with new idea creation, fundamental changes in

omplex situations, and conflict resolution (McCaffrey & Reinoso, 2017).
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5.3.7 Autocratic Leadership was Positively Related to Organizational
Commitment Yv
Autocratic leadership was posited to be positively related to o@ﬁ\ional
commitment. The result supports the hypothesis as there was a positiv ignificant
relationship between autocratic leadership and organizational comimitment. This
finding is in line with Radwan (2020). \,

Autocratic leaders prefer to establish strict regulatio antrfl processes and

to remain in a formal and professional relationship wit ir subordinatés. However,
AR
these leaders give their subordinates clear and short i tions an w tqd@ how

to do it, which helps to perform tasks effectiv

id@ ble%‘ﬁnd meet

nott@gs.sible reason

to explain this relationship is that thw c leader Tagilitate (‘e subordinates by

making all strategic decisions for@s (Gill,f%%}?l’ [ L itive behavior has a
% 9 B

targets or deadlines when time is a critical f

significant positive effect on

performance (Bhargavi & %2
> 4

53.8 Job Satisj@was Plo \Vely
Job satis@ wa '

i
r!gd @nypothesis because it found a positive and

to (% positively related to organizational

commitmen e analysis su

mgmﬂc% onship.be n Jobéhlsfactlon and organizational commitment. The

result is'similar to previous s@ (e.g., Akbar et al., 2016; Devi & Adnyani, 2015;
Suwandana, 2016; Pradhiptya, 2013; Shah, et al., 2021), which also revealed

hewpositive and significant relationship between job satisfaction and organizational

ommitment.
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The finding of this study extends the literature by verifying the relationship in the
context of pesantren in Indonesia, particularly at Pesantren Darunnajah. P
studies have verified the relationship in non-pesantren and non-lndones@lexts,
such as public and private sectors in Belgium (Caroline et al., 2015); ial work
organization (Jonathan et al., 2010), non-profit organizations in Rtrnited States
(Hyenjin et al., 2012), and the retail (Miguel et al., 2014), health care (Redfern et al.,
2002), restaurant (Kim et al., 2005), and high-technology yl_.utl'ans, 2002).

A possible reason for this relationship is that job Satisfacti nw‘nable the
t employe Ahrlid}e‘z;al.,
a% j ndeqv%éswamy,

al., 2,@§~In addition,
job satisfaction enhances the motivar\%wality, a rod@ty of employees

(Ahmad et al., 2012; Arif & IIya{gSS; Aaro\a& ],Q.\Job satisfaction also

N
improves loyalty, confidence, itmgnt to eaor%f?ation (Kasim & Ghaffar,

2012), leading to higher proqtgm anr e egati& haviors such as absenteeism
and turnover (Linda & Mi , 2014). { Q’

’ 4 ¢ &
i QO

N

organization to retain experienced, trained, and com

2012; Damiano & Nunzia, 2014; Elizeberth &

2013; Abu, 2013; Sarlaksha & Mangadu, 2014;

oro

!
séis gt‘i%n could mediate between leadership styles

Y
% i ransfuiﬁational leadership, autocratic leadership) and
X~

orgﬂ&mal commitment. analysis confirmed the mediating role of job
3

ion. Charismatic, transformational, and autocratic leadership styles can increase

ob satisfaction of employees, ultimately enhancing their level of organizational

N3
ommitment.
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These findings are significant because no study has verified the role of job
satisfaction as a mediator between charismatic leadership, transformational lea ip,
and autocratic leadership with organizational commitment. Previous studi \only
validated the mediating role of job satisfaction in different relationships;i‘example,
recent studies showed that job satisfaction mediates between%?sformational
leadership and organizational citizenship behavior (Ahmad_ & eel, 2020) and
between safety climate and turnover intention (Balogun, dY; mith, 2020). In
addition, Chan and Ao (2019) indicated that job satisfac medi te'?&bgdgct of pay
Riyafli a o[ali‘&gzv(;m)
ip{ ee p@fc')rmance.

excha.@:qeory (SET).

S an % a favor, there is

satisfaction and work family conflict on turnover int

revealed that job satisfaction mediates between

This mediation effect can be explain

SET describes unspecified obligationw >ne person
an expectation of some future retl@ﬁlau 19 \lﬂ$th

N,
i Mpeo@espond to each other in

@D

,@Nds, SET argues that

people will follow the norm o city
\ﬂs &
kind, returning benefits forQEne : In[ Y, W@mployees perceive that their
leader applies the ch%| (i.e. able t ;drrn@tes a strategic vision which is
4

constantly presenteddin an inspii \va ), trgg}r/mational (i.e. serve as a model for

followers to @0 Qlear y&énd confidently communicate vision

optimisticall %/ith thl‘JSi mfarejaatocratic leadership styles (i.e. asserts strong
&

NN
trolfover Pordin&?s and demanding unquestioned obedience from

them are more likely to fe};’obligated to engage in behaviors that are beneficial
N

t organizations. In this case, the employees feel obligated to increase their

3 itment to the organization.

authority a
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5.4 Implications of the Research
5.4.1 Theoretical Implications
There are three theoretical implications of this study. First, the empi@iings
enrich the existing literature on factors that influence organizatio mitment.
Specifically, this study contributed new findings about the relaWps between
charismatic, transformational, and autocratic leadership_ w organizational
3

commitment in the context of pesantren in Indonesia. Stu examine the effects

of these leadership styles simultaneously on organizati com iWe lacking.
X

Current studies largely assess the effect of those le ip styles orba&ﬁz}ional

commitment separately and in different con al% n, 2017;

S
&
allyé%atisfaction. This

Adadevoh, 2003). \, w\
Second, this study includes indi@ctors, specifi

study contributes to the literature b%iding e \T'isaYev g@e about the mediating
ﬁy N

role of job satisfaction betw%rism tic, gransformational, and transactional

ﬁm co ment. Se e@studies have highlighted the

leadership styles with organizati

mediating role of job (sati ;on butfin di ‘sllen@lationships (Chan & Ao, 2019;
4

Riyadi & Soeling, & l \ é}/

Third, thegmpirieal fi

'o off r&i’ditional verification about the leadership
¢
style of the I at pesantrenfin édtr_l}taa, particularly Pesantren Darunnajah. This

Ny
issue rr% nderStao }rther&ause current findings have been inconsistent
(Nu 2010; Rachmawati Zﬁpg; Prabowo, 2016; Abdullah et al, 2008; Anchok &
N
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5.4.2 Practical Implications

First, the findings of current study can provide useful information to pe?m
leaders or Kiyai, particularly at Pesantren Darunnajah, Jakarta. This stud@ that
the art to manage a pesantren does not entirely follow a single style of | ip, rather
the style should depend on the situation and context. The Kiyai may, atgimes, apply the
charismatic leadership style to influence the educators at the p sa}b( This practice is
aligned with the Islamic concept of leadership, that a lea Y;t'a good example

for himself and his subordinates: “Surely in the messeng Allah thére i§"an excellent

X
example for you” (Al-Ahzab: 21). This verse %@ believers t'th_e\%phet

Muhammad pbuh is the role model for believe IS Way of € , or s@?ﬁah, must
be followed by those who wish to please a attaﬁi suceess in Jé\?v:)rld and the

.

hereafter. This study proved that ch atic’leadershli a @ﬁ’ive effect, either
directly or indirectly, on job satisfa(ﬂg?nd organi '(%al om! itment.
)Sy N
At the same time, the Kiyai Iso gbply edranstg(?national leadership style

&

ewisg\ine with the Islamic concept

i}l(@in) matters” (Al Imran: 159).

to influence the teachers at mn. i
of consultation: “Anc%i?:vit Ihe
Consulting otherﬁ g thf S reg.l‘.v% level of trust and respect for them.
This has many% , as i

¢

|
when your (wd to the an ls,’ “I&iﬁe?d, I will make upon the earth a successive
N

authorit% said, Wil ?u placé}pon it who causes corruption therein and sheds

bl

the @/Quran: And (mention, O Muhammad),

0 ile we declare Your prdise and sanctify you ?” Allah said, “Indeed, I know
ok
t Xﬁch you do not know.” (Al-Bagarah: 30). Based on these verses, the Kiyai
ISeusses with others the goal of the pesantren and other aspects for the betterment of

rganization.
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The Kiyai may also influence educators through an autocratic leadership style.
This type of leadership prefers to establish strict regulation on what to do andw
do it, solve identified problems, and meet targets or deadlines. This means t@ﬂyal
shows his authority as Allah has shown His authority. This is a form agement
from a theological conception. Allah says in the holy Quran: “I did rmate jinn and
humans except to worship me” (Al-Dzariyat: 56). It can then stood that Allah
at times shows His authority without any room for discuss &.

The findings highlight the importance of job Satisfacti Mmzatlonal

lements in p‘sal@h that

commitment. Therefore, the Kiyai should be aware of

can influence the organizational commitment o

cators. err@@'s include
salary, promotion, supervision, benefits,

coswor mé;:catlon and
nature of work. \% QY
o NN

5.5 Limitations and Suggesti Futﬁre R c(g

-

First, this study was iﬁ:\ctl n terms design. The cross-sectional

oint of ti !Nh@'makes it unable to capture any

'3

design collects data i

pattern of change a Q@nltudf

rel@: ips between the examined variables

(Chiaburu et al.42010)» The ure @K can validate this study by applying the
longitudinal (j)

S% is stutly a d th antltatlve research design, where the data were
coII through a survey. éywre studies should consider collecting in-depth

‘% e data from respondents. The use of both qualitative and quantitative methods
provide an opportunity for more in-depth and richer explanation on how

&ﬁdershlp styles enhance job satisfaction and organizational commitment.
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Third, this study only applies to the sample organization and not to other
organizations. The data were collected from Pesantren Darunnajah in Indone5|

future studies could replicate the proposed conceptual framework in ot@e of

organizations in the public, private, and non-government sectors to vali findings

of this study. ? '
5.6 Conclusion z '

This study provides significant understanding ab he | er of the
Kiyal at pesantren in Indonesia. To be precise, th ai at Pesa nlDiu%ajah

applies three types of leadership, which a S atl orm@ﬁal and

autocratic. This study also contributes to th iterattre b;\pr |ng Yc.al evidence
about the relationships between charis c,t sformati cratlc leadership

styles with job satisfaction and zat the context of an
Indonesian pesantren. Finally dy &)ntrl tes t(zv Ilterature by providing
empirical evidence about m iati Mb sﬁsfactlon in the relationships
between charismatic, t tional ’Eldt éa I leadership with organizational

commitment.

/77
'5‘4/
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