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Abstract— This paper tested the influence of leadership style, emotional intelligence, and job satisfaction toward organizational 

commitment. This paper was quantitative by using survey method. The population was all teachers and educational staff at SMA 

Muhammadiyah South Sumatera. The sample consists of 120 people taken by using total sampling techniques and questionnaire was 

used as instrument. Data were analyzed by using path analysis. The results obtained indicate that 1) the direct influence of leadership style 

toward organizational commitment was 0.82; 2) the direct influence of emotional intelligence toward organizational commitment was 0.80; 

3) the influence of leadership style and emotional intelligence simultaneously toward organizational commitment was 0.87; 4) the direct 

influence of leadership style toward job satisfaction was 0.81; 5) the direct influence of emotional intelligence toward job satisfaction was 

0.78; 6) the influence of leadership style and emotional intelligence simultaneous toward job satisfaction was 0.84; 7) the direct influence of 

job satisfaction toward organizational commitment was 0.83; 8) the indirect influence of leadership style toward job satisfaction 

organizational commitment was 0.27; 9) the indirect influence of emotional intelligence toward organizational commitment with job 

satisfaction was 0.41; 10) the leadership style, emotional intelligence, and job satisfaction simultaneously influence the organizational 

commitment by 0.75. The conclusion declared the leadership style, emotional intelligence and job satisfaction influence the organizational 

commitment. The implication is more effective leadership style, with good emotional intelligence and job satisfaction would upgrade the 

organizational commitment. 

Index Terms— Organizational Commitment; Leadership Style; Emotional Intelligence; Job Satisfaction. 

——————————      —————————— 

1 INTRODUCTION                                                                     

Education is the most important indicator of a country's progress. 
Quality education is certainly capable of producing quality human 
resources too. Quality is a dynamic condition that relates to 
products, services, people, processes, and environments that meet 
or exceed expectations (Goetsch and Davis in Tjiptono and Diana, 
2003: 4). Regarding the importance of natural resources, President 
Joko Widodo stated "the progress of a country is very dependent on 
the ability of its human resources. The Ministry of Education and 
Culture has a big responsibility in developing human resources in 
Indonesia ". Quality human resources are more important than the 
wealth of natural resources, because the wealth of natural resources 
cannot guarantee the welfare and success of a nation. 

By province, the HDI of South Sumatra province (Palembang) is 
still lagging behind other Metropolitan cities such as North Sumatra 
(Medan), West Sumatra (Padang), DKI Jakarta, West Java (Bandung), 
Central Java (Semarang), DI Yogyakarta, East Java (Surabaya), Bali 
(Denpasar), South Kalimantan (Banjarmasin), South Sulawesi 
(Makassar), and North Sulawesi (Manado). In detail the human 
development index is explained in the following figure. 

 
 
 
 
 
 

 
 

 

Table 1. Human Development Index Data  
(BPS.go.id, 2019) 

 

Province / 

District / City 

Human Development Index 

201

0 

201

1 

201

2 

201

3 

201

4 

201

5 

201

6 

201

7 

North 
Sumatra 

67,1 67,1 67,7 68,4 68,9 69,5 70 70,6 

West 
Sumatra 

67,3 67,8 68,4 68,9 69,4 70 70,7 71,2 

South 
Sumatra 

64,4 65,1 65,8 66,2 66,8 67,5 68,2 68,9 

DKI 
Jakarta 

76,3 77 77,5 78,1 78,4 79 79,6 80,1 

West Java 66,2 66,7 67,3 68,3 68,8 69,5 70,1 70,7 

Central 
Java 

66,1 66,6 67,2 68 68,8 69,5 70 70,5 

In 
Yogyakarta 

75,4 75,9 76,2 76,4 76,8 77,6 78,4 78,9 

East Java 65,4 66,1 66,7 67,6 68,1 69 69,7 70,3 

Bali 70,1 70,9 71,6 72,1 72,5 73,3 73,7 74,3 

South 
Kalimanta

n 
65,2 65,9 66,7 67,2 67,6 68,4 69,1 69,7 

South 
Sulawesi 

66 66,7 67,3 67,9 68,5 69,2 69,8 70,3 

North 
Sulawesi 

67,8 68,3 69 69,5 70 70,4 71,1 71,7 
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The above statement can be proven in the 2016/2017 Education 
data overview of Basic Education Data according to the education 
level which reveals that there are 302,097 schools in Indonesia at all 
levels of education, where public schools number 168,578 while 
private schools number 133,519. The level of kindergarten (TK) 
education amounts to 88,381 schools consisting of 3,207 public 
schools and 85,174 private schools. The level of education for the 
Extraordinary School (SLB) is 2,070 schools, consisting of 545 public 
schools and 1,525 private schools. For elementary school education 
(SD) there are 147,503 consisting of 132,022 public schools and 
15,481 private schools. At the level of junior high school (SMP) 
education there are 37,763 schools consisting of 22,803 public 
schools and 14,960 private schools The level of education for Senior 
High Schools is 13,144 schools consisting of 6,567 public schools and 
6,577 private schools. Whereas in the senior secondary education 
level there are 13,236 schools consisting of 3,434 public schools and 
9,802 private schools (Kemendikbud, 2017: 1). 

South Sumatra Province (Sumsel) has 584 high schools with the 
fifth highest ranking after West Java (1,520), East Java (1,491), North 
Sumatra (1,043), and Central Java (856). The problem that occurs in 
South Sumatra is the lack of professional education human 
resources. This can be seen from the Direction of Development 
Policy of South Sumatra Province in 2018, which stated the main 
problem of education in South Sumatra was that the quality of 
education human resources was still not optimal so the Target of 
Regional Priority Program was an increase in the percentage of 
certified teachers (Bappeda Sumsel, 2018: 43). As we know that 
teacher certification is one indicator to determine the level of 
teacher professionalism, which is regulated in the Law of the 
Republic of Indonesia Number 14 of 2005 concerning teachers and 
lecturers. 

Commitment is a work attitude that gets a lot of attention from 
researchers around the world (Salem et al, 2016). In connection 
with this, this study originated from a preliminary study in the form 
of a documentation study of the latest international journals, in 
which research was carried out by the following researchers. 
Research in Qatar by Al-Sada et. al (2017: 163) found that there 
were "significant positive relationships between supportive culture 
and job satisfaction; supportive culture and organizational 
commitment; participative supportive leadership and job 
satisfaction; directive leadership and job satisfaction; job 
satisfaction and work motivation; job satisfaction and organizational 
commitment. 

The findings in Malaysia by Raman, et al (2015) also show that "a 
significant relationship between principals' transformational 
leadership and teacher's commitment". Furthermore, research in 
Indonesia by Yusuf et. al (2017: 1) which reveals that "there is a 
significant influence on the normative commitment of primary 
school principals in Medan" and there is a significant direct effect of 
the team effectiveness on the normative commitment of primary 
school principals in Medan at 23.7% ". Islam places more emphasis 
on organizational commitment. Islam considers that commitment is 
an important condition in creating organizational change. This 
emphasis is explained by the term "azam" which in language means 
"to make a determination". The Word of Allah SWT, namely: 

ُهمْ   فَِبَما رَْحَمٍة ِمَن اهلِل لِْنَت َلُهْم َوَلْو ُكْنَت َفظِّا َغِلْيَظ اْلَقْلِب ََل نْ َفُضْوا ِمْن َحْوِلَك فَاْعُف َعن ْ
ِليْ  ْل َعَلى اهلِل ِإنَّ اهللَ ُيِحبُّ الُمتَ وَكِّ  نَ َواْستَ ْغِفْر َلُهْم َوَشا ِوْرُهْم ِفي اْْلَْمِر فَِإَذا َعَزْمَت فَ تَ وَكَّ

Meaning: "Then it is because of the mercy of Allah that you are 
gentle towards them. If you are hard again, rough-hearted, surely 

they will distance themselves from your surroundings. therefore 
forgive them, beg for mercy for them, and deliberate with them in 
that matter. then if you have made a determination, then put your 
trust in Allah. Indeed, Allah likes those who put their trust in Him 
"(Q.S Ali Imran 159) (Ministry of Religion, 2016: 56). 

On the other hand, commitment must be accompanied by 
provisions and determination in carrying out their duties. This is 
hinted at in the Qur'an with the term Istikamah. 

 ِإنَّ الَِّذيَن قَاُلوا رَب َُّنا اللَُّه ثُمَّ اْستَ َقاُموا َفََل َخْوٌف َعَلْيِهْم َوََل ُهْم َيْحَزنُونَ 
Meaning: Surely those who say: "Our Lord is God", then they remain 
istiqamah, there is no concern for them and they do not (also) 
mourn (Q.S Al Ahqaf 13). 

Thus the Koran regulates everyone to have commitment to the 
organization. Organizations that are born and grow with the 
agreement of members to jointly commit to the realization of 
organizational goals will certainly be more effective and efficient in 
achieving them. Meanwhile, organizations that are not based on 
commitment certainly will not be able to survive the changes that 
occur in the organization so that the organization's goals will be 
difficult to achieve. Regarding organizational commitment, Colquitt, 
LePine, and Wesson (2015: 64) propose organizational commitment 
theory which is defined as the desire of employees to become or be 
bound to the organization. In this case it is interpreted as 
encouragement or willingness of a member to always unite with the 
group or organization. 

Hackett and Guinon stated that employees who have high 
organizational commitment will have an impact on satisfaction with 
work and the level of absence also decreases (Sopiah, 2008: 166). 
Whereas according to Carsten and Spector, the impact that arises is 
that the employee will remain in the organization. Therefore, 
organizations must always pay attention to both the leader and its 
members so that their commitment is maintained. For this reason, 
organizations must understand the factors that influence the 
formation of commitments themselves. The factors that influence 
commitment are expressed by many experts. According to David in 
Sopiah (2008: 163) there are four factors that influence 
commitment, namely (1) personal factors, such as level, personality, 
etc .. (2) job characteristics factors, such as position, challenges in 
work, etc .; (3) factors characteristics of the structure, for example 
the form of the organization, the size of the organization, etc., and 
(4) the factors of experience, for example the tenure of employees, 
etc. 

Based on Kreitner and Kinicki's explanation (2014: 166) it was 
stated that organizational commitment fluctuates according to the 
conditions of the factors that influence it, namely: (1) psychological 
and social, including ego defense, individual motivation, and peer 
pressure; (2) organization, including communication and internal 
situation of the organization; (3) the characteristics of the project, 
namely delaying the return of investment; and (4) contextual, 
namely external political pressure. Baron and Greenberg (2008; 173) 
explain that the factors that determine the level of one's 
commitment, namely: (1) the higher the level of responsibility and 
autonomy given to someone in carrying out his work, the more 
attractive a job is for someone and the higher his commitment ; (2) 
the more open opportunities to work in other places, the lower the 
commitment will be; (3) personal characteristics of a person, such as 
the level of satisfaction in the current work that has an impact on his 
commitment; (4) the situation or organizational culture, such as the 
closeness or kindness of the leadership, is able to make the 
commitment of employees to be high, as well as the attention of the 
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organization to the level of welfare. 
Based on the study of commitment concepts that have been 

stated above, it can be synthesized that PTK organizational 
commitment in this study is PTK's heart conviction which causes him 
to have an attachment to his organization, where this belief will give 
birth to a sense of belonging, love, loyalty, attention, obedience, 
obligation, sacrifice and very high dedication so that PTK is able to 
carry out tasks voluntarily, sincerely, sincerely and responsibly in 
optimizing the achievement of the goals of the organization. The 
indicators of organizational commitment: (1) the emotional 
attachment of PTK (2) the involvement of PTK in the organization; 
(3) the desire to keep working; (4) the need for promotion; (5) salary 
requirements; (6) the need for education / health guarantees; and 
(7) feeling obligatory to continue working in the organization. Based 
on the explanation of several experts about the factors that 
influence organizational commitment, it can be concluded that 
leadership style, emotional intelligence and job satisfaction can 
influence organizational commitment. This is in accordance with the 
role of the principal as a leader with his leadership style must be 
able to influence other people or subordinates; as a model and role 
model PTK must have good emotional intelligence; and must have 
high job satisfaction. 

The success or failure of a school in achieving its goals and 
realizing its vision and mission lies in how the management of a 
school principal, especially in mobilizing and empowering various 
components of the school (Mulyasa 2011: 5). Thus, principals are 
required to have competencies that are in accordance with the 
National Education Standards as listed in the Republic of Indonesia 
Minister of National Education Regulation (Permendiknas) Number 
13 of 2007 concerning Standards for Principals / Madrasas. Based on 
the Ministerial Regulation, the principal must have five competency 
dimensions, namely: 1) personality competency, 2) managerial 
competence, 3) entrepreneurial competence, 4) competence in 
supervision, and 5) social competence. With the existence of these 
five competencies, the principal is expected to be able to carry out 
the responsibilities that have been properly charged. 

It is also thought that this influence on organizational 
commitment in this study is emotional intelligence. Emotionally 
capable people who know and handle their own feelings well, and 
who are able to read and deal with other people's feelings 
effectively have advantages in every area of life such as in capturing 
unwritten rules that determine success in organization. People with 
well-developed emotional skills mean that they are likely to be 
happy and successful in life, mastering the habits of thought that 
drive their productivity; people who cannot collect certain control 
over their emotional lives will experience inner battles that rob 
them of their ability to focus on work and have a clear mind 
(Goleman 1996: 48). 

Some factors that influence organizational commitment 
researchers hope to be able to improve the quality or quality of 
education. This is because quality always focuses on the customer 
because quality refers to everything that determines customer 
satisfaction. A product that is produced can only be of high quality if 
it is in accordance with the wishes of the customer, can be utilized 
properly, and produced (produced) in a good and right way 
(Gasperze, 2005: 5). Schools are educational institutions where 
schools must have internal and external customers. Internal 
customers are parents, students, teachers, administrators, staff and 
school boards that are in the education system. 

Every government policy has a positive or negative impact on the 

teacher. The dilemma faced by teachers who get certification is the 
obligation to teach 24 hours face to face per week. In order to fulfill 
his 24-hour teaching responsibilities, teachers must look for 
teaching hours in other schools. Thus, of course the involvement of 
certification teachers in their original schools is reduced. So, this is 
thought to cause teacher commitment to the organization to 
decrease. Commitment is one attitude that must be possessed by 
educational human resources in order to be able to produce quality 
education. Job satisfaction is one attitude that must be possessed by 
educational human resources in order to be able to produce quality 
education. As stated by Arcaro, quality in education requires a 
commitment to customer satisfaction and a commitment to create 
an environment that enables staff and students to carry out their 
work as well as possible. Basically, quality schools have five (5) 
characteristics identified as pillars of quality, which are described as 
follows (Arcaro, 2015: 38-39). 

Schools are educational institutions where schools must have 
internal and external customers. Internal customers are parents, 
students, teachers, administrators, staff and school boards that are 
in the education system. External customers are communities, 
companies, families, military and tertiary institutions that are 
outside the organization, but utilize the output of the education 
process (Arcaro, 2015: 40). For this reason, it is very important to 
present the job satisfaction variable as the connecting variable in 
this study. One of the private institutions that played a significant 
role in the development of the Indonesian nation in the field of 
education was the Muhammadiyah organization. The 
Muhammadiyah organization is the oldest organization in Indonesia 
because it is more than a century old. On November 18, 2018, the 
Muhammadiyah organization reached the age of 106 years. In its 
development, this organization participated in the intellectual life of 
the Indonesian nation through the Muhammadiyah Amal 
Enterprises (AUM) it had. The form of charity education efforts 
managed by this large organization has spread evenly throughout 
the country. 

How not, as a Muslim organization, Muhammadiyah has more 
than 9,500 business charities in the field of education and many 
business charities in other fields. The Muhammadiyah business 
charity in the education sector consisted of TK / TPQ totaling 4,623, 
SD / MI totaling 2,252, SLB totaling 71, SMP / MTs totaling 1,111, 
SMA / SMK / MA totaling 1,291, Islamic Boarding Schools totaling 67 
and Muhammadiyah Universities with a total of 171 As can be seen 
in the following table. 

 
Table 2. Muhammadiyah Business Charity Data 

 

No Types of Business Charity Total 

1 TK / TPQ 4.623 

2 Elementary School (SD) / MI 2.252 

3 Junior High School (SMP) / MTs 1.111 

4 Senior High School (SMA) / SMK / 
MA 

1.291 

5 Islamic boarding school 67 

6 Total Amount of Muhammadiyah 
Universities 

171 

7 Hospital, Maternity Hospital, BKIA, 
BP, etc. 

2.119 

8 Family care, etc. 318 

9 Nursing home 54 
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10 Disability Rehabilitation 82 

11 Extraordinary School (SLB) 71 

12 Mosque 6.118 

13 Islamic Prayer Room 5.080 

14 Soil 20.945.504 m2 

Source: Persyarikatan Database (2018) 
 
Based on the search results of researchers at the Muhammadiyah 

(PWM) South Sumatra Regional Leadership Muhammadiyah web 
site there were 155 Muhammadiyah charity businesses in the 
education sector at the level of SD / MI (50), SMP / MTs (50), and 
SMA / SMK / MA (55). Muhammadiyah, 2018). This proves that the 
base of the Muhammadiyah organization in South Sumatra Province 
is quite large. The birth of the Muhammadiyah organization was 
motivated by its founders who saw the condition of the Muslims at 
that time in a state of fury, frozen and full of practices that were 
mystical. He was moved to invite them back to the true teachings of 
Islam based on the Qur'an and Hadith. Muhammadiyah was 
established in Kauman village of Yogyakarta, on 8 Dhu al-Hijjah 1330 
H / 18 November 1912 by a man named Muhammad Darwis, then 
known as KH. Ahmad Dahlan. 

The standards of Educators and Education Personnel in the 
Republic of Indonesia PP Number 19 of 2005 are elaborated again 
by the Regulation of the Minister of National Education 
(Permendiknas). Based on the National Education Ministerial 
Regulation, all PTKs are arranged in detail, starting from supervisors, 
principals, teachers, administrative staff, library staff, laboratory 
personnel, counselors, examiners to courses and training, as well as 
mentors in courses and training. The regulations governing PTK can 
be explained by the following table. According to Sukmadinata, et al 
(2008) "the quality of education is influenced by raw inputs 
(students), instrumental input (education policies, teachers, 
curriculum, existing facilities), and environment input (social culture, 
security, politics)". In this case, the part that plays an important role 
in instrumental input is certainly educators and education staff 

Thus, what will be the object of this research is the 
Muhammadiyah High School representing the South Sumatra 
region. The school characteristics which were the reasons for this 
study included, firstly, the third private school of Senior High School 
that had been accredited, accreditation A for Muhammadiyah 1 
Palembang High School and Muhammadiyah Tanjung Raja High 
School, and accredited B for Prabumulih High School. As a private 
school, the three Muhammadiyah Senior High Schools have survived 
more than 25 years since their establishment. This is allegedly 
caused by the loyalty of its managers so that it can survive more 
than a quarter of a century. 

The variables in this study are studies of organizational behavior, 
which focuses on individual unit analysis (leadership style variables, 
emotional intelligence and job satisfaction), and organization 
(organizational commitment). Organizational behavior according to 
Robins is a way of thinking, multidisciplinary, oriented to humanity, 
performance, the external environment and through the scientific 
method. 

Some of the results of research that have been published 
through journals and dissertations that support this research 
indicate the occurrence of differences between variables that have 
influence or not on other variables. This research study is very 
important because it is supported by several studies that discuss this 
issue as a current issue. First, research by Yusuf et. Al (2017: 1) in 

Medan which revealed that "there is a significant direct effect of 
working climate, team effectiveness, job satisfaction and normative 
commitment on the performance of the Primary School Principals in 
Medan". This study is also in accordance with a research study by 
Kasowe (2016: 13) in Zimbabwe, which suggested that "age, gender, 
professional qualifications, teaching experience, occupational status, 
were strong determinants of affective organizational commitment, 
related to secondary school teachers' affective organization 
commitment hence impacting negatively on pupils 'and schools' 
performance ". Furthermore, this study is in accordance with 
Tumiran's (2015: 1) Andriani et al (2018) Renata et al (2018) 
Irmayani et al (2018) Tobari et al (2018) where the results of their 
research concluded that "the job performance of teachers can be 
increased through the transformational leadership, organizational 
culture, organizational climate and job satisfaction of teachers, 
supervision and headmaster’s strategy". Then the headmaster 
understood how to give creativity room, literacy program, and 
entrepreneurship (Lian et al, 2018) (Wandasari et al, 2019) (Sarina 
et al, 2018). 

This study is also important because it is in accordance with the 
latest findings by Dahshan et. Al (2017: 35) in Saudi Arabia, who 
concluded "transformational leadership style was rated higher than 
transactional style in both hospitals leadership, and there were 
statistically significant positive correlations of leadership styles and 
organizational commitment". This study is also in accordance with 
the findings of other recent studies by Widyanti (2013: 231) in 
Banjarmasin, which concluded that "the basic individual care and 
career development programs affect organizational commitment 
and job satisfaction". Studies with this research problem are also 
important to study because it is supported by Riswan's research 
(2014: 53) in Medan, which revealed that "the leadership of 
Principal, culture of organization, competency of teacher and job 
satisfaction has a positive direct influence to the job performance of 
principal simultaneous ". 

2 RESEARCH METHODS 

This study uses a quantitative approach with survey design. Survey 
research design is a quantitative research procedure in which 
researchers conduct a survey of a sample or the entire population of 
people to describe attitudes, opinions, behaviors, or characteristics 
of the population. Survey researchers collect quantitative data using 
questionnaires and statistically analyze data to test research 
questions or hypotheses (Creswell, 2012: 236). This research was 
carried out based on the purpose of the research which would be to 
find the direct or indirect magnitude of the variables of leadership 
style, emotional intelligence, and job satisfaction on organizational 
commitment in the Muhammadiyah Senior High School in the South 
Sumatra Region, where each variable was thought to influence each 
other. The data analysis technique used in this study is path analysis. 
This technique is used to analyze the pattern of relationships 
between variables in order to find out whether there is a direct or 
indirect influence on the set of independent variables (exogenous) 
on the dependent variable (endogenous). 

The target or subject of this study are all high school (SMA) 
educators and education staff (PTK) who are under the auspices of 
the Muhammadiyah organization. For this reason, the unit of 
analysis of this study is a combination consisting of individuals and 
high schools. This is in line with the opinion of Creswell (2012: 630) 
which states, "the unit of analysis refers to the unit (eg, individual, 
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family, school, school district) the researcher uses to gather the 
data, same possibilities might be students, teachers, parents, adults, 
some combinations of these individuals, or entire schools. " The 
researcher analyzed the theoretical model which was able to explain 
the causality relationship between the variables studied. There are 
four variables identified according to the formulation of the problem 
and the objectives and research hypotheses consisting of; 1) 
leadership style; 2) emotional intelligence; 3) job satisfaction; and 4) 
organizational commitment. 

The target population in the study were all educators and 
education staff in Palembang City (East South Sumatra Province), 
Ogan Ilir Regency (Central South Sumatra Province), and Prabumulih 
City (West Sumatra Province), which amounted to 120 (one hundred 
and twenty) educator and education staff. Considering the number 
of respondents from the three regions which only amounted to 120 
people (Palembang 1 Muhammadiyah High School = 99 people, 
Prabumulih 1 Muhammadiyah High School = 7 people, and Tanjung 
Raja Muhammadiyah High School = 14 people) the researchers used 
the technique of taking large samples in this study using techniques 
nonprobability, namely saturated samples or often called total 
sampling. According to Sugiyono, the sample is saturated, namely 
the technique of determining the sample by taking all members of 
the population as respondents or samples (Sugiyono, 2009: 124). Of 
the 120 people, 30 people were used as trial samples, and 90 
people as the research sample. 

 
Table 3. Object of Research  

 

District / City High School Name 
Education And 

Education Power 

1. Palembang SMA Muhammadiyah 

1 Palembang 

99 

2. Prabumulih SMA Muhammadiyah 

1 Prabumulih 

7 

3. Ogan Ilir SMA Muhammadiyah 

Tanjung Raja  

14 

Total 120 

Source: Data Processed in 2018 
 
Data collection techniques used questionnaire, observation, 

documentation, and research instruments. The analysis technique 
used to test the hypothesis of this study is to use path analysis. In 
connection with that, the steps taken are (1) Descriptive statistical 
analysis, (2) Testing the requirements of analysis, and (3) Testing the 
hypothesis. 

3 RESULT AND DISCUSSION 

The description of the research data presented in this section 
includes four research variables namely interpersonal 
communication, organizational culture, achievement motivation, 
and organizational commitment. Data processing is done manually 
and is supported by IBM SPSS version 21.0. complete data summary 
of scores for each variable can be seen in the following table. 

 
 
 

Table 4. Summary of Calculation of Descriptive Statistics of Four 
Variables 

 X1 X2 X3 X4 

N 
Valid 90 90 90 90 

Missing 0 0 0 0 

Mean 152.00 152.67 148.13 144.22 

Std. Error of Mean .904 .958 .903 .853 

Median 152.00 153.00 149.00 145.00 

Mode 158 153 151 146 

Std. Deviation 8.577 9.085 8.571 8.093 

Variance 73.573 82.539 73.465 65.501 

Range 43 46 44 45 

Minimum 128 128 124 120 

Maximum 171 174 168 165 

Sum 13680 13740 13332 12980 

3.1 Testing Requirements for Analysis 

3.1.1 Testing Data Normality  

Testing the normality of data is done to determine the normal 

whether or not a data distribution. Test the normality of the 

data with the Liliefors test and with the Chi Square match test. 

In writing reports on the results of this dissertation research, 

the authors used the chi square match test. Good compatibility 

will lead to acceptance of H0, and poor suitability will lead to 

rejection of Ha. 
The formula used is as follows. 
  
 
 
 
oi = fo = frequency of observation 
ei = fe = frequency of expectation 
 

1) Normality Test of Leadership Style Variables (X1) 
Based on the distribution of leadership style variable 

questionnaire (X1) and according to the normality test 
calculation steps, the research data is obtained as follows. 

 

Table 5. Table of Helper for Testing Normality of Data with 

Chi Squares Leadership Style Variables (X1) 

 

Interval 
    

 

128-135 3 2 1 1 0,50 

    
 

      

136-143 12 12 0 0 0,00 

    
 

      

144-151 24 31 -7 49 1,58 

    
 

      

152-159 35 31 4 16 0,52 

    
 

      

160-167 13 12 1 1 0,08 

    
 

      

168-175 3 2 1 1 0,50 

 
90 90 

 
X2 count 3,18 

    
X2 table 11,070 
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Comparing the price of Chi Square calculated = 3.18. 
Furthermore, this price is compared with chi squared with dk 
(degrees of freedom) 6 - 1 = 5. Based on the chi square table in 
the table, it can be seen that if dk = 5 and the error set = 5%, 
then the price of X2 table = 11,070. Based on the table above the 
price of X2 count = 3.18 <X2 table = 11,070, then the distribution of 
statistical value data of 90 samples can be declared normal. 

 
2) Variable Normality Test Emotional Intelligence (X2) 

Based on the questionnaire distribution of emotional 
intelligence variables (X2) and in accordance with the 
normality test calculation steps, obtained research data 

 
Table 6. Table of Helper for Testing Normality of Data with 

Chi Variable Squares Emotional Intelligence (X2) 
 

Interval 
    

 

128-135 4 2 2 4 2,00 

            

136-143 9 12 -3 9 0,75 

            

144-151 26 31 -5 25 0,81 

            

152-159 31 31 0 0 0,00 

            

160-167 15 12 3 9 0,75 

            

168-175 5 2 3 9 4,50 

 
90 90 

 
X2 count 8,81 

    
X2 table 11,070 

 
Comparing the price of Chi squared count = 8.81. 

Furthermore, this price is compared with chi squared with dk 
(degrees of freedom) 6 - 1 = 5. Based on the chi square table in 
the table, it can be seen that if dk = 5 and the error set = 5%, 
then the price of X2 table = 11,070. Based on the table above the 
price of X2 count = 8.81 <X2 table = 11,070, then the distribution of 
statistical value data of 90 samples can be declared normal. 

 
3) Normality Test for Job Satisfaction (X3) 

Based on the distribution of the job satisfaction variable 
questionnaire (X3) and according to the normality test 
calculation steps, obtained the research data are as follows. 

 
Table 7. Table of Helper for Testing Normality of Data with 

Chi-Square Variable Job Satisfaction (X3) 
 

Interval 
    

 

124-131 3 2 1 1 0,50 

            

132-139 12 12 0 0 0,00 

            

140-147 24 31 -7 49 1,58 

            

148-155 34 31 3 9 0,29 

            

156-163 14 12 2 4 0,33 

            

164-171 3 2 1 1 0,50 

 
90 90 

 
X2 count 3,20 

    
X2 table 11,070 

 
Comparing the price of Chi squared count = 3.20. 

Furthermore, this price is compared with chi squared with dk 
(degrees of freedom) 6 - 1 = 5. Based on the chi square table in 
the table, it can be seen that if dk = 5 and the error set = 5%, 
then the price of X2 table = 11,070. Based on the table above the 
price of X2 count = 3.20 <X2 table = 11,070, then the distribution of 
statistical value data of 90 samples can be declared normal. 

 
4) Normality Test of Organizational Commitment (X4) 

Based on the distribution of organizational commitment 
variable questionnaire (X4) and in accordance with the 
normality test calculation steps, obtained research data are as 
follows. 

 
Table 8. Table of Helper for Testing Normality of Data with 

Chi Square Variables Organizational Commitment (X4) 
 

Interval 
    

 

120-127 3 2 1 1 0,50 

      128-135 11 12 -1 1 0,08 

      136-143 26 31 -5 25 0,81 

      144-151 32 31 -1 1 0,03 

      152-159 16 12 4 16 1,33 

      160-167 2 2 0 0 0,00 

 
90 90 

 
X2 count 2,76 

    
X2 table 11,070 

 
Comparing the price of Chi squared count = 2.76. 

Furthermore, this price is compared with chi squared with dk 
(degrees of freedom) 6 - 1 = 5. Based on the chi square table in 
the table, it can be seen that if dk = 5 and the error set = 5%, 
then the price of X2 table = 11,070. Based on the table above the 
price of X2 count = 2.76 <X2 table = 11,070, then the distribution of 
statistical value data of 90 samples can be declared normal. 

3.1.2 Testing Homogeneity of Data 
The variance homogeneity test was conducted to find out 
whether the data obtained had a homogeneous variant or not. 
Testing is done using the Bartlett test. The testing process is 
taken, first classifying endogenous variable data based on the 
similarity of exogenous variable data, then calculated db, 1 / 
db, si2 variance, (db) logSi2, (db) Si2. The results of the 
calculation of variance homogeneity test are as follows. 
 
1) Homogeneity Test of Variants in Leadership Style Data 

(X1) with Organizational Commitment (X4) 
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Table 9. Homogeneity Test Results Variant Data Leadership 
Style (X1) with Organizational Commitment (X4) 

 
 X1 k  X4 db Si2 db(Si2) Log.Si2 db.Log.Si2 

ƩX 13680 
 

90 
129

80 
59 554,663 1097,139 20,192 93,575 

 

Because X2 counts < X2 table, the data is 
homogeneous 

 
Because X2 counts < X2 table, the data is homogeneous 
 
The calculation results for testing the variance homogeneity 

of Organizational Commitment (X4) on Leadership Style (X1) 
is obtained Xcount = 43,01  while in the table with db = 59 at α 
= 0.05 it is obtained Xtable = 77,931, because Xcount < Xtable, then 
H0 is accepted which means the variance of Organizational 
Commitment (X4) over the Leadership Style (X1) declared 
homogeneous. 
 

Table 10. Results of Analysis of Homogeneity Test of 
Organizational Commitment (X4) on Leadership Style (X1) 

with SPSS 

Test of Homogeneity of Variances 

Organizational Commitment 

Levene Statistic df1 df2 Sig. 

1,311 20 59 ,207 

 
Based on the results of the table above it is known that r 

count = 0.207, because r count> α, then the variable 
organizational commitment (X4) for leadership style (X1) is 
declared homogeneous. 
 
2) Homogeneity Test of Emotional Intelligence Data Variant 

(X2) with Organizational Commitment (X4) 
 
Table 11. Homogeneity Test Results Variant Emotional 

Intelligence Data (X2) with Organizational Commitment (X4) 
 

 X2 k  X4 db Si2 db(Si2) Log.Si2 db.Log.Si2 

ƩX 13740   90 12980 53 342,476 787,857 21,28114819 49,1188325 

 
Because X2 counts < X2 table, the data is homogeneous 
 
 
The calculation results for testing the variance homogeneity 

of Organizational Commitment variables (X4) on Emotional 
Intelligence (X2) are obtained Xcount = 29,948 while in the 
table with db = 53 at α = 0.05 obtained Xtable = 70,9935, because 
Xcount < Xtable, then H0 is accepted which means the variance of 
Organizational Commitment (X4) on Emotional Intelligence 
(X2) declared homogeneous. 
 
 

 
Table 12.  Results of Analysis of Homogeneity Test of 

Organizational Commitment (X4) on Emotional Intelligence 
(X2) with SPSS 

 

Test of Homogeneity of Variances 

Organizational Commitment 

Levene Statistic df1 df2 Sig. 

1,495 23 53 ,114 

 
Based on the results of the table above it is known that r 

count = 0.114, because r count> α, then the variable 
organizational commitment (X4) for emotional intelligence 
(X2) is declared homogeneous. 
 
3) Variant Homogeneity Test for Job Satisfaction Data (X3) 

with Organizational Commitment (X4) 
 

Table 13. Variant Homogeneity Test Results for Job 
Satisfaction Data (X3) with Organizational Commitment (X4) 

 

 X3 k  X4 db Si2 db(Si2) Log.Si2 db.Log.Si2 

ƩX 13332 
 

90 12980 62 538,961 1150,705556 18,384 45,906 
 

Because X2 counts < X2 table, the data is homogeneous 
 
 
The calculation results for testing the variance homogeneity 

of Organizational Commitment (X4) variables for Job 
Satisfaction (X3) are obtained Xcount = 75,4 while in the table 
with db = 62 at α = 0.05, because Xtable = 81,381, then H0 is 
accepted which means the Organizational Commitment (X4) 
variance for Job Satisfaction (X3) declared homogeneous. 
 

Table 14. Results of Analysis of Homogeneity Test of 
Organizational Commitment (X4) on Job Satisfaction (X3) with 

SPSS 
 

Test of Homogeneity of Variances 

Organizational Commitment 

Levene Statistic df1 df2 Sig. 

2,640 20 62 ,302 

 
Based on the results of the table above it is known that r 

count = 0.302, because r count > α, then the variable 
organizational commitment (X4) on job satisfaction (X3) is 
declared homogeneous. 

Si
2 18,6 

log Si
2 1,269 

B 74,9 

X2 
hitung 43,01 

X2
 tabel 77,931 

Si
2 14,8652 

log Si
2 1,17217 

B 62,1251 

X2 
hitung 29,948 

X2
 tabel 70,9935 

Si
2 18,56 

log Si
2 1,2686 

B 78,651 

X2 
hitung 75,4 

X2
 tabel 81,381 

𝑛_𝑖 

𝑛_𝑖 
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4) Homogeneity Test of Data Variants in Leadership Style 
(X1) with Job Satisfaction (X3) 

 
Table 15. Homogeneity Test Results for Variant of Leadership 

Style (X1) with Job Satisfaction (X3) 
 

 X1 k  X3 db Si
2 db(Si

2) Log.Si
2 db.Log.Si

2 

ƩX 13680 
 

90 13332 59 772,454 1276,392 22,549 56,750 

 
Because X2 counts < X2 table, the data is 
homogeneous 
 

 
 
 

The calculation results for testing the variance homogeneity 
of Job Satisfaction variable (X3) on Leadership Style (X1) is 
obtained  Xcount = 29,948 while in the table with db = 59 at α = 
0.05 it is obtained Xtable = 77,931, because Xcount < Xtable, then H0 
is accepted which means the Job Satisfaction variance (X3) 
over the Leadership Style (X1) declared homogeneous. 
 

Table 16.  Results of Analysis of Homogeneity of Job 
Satisfaction Test (X3) on Leadership Style (X1) with SPSS 

 

Test of Homogeneity of Variances 

Job Satisfaction 

Levene Statistic df1 df2 Sig. 

6,243 22 59 ,218 

 
Based on the results of the table above it is known that r 

count = 0.218, because r count> α, then the variable job 
satisfaction (X3) for leadership style (X1) is approved 
homogeneous. 
 
5) Homogeneity Test of Emotional Intelligence Data Variant 

(X2) with Job Satisfaction (X3) 
 

Table 17. Emotional Intelligence Variant Data Homogeneity 
Test Results (X2) with Job Satisfaction (X3) 

 
 X2 k  X3 db Si2 db(Si2) Log.Si2 db.Log.Si2 

ƩX 13740 
 

90 13332 53 330,905 807,762 15,718 39,823 

 

Because X2 counts < X2 table, the data is 
homogeneous 
 
 
 

 
The calculation results for testing the variance 

homogeneity of Job Satisfaction variable (X3) on Emotional 
Intelligence (X2) is obtained Xcount = 52,675 while in the table 
with db = 53 at α = 0.05 obtained Xcount = 70,993, because Xcount 
< Xtable, then H0 is accepted which means the Job Satisfaction 
variance (X3) on Emotional Intelligence (X2) declared 
homogeneous. 

 
 
 

Table 18. Results of Homogeneity Analysis of Job Satisfaction 
Test (X3) on Emotional Intelligence (X2) with SPSS 

 

Test of Homogeneity of Variances 

Job Satisfaction 

Levene Statistic df1 df2 Sig. 

2,965 23 53 ,341 

 
Based on the results of the table above which is recognized 

r count = 0.341, because r count> α, then the variable Job 
Satisfaction (X3) on Emotional Intelligence (X2) is declared 
homogeneous. 

3.2 Linear Regression Test 

Regression linearity test is done by finding the exogenous 
variable regression line equations for endogenous variables. 
Linearity testing is done by looking for a regression equation, 
then tested in relation to regression coefficients and regression 
line linearity using a simple linear regression analysis variance 
table. The decision is taken by comparing the value of Fcount 
(regression) and Ftable value of db (numerator: denominator) 
for the value of the significance level of 5%. With the criteria if 
the Fregres <Ftable, then the relationship between variables is 
declared linear. The linearity test of endogenous variables with 
exogenous variables with the help of the SPSS program, if the 
value of Fcount (tuna match) is smaller than Ftable with α = 0.05, 
so the regression of exogenous variables on endogenous 
variables is linear.  
 
3.2.1 Linearity Test of Organizational Commitment (X4) 

with Leadership Style (X1) 
The linearity test between organizational commitment 
variables (X4) and leadership style (X1) manually calculates 
the statistical calculation results as listed in the following 
table. 

 
Table 19. Variable Linearity Test Organizational 
Commitment (X4) with Leadership Style (X1) 

 
ANOVA Table 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

X4 

* 

X1 

Between 

Groups 

(Combined) 4742.717 30 158.091 8.582 .000 

Linierity 3919.419 1 3919.419 212.769 .000 

Deviation 

from 

Linierity 

823.298 29 28.390 1.541 .000 

Within Groups 1086.839 59 18.421   

Total 5829.556 89    

 
Test criteria if the value of r (probability / critical value) is 

smaller or equal to (=) of the level α specified then the linear 
pattern distribution. In other cases, the distribution is not 
linear. Based on the results of calculations with the SPSS 
program, the r value is smaller than the level of α used (ie 
0.05) or 0,000 < 0.05, so the leadership style variable (X1) for 
organizational commitment (X4) has a linear pattern. 

 
 
 

Si2 21,633757 

log Si2 1,3351319 

B 78,773 

X2 hitung 50,709 

X2 tabel 77,931 

Si2 15,241 

log Si2 1,183 

B 62,699 

X2 hitung 52,675 

X2 tabel 70,993 
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3.2.2 Test the linearity of Emotional Intelligence regression 
(X2) on Organizational Commitment (X4) 

The linearity test between organizational commitment 
variables (X4) and emotional intelligence (X2) manually 
calculates the statistical calculation results as listed in the 
following table. 

 
Table 20. Variable Linearity Test Organizational 

Commitment (X4) with Emotional Intelligence (X2) 
 

ANOVA Table 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

X4 

* 

X2 

Between 

Groups 

(Combined) 5037.698 36 139.936 9.366 .000 

Linearity 3747.279 1 3747.279 250.810 .000 

Deviation 

from 

Linearity 

1290.419 35 36.869 2.468 .000 

Within Groups 791.857 53 14.941   

Total 5829.556 89    

 
Test criteria if the value of r (probability / critical value) is 

smaller or equal to (=) of the level α specified then the linear 
pattern distribution. In other cases, the distribution is not 
linear. Based on the results of calculations with the SPSS 
program, the r value is smaller than the level of α used (ie 
0.05) or 0,000 <0.05, so the emotional intelligence variable (X2) 
for organizational commitment (X4) has a linear pattern. 
 
3.2.3 Linearity Test of Leadership Style (X1) on Job 

Satisfaction (X3) 
The linearity test between the variables of job satisfaction (X3) 
and leadership style (X1) manually calculates the statistical 
calculation results as listed in the following table. 

 
Table 21. Linearity Test Variable Job Satisfaction (X3) with 

Leadership Style (X1) 
 

ANOVA Table 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

X3 

* 

X1 

Between 

Groups 

(Combined) 5262.008 30 175.400 8.108 .000 

Linearity 
4323.922 1 4323. 

922 

199.869 .000 

Deviation 

from 

Linearity 

938.086 29 32.348 1.495 .000 

Within Groups 1276.392 59 21.634   

Total 6538.400 89    

 
Test criteria if the value of r (probability / critical value) is 

smaller or equal to (=) of the level α specified then the linear 
pattern distribution. In other cases, the distribution is not 
linear. Based on the results of calculations with the SPSS 
program, the r value is smaller than the α level used (ie 0.05) 
or 0,000 < 0.05, so the leadership style variable (X1) for job 
satisfaction (X3) has a linear pattern. 

 
 
 

3.2.4 Linear Intelligence Test (X2) on Job Satisfaction (X3) 
The linearity test between the variables of job satisfaction (X3) 
and emotional intelligence (X2) manually calculates the 
statistical calculation results as listed in the following table. 

 
Table 22. Variable Linearity Test of Job Satisfaction (X3) 

with Emotional Intelligence (X2) 
 

ANOVA Table 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

X3 

* 

X2 

Between 

Groups 

(Combined) 5730.638 36 159.184 10.445 .000 

Linearity 3962.160 1 3962.160 259.971 .000 

Deviation 

from 

Linearity 

1768.478 35 50.528 3.315 .000 

Within Groups 807. 762 53 15.241   

Total 6538.400 89    

 
Test criteria if the value of r (probability / critical value) is 

smaller or equal to (=) of the level α specified then the linear 
pattern distribution. In other cases, the distribution is not 
linear. Based on the results of calculations with the SPSS 
program, the r value is smaller than the level of α used (ie 
0.05) or 0,000 < 0.05, so the emotional intelligence variable (X2) 
on job satisfaction (X3) has a linear pattern. 

 
3.2.5 Linearity Test of Job Satisfaction (X3) Against 

Organizational Commitment (X4) 
The linearity test between organizational commitment 
variables (X4) and job satisfaction (X3) manually calculates the 
statistical calculation results as listed in the following table. 

 
Table 23. Variable Linearity Test Organizational 
Commitment (X4) with Job Satisfaction (X3) 

 
ANOVA Table 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

X4 

* 

X3 

Between 

Groups 

(Combined) 4678.850 27 173.291 9.337 .000 

Linearity 4014.521 1 4014.521 216.302 .000 

Deviation 

from 

Linearity 

664.329 26 25.551 1.377 .000 

Within Groups 1150.706 62 18.560   

Total 5829.556 89    

 
Test criteria if the value of r (probability / critical value) is 

smaller or equal to (=) of the level α specified then the linear 
pattern distribution. In other cases, the distribution is not 
linear. Based on the results of calculations with the SPSS 
program, the r value is smaller than the level of α used (ie 
0.05) or 0,000 <0.05, so the variable job satisfaction (X3) for 
organizational commitment (X4) has a linear pattern. 

3.3 Hypothesis Testing Analysis 

The hypothesis testing conducted in the previous discussion proves 
that leadership style, emotional intelligence, and job satisfaction 
influence organizational commitment in senior high schools in the 
Muhammadiyah organization in the South Sumatra Region. The ten 
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hypotheses proposed also prove the influence of the dependent 
variable both partially and simultaneously on independent variables. 

 
Table 24. Summary of Results of Calculation of Direct Influence 

Coefficients and the Significance Value Coefficient 
 

Variable 

Correlation 

coefficient 

(r) 

Path 

coefficient 

(ρ) 

Tcount 

Table 

α = 

0,05 

α = 

0,01 

X1X4 0,8200 0,3264 9,0315 1,9873 2,6329 

X2X4 0,8018 0,2577 12,2021 1,9873 2,6329 

X3X4 0,8298 0,2963 9,2736 1,9873 2,6329 

X1X3 0,8132 0,5244 6,1182 1,9873 2,6329 

X2X3 0,7784 0,3829 4,4672 1,9873 2,6329 

X1X2 – 

X3 
0,8512  114,3947 2,7094 4,0150 

X1X2 – 

X4 
0,6886  73,3499 2,7094 4,0150 

X1X2X3- 

X4 
0,8479  128,03 2,7094 4,0150 

 
Table 25. Summary of Results of Calculation of Indirect Influence 

Coefficients and Significance Value Coefficients 
 

Variable Correlation 

coefficient (r) 

Path 

coefficient (ρ) 

tcount 

X1- X4 through X3 0,0750 0,2737 2,6695 

X2 - X4 through X3 0,1650 0,4062 4,1699 

 
 
3.3.1 First hypothesis: There is a direct influence of 

leadership style (X1) on organizational commitment 
(X4) 

The hypothesis testing criteria H0 is rejected if the value of tcount> t 

table, and H0 is accepted if the value of tcount <ttable. Based on the 
results of manual data analysis obtained path coefficient X1 against 
X4 (ρ41) = 0.8200, with a real level of α = 0.05 and dk = 88 
obtained value ttable = 1.9873. The calculation results get the value of 
tcount = 9.0315. Based on these criteria it turns out the value of tcount 
(9.0315)> t table (1.9873), so that H0 is rejected and H1 is accepted. 
This means that the research hypothesis that states leadership style 
(X1) has a direct effect on organizational commitment (X4) can be 
accepted because it is validated. 

Based on the results of testing the first hypothesis obtained a 
significant path coefficient between leadership style and 
organizational commitment, namely ρ41 of 0.82. This indicates that 
leadership style in an organization will determine changes in 
organizational commitment higher. Through the leadership style of 
organizational commitment which means that the higher the 
leadership style of a leader, the higher the commitment of educators 
and education personnel to the organization and vice versa, the 
lower the leadership style of a leader, the lower the employee's 
commitment to the organization. 

In the organization there will be a joint interaction that requires a 
good leadership about the goals to be achieved and the tasks or 
roles that can be performed by each individual involved in an 
activity so that they can work effectively and efficiently on 
organizational commitment. Through a good leadership style, there 

will be responsibility for organizational members towards their 
organization members to make efforts to achieve organizational 
goals effectively and efficiently. A good leadership style towards 
members of the organization can cause their determination to be 
stronger to carry out their responsibilities to achieve organizational 
goals. Therefore, a good leadership style needs to be implemented 
and internalized in the organization's social activities so that it will 
form a bond of love for the organization. If this is done continuously 
it will make members of the organization feel comfortable, happy 
with the organization and will increase the commitment of its 
members to the organization. 

Theories that support these findings include research conducted 
by Desiyanty (2005: 69). The results of his research show that 
leadership styles influence organizational commitment. The strength 
of the influence of leadership on commitment is largely determined 
by how closely and the individual needs to stay in touch with 
existing social groups / environments. The tighter and more 
necessary, the stronger the influence of leadership style on 
organizational commitment, and vice versa. 

3.3.2 Second Hypothesis: There is a direct influence of 
emotional intelligence (X2) on organizational 
commitment (X4) 

The hypothesis testing criteria H0 is rejected if the value of tcount> t 

table, and H0 is accepted if the value of tcount <ttable. Based on the 
results of manual data analysis, the path coefficient X2 is obtained 
against X4 (ρ42) = 0.2577, with a significant level of α = 0.05 and 
dk = 88, the value of ttable = 1.9873. The calculation results get the 
value of tcount = 12,2021. Based on these criteria it turns out the 
value of tcount (12,2021)> t table (1.9873), so that H0 is rejected and H1 
is accepted. This means that the research hypothesis that states 
emotional intelligence (X2) has a direct effect on organizational 
commitment (X4) can be accepted because it is verified. 

Based on the results of testing the second hypothesis obtained a 
significant path coefficient between emotional intelligence and 
organizational commitment, namely ρ42 of 0.80. This finding 
proves that changes in organizational commitment are determined 
by emotional intelligence. Teacher's emotional intelligence is 
inseparable from the role of the organization, such as managing the 
main tasks and functions of each line of work, there are no 
overlapping tasks that can result in emotional friction between 
employees. In addition, organizations can also provide training 
related to efforts to improve the emotional intelligence of their 
employees. 

Organizational commitment also refers to the emotional 
relationship of members to the organization. People want to 
continue working for the organization because they agree with the 
goals and values in the organization. People with a high level of 
affective commitment have a desire to remain in the organization 
because they support the goals of the organization and are willing to 
help achieve these goals. Employees (teachers) who have high work 
commitments will see the organization as an important happiness in 
their lives. Employees will be loyal to the organization following the 
will and influenced by emotional intelligence from within the 
individual. For employees who have low organizational 
commitment, they will have low loyalty to their organization. 

Islam as a religion and source of ethics has contributed various 
kinds of concepts regarding various aspects of life, including efforts 
to utilize emotional intelligence in managing the lives of mankind. 
Emotional intelligence as a potential in an effort to control the 
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various turmoil directed to build commitment in the organization. 
This control is the key to building emotional intelligence. In the 
Qur'an it is explained: 

َتْسٱَو ِع اَوني ْي َصٱعو  ْيو ِعرْبَّ اليصعو هعنَّإيو اْبَّ ْي صَو  ٱي صَع ليع هعلَّو ْيةي ْيو ىي َ ِع ِع و َْيي  ا

Meaning: Make patience and pray as your helper. And verily this is 
hard, except for those who are devout, "(Surat al-Baqarah: 155-157) 
(RI Ministry of Religion, 2016: 18). 

The word صٱ ب  means to refrain from something that is not ٱْ
pleasing to the heart. This also means steadfastness. Imam Ghazali 
defines patience as a determination in carrying out religious 
guidance facing seduction of lust. Patience is a form of emotional 
intelligence, in order to deal with various situations and conditions, 
whether difficult situations or pleasant situations (Shihab, 2010: 
221). Patience as an effort to maintain self-control to remain 
committed to what has been set. The findings of this study are 
supported by research conducted by Adey and Bahari showing that 
emotional intelligence is positively and significantly related to 
organizational commitment, lack of emotional intelligence in dealing 
with work pressure problems in acting and being positive to guard 
the situation in the organization. Emotional intelligence and 
organizational commitment have a significant relationship in this 
study. In other words, dissatisfaction with salaries may lead to 
various undesirable behaviors such as retiring and stopping work 
(Adey dan Bahary, 2010; 51). 

3.3.3 Third Hypothesis: There is a direct influence of 
leadership style (X1) and emotional intelligence 
(X2) on organizational commitment (X4) 

H0 hypothesis testing criteria are rejected if the value of Fcount> Ftable, 
and H0 is accepted if the value of F count <Ftable. Based on the results 
of manual data analysis, the X1X2 multiple correlation coefficient 
obtained for X4 (R4.21) 0.6886, with a real level of α = 0.05 and dk 
= 87, Ftable = 2.7094. The calculation results get the value of Fcount = 
73,3499. Based on these criteria it turns out that the value of F counts 
(73,3499)> Ftable (2.7094), so that H0 is rejected and H1 is accepted. 
This means that the research hypothesis which states leadership 
style (X1) and emotional intelligence (X2) has a direct effect on 
organizational commitment (X4) can be accepted because it is 
validated. 

Based on the results of testing the third hypothesis obtained the 
calculation of the direct effect of leadership style and emotional 
intelligence simultaneously on organizational commitment of 
0.8661. So leadership style and emotional intelligence together have 
a positive direct effect on organizational commitment. Leadership is 
the nature of leaders in carrying out their moral and legal formal 
responsibilities for all the implementation of their authority that has 
been delegated to the people they lead. Leadership can be 
interpreted as the qualities possessed by a leader. Leaders are often 
regarded as the most important factors that determine the success 
or failure of an organization. Robbins (2008: 34) that organizations 
need strong leadership for optimal effectiveness. The application of 
leadership styles can influence subordinates especially on 
organizational commitment. Rachmelya & Suryani (2017: 51) 
suggested that emotional intelligence is a component that makes a 
person become smart in using his emotions. The positive implication 
that is also expected to be created from the existence of a good 
leadership style among fellow members in an organization is the 
formation of strong and productive emotional intelligence. 

A good leader is not seen from how many people are followers, 

not also seen from how long he leads. A good leader is seen from 
how much he is able to create a new leader. Leadership is one of the 
important factors for the success of an organization. For this reason, 
there are several leadership attitudes in the organization that need 
to be implemented by a leader, including establishing closeness with 
their subordinates, giving enthusiasm and motivation, and providing 
trust and responsibility. 

Emotional intelligence is the ability to understand the feelings 
and emotions of yourself, and how these emotions can affect 
others. So emotional intelligence can play an important role in 
carrying out one's work, meaning that emotional intelligence is 
more important than academic intelligence. Someone who has a 
high level of emotional intelligence will have a higher commitment. 
So that emotional intelligence is a feature of people who are highly 
committed and have the ability to be able to connect better with 
other people. 

Emotional intelligence affects the attitudes and behavior of 
organizational members which then determine the commitment of 
members and organizations. Emotional intelligence has a very 
important role in an organization because emotional intelligence is 
proven to be able to perform a number of functions, such as 
creating differences with other organizations, creating 
organizational identity, and facilitating the creation of commitment 
to the organization. Thus, it is imperative not to overlook these two 
factors and be of great concern if the organization members have 
high strength and involvement in an organization. With individuals 
who have emotional intelligence, an organization can create a 
balanced environment, where individuals not only seek and improve 
their own success but also for their organizations. Leadership style 
and emotional intelligence are two variables that have a 
relationship. Both of these variables have a significant influence on 
organizational commitment. 

3.3.4 Fourth Hypothesis: There is a direct influence of 
leadership style (X1) on job satisfaction (X3) 

The hypothesis testing criteria H0 is rejected if the value of 
tcount> t table, and H0 is accepted if the value of tcount <ttable. Based 
on the results of manual data analysis obtained path 
coefficient X1 against X3 (ρ31) = 0.5244, with a real level of α = 
0.05 and dk = 88 obtained the value of ttable = 1.9873. The 
calculation results get the value of tcount = 6.1182. Based on 
these criteria it turns out the value of tcount (6.1182)> ttable 
(1.9873), so that H0 is rejected and H1 is accepted. This means 
that the research hypothesis that states leadership style (X1) 
has a direct effect on job satisfaction (X3) is accepted because 
the truth is tested. 

Based on the results of testing the fourth hypothesis 
obtained a significant path coefficient between leadership style 
with job satisfaction, namely p31 of 0.81. This indicates that 
leadership style is an important element in the organization to 
establish relationships between fellow members and other 
parties in order to realize the cooperation needed for the 
achievement of organizational goals so that when the 
relationship has been established well and harmoniously there 
will be a job satisfaction. Leaders are often regarded as the 
most important factors that determine the success or failure of 
an organization. The application of leadership styles can 
influence subordinates especially on teacher job satisfaction. 
Given the importance of the leadership style applied by a 
leader, it is expected that a leader can provide something 
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positive in increasing job satisfaction. Long et al. (2013: 1474) 
gave the results of a strong and significant positive 
relationship between leadership style and job satisfaction. Job 
satisfaction plays an important role in achieving 
organizational success. 

In the Qur'an, satisfaction is called gratitude. Gratitude 
makes a person feel satisfied with what is bestowed upon him, 
and uses all that is bestowed on the good and right path. The 
Word of Allah SWT which reads: 

هعإَو ْي ُِْةبَو َينيإَّأيو  ْي َٱَْبَو ْيئعْ  ةي ِي نَّْةبَو  َّني ُع ي ْي ْيئعْ  ْي ميَٱَْبَو  ْي ٱِعع هعأَّو  بي َّنَو ىي نع  ْيدي

Meaning: Dan (remember too), when your Lord declares; 
"Surely if you are grateful, surely We will add (favor) to you, 
and if you deny (My favor), then My punishment will be very 
painful. (Q.S Ibrahim 7) (Ministry of Religion, 2016: 204). 

Furthermore, there will not be one organization that can 
achieve organizational goals and various targets without 
considering the importance of leadership style with its 
environment, especially with parties who are part of the 
stakeholders for the organization concerned. Tondok research 
and Andarika (2004: 35) show that there is a significant and 
positive correlation between leadership styles in the form of 
transformational and transactional leadership with job 
satisfaction. Job satisfaction reflects a person's feelings towards 
his work, when someone is puberty about his job they will be 
more committed to the organization (Mathis, 2011). Hsiao and 
Chen (2012: 164) in his research conducted on several 
companies in Taiwan stated that job satisfaction has a 
significant positive effect on organizational commitment. 
Some previous studies stated that job satisfaction has an effect 
on organizational commitment. Previous research also found a 
positive relationship between job satisfaction and 
organizational commitment (Mohammed and Eleswed, 2013: 
43). Puspitawati and Riana (2014: 68) the results of his research 
show that job satisfaction has a positive effect on 
organizational commitment.  

 

3.3.5 Fifth Hypothesis: There is a direct influence of emotional 
intelligence (X2) on job satisfaction (X3) 

The hypothesis testing criteria H0 is rejected if the value of 
tcount> ttable, and H0 is accepted if the value of tcount <ttable. Based 
on the results of manual data analysis, the path coefficient X2 
is obtained against X3 (ρ32) = 0.3829, with a significant level of 
α = 0.05 and dk = 88, the value of ttable = 1.9873. The calculation 
results get the value of tcount = 4.4672. Based on these criteria it 
turns out that the value of tcount (4.4672)> ttable (1.9873), so that 
H0 is rejected and H1 is accepted. This means that the research 
hypothesis that states emotional intelligence (X2) has a direct 
effect on job satisfaction (X3) is accepted because the truth is 
tested. 

Based on the results of testing the second hypothesis 
obtained a significant path coefficient between intelligence 
and job satisfaction, namely ρ32 of 0.78. This indicates that 
emotional intelligence has a significant influence on job 
satisfaction. In working emotional intelligence is very much 
related to job satisfaction, where job satisfaction is an 
emotional attitude that is fun and loves his job. Intelligence 
guides individuals to behave and give instructions to them 
about what must be learned. Emotional intelligence is a 

component that makes a person become smart in using his 
emotions (Rachmelya & Suryani, 2017: 51). Through this 
emotional intelligence, a person learns to manage his feelings 
so that he can express them appropriately and effectively. 
Emotional intelligence can affect job satisfaction because it 
deals with emotional awareness that can positively influence 
social relations at work and among coworkers. 

The results of this study are supported by the results of the 
study of Khan et al (2009), Sandhu (2015) which states that 
emotional intelligence has a significant and positive impact on 
job satisfaction. Emotional intelligence plays a very important 
role for self-control so that it can produce good performance, 
because emotional intelligence can help realize job satisfaction 
for the teacher. Teachers who have high emotional intelligence 
are teachers who have self-control so they are able to respond 
to situations optimistically and are able to set alternative 
behaviors needed if they experience obstacles in overcoming a 
problem at work. So by having self control, the teacher will be 
able to see work as a challenge that must be faced to be an 
opportunity to succeed. 

3.3.6 Sixth Hypothesis: There is a direct influence of 
leadership style (X1) and emotional intelligence (X2) on 
job satisfaction (X3) 

H0 hypothesis testing criteria are rejected if the value of Fcount> 
Ftable, and H0 is accepted if the value of Fcount <Ftable. Based on 
the results of manual data analysis, X1X2 multiple correlation 
coefficients obtained for X3 (R3.21) 0.8512, with a real level of 
α = 0.05 and dk = 87, Ftable = 2.7094. The calculation results get 
the value of Fcount = 114.3947. Based on these criteria it turns out 
the value of Fcount (114.3947)> Ftable (2.7094), so that H0 is 
rejected and H1 is accepted. This means that the research 
hypothesis which states leadership style (X1) and emotional 
intelligence (X2) has a direct effect on job satisfaction (X3) can 
be accepted because it is verified. 

Based on the results of testing the sixth hypothesis, the 
results of the calculation of the direct influence of leadership 
style and emotional intelligence on job satisfaction are 0.84. So 
leadership style and emotional intelligence together have a 
positive direct effect on job satisfaction. This finding implies 
that leadership style and emotional intelligence play a very 
important role in a social interaction in building job 
satisfaction in an organizational order. One of the parties that 
can help teachers in obtaining job satisfaction is work 
colleagues or organizational leaders, because they live 
together in one organization. For that leadership style and 
emotional intelligence play a very important role needed by 
teachers as members of the organization. If the teacher can 
receive the input needed in the process of organizational 
activities in accordance with his expectations, it will lead to 
higher teacher performance. Therefore it is necessary to make 
an effort to establish interaction between leaders and teachers 
to create good emotional relationships and good job 
satisfaction. 

Although satisfaction relates to the attitudes of educators 
and educational staff to work and organizational commitment 
related to the level of the organization, but the strong 
relationship between job satisfaction and organizational 
commitment has been known for a long time. Job satisfaction 
formed in this study consisted of components of satisfaction 
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with work, coworkers, supervision, wages and promotions 
positively related to organizational commitment. If job 
satisfaction is fulfilled and increases, job satisfaction will be 
increasingly committed to the organization's commitment to 
where they work and feel proud to be part of the organization. 
Teachers who have job satisfaction are those who view the 
organization as an arena to achieve success that must not be 
wasted and is a place to devote themselves to the organization. 
Every opportunity is used in such a way as to carry out 
everything that can allow it to be challenged to achieve high 
goals or achievements. 

3.3.7 Seventh Hypothesis: There is a direct effect of job 
satisfaction (X3) on organizational commitment (X4) 

The hypothesis testing criteria H0 is rejected if the value of 
tcount > ttable, and H0 is accepted if the value of tcount <ttable. 
Based on the results of manual data analysis, the path 
coefficient X3 is obtained for X4 (ρ43) = 0.2963, with a 
significant level of α = 0.05 and dk = 88, the value of ttable = 
1.9873. The calculation results get the value of tcount = 9.2736. 
Based on these criteria it turns out the value of tcount (9.2736)> 
ttable (1.9873), so that H0 is rejected and H1 is accepted. This 
means that the research hypothesis that states job satisfaction 
(X3) has a direct effect on organizational commitment (X4) can 
be accepted because it is verified. 

Based on the results of testing the seventh hypothesis 
obtained a significant path coefficient between job satisfaction 
and organizational commitment, namely p43 of 0.373. This 
indicates that individuals who have high job satisfaction tend 
to have a higher level of commitment than individuals who 
have low job satisfaction. This means that the higher job 
satisfaction, the more committed the organization will be. Job 
satisfaction can be improved through good attention and 
relationships from the leadership of the population, so that the 
teacher will feel that he is an important part of the 
organization. 

Job satisfaction is the first aspect achieved before a teacher 
has organizational commitment, so the teacher has. Someone 
who has high job satisfaction will have a strong determination 
to make serious efforts to achieve organizational goals. 
Someone with a high level of job satisfaction will show a 
positive attitude towards his job or like his job, on the contrary 
someone with a low level of job satisfaction (dissatisfied) will 
show a negative attitude towards his job or not like his job. 
The higher job satisfaction results in higher organizational 
commitment, whereas the lower the job satisfaction results in 
the lower the organizational commitment. 

The findings of this study are in accordance with the results 
of the research by Puspitawati and Riana (2014: 68) which 
show that job satisfaction has a positive effect on 
organizational commitment and service quality while 
organizational commitment has a positive effect on service 
quality. The research implications show that the compatibility 
between workload and salary is very important to be 
considered in order to maintain organizational commitment, 
on the other hand, job satisfaction will increase employee 
loyalty to the company and employee willingness to provide 
the best quality service. Furthermore, Ismail (2016: 25) 
research confirms that when employees are satisfied with 
intrinsic satisfaction and extrinsic satisfaction from their job 

conditions, they lead to greater organizational commitment in 
the studied organizations. Hidayat's research (2018: 51) shows 
that there is a positive and significant effect of job satisfaction 
on commitment and organization negative and significant 
influence on job satisfaction on turnover intention, and also 
the influence of organizational commitment on job satisfaction 
for turnover intention. The managerial implications of 
company leaders must improve employee job satisfaction, 
especially in terms of salary. 

Teacher job satisfaction is a factor that is considered 
important, because it can affect the running of the 
organization as a whole. Job satisfaction is an individual factor 
and a means to achieve work productivity in an organization. 
A conducive organizational climate and good work relations 
can improve the work satisfaction of educators and education 
staff, because a good work climate is one of the factors that 
support the enthusiasm and enthusiasm of the work of 
educators and education personnel, of course along with 
organizational commitment in educators and education staff. 
Organizational commitment determines the condition of the 
teacher's feelings towards work in the form of job satisfaction. 
Educators and education staff who feel committed to the goals 
of the organization will feel confident and believe that the 
values and goals of the organization are in line with the 
expectations of educators and education personnel so that job 
satisfaction arises. From job satisfaction, educators and 
education staff can get a sense of satisfaction in work and with 
that educators and education staff can maximize their 
performance. 

3.3.8 Eighth Hypothesis: There is the influence of leadership 
style (X1) on organizational commitment (X4) through 
job satisfaction (X3) 

The hypothesis testing criteria H0 is rejected if the value of 
tcount> ttable, and H0 is accepted if the value of tcount <ttable. Based 
on the results of manual data analysis, the path coefficient 
X1X3 is obtained against X4 (ρ4.31) = 0.2737, with a significant 
level of α = 0.05 and dk = 88, the value of ttable = 1.9873. The 
calculation results get the value of tcount = 2.6695. 
Based on these criteria it turns out that the value of tcount 
(2.6695)> ttable (1.9873), so that H0 is rejected and H1 is 
accepted. This means that the research hypothesis which states 
that there is an influence of leadership style (X1) on 
organizational commitment (X4) through job satisfaction (X3) 
can be accepted because it is validated. 

The findings of this study indicate that leadership style has 
an indirect effect on organizational commitment through job 
satisfaction. That is, the variable job satisfaction can be a 
mediator variable for the influence of leadership style on 
organizational commitment. Therefore, to optimize 
organizational commitment must be sought for a good 
leadership style. The importance of leadership style as 
interaction forms relationships with subordinates, the form of 
the relationship can be in the form of intimate interactions that 
are good communication between good friends, family, and 
people who have strong emotional ties. A good leadership 
style will provide job satisfaction for employees and provide 
benefits to the organization. 

In relation to the statement of the results of the research, a 
leader who has a leadership style is able to make decisions in 
any difficult situation and be able to account for, have strong 
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convictions and convictions for the progress of the 
organization led. In addition, it can foster respect for all 
employees (teachers), be able to take action, not only give 
verbally and always give constructive suggestions to 
employees for maximum performance improvement. In 
addition, it is able to encourage teachers to solve problems 
with new methods or methods, often providing creative ideas 
for the progress of the school and encouraging employees to 
do the best work possible. A leader must always pay attention 
to and respect each outcome of his subordinates' performance, 
always give awards to his subordinates who excel, involve 
(subordinates) in solving problems related to the organization 
where he works and attempt to pay attention to the wishes, 
hopes and needs of subordinates. The leadership style will 
have a positive or significant impact on the increase in 
employee job satisfaction. 

Organizational commitment to employees can be seen from 
pride, loyalty, being part of an institution / institution, and 
willingness to work beyond what is demanded by leaders for 
the progress of institutions / institutions. In addition, the 
benefits he gained to develop his career and feel his place of 
work were the best to work, as well as the compatibility 
between expectations and what was given by the institution / 
institution. Thus, if an employee has a high commitment to the 
organization or institution / institution where he works will 
have an impact or influence on the level of performance. 

Organizational commitment is very important as a 
prerequisite for organizational change to achieve success and 
progress. Changes initiated by the organization will not 
succeed if they have not touched the individual domain, 
meaning that there is no change if they have not made an 
individual change (individual change). Organizational 
commitment is the level of the willingness of individuals to 
maintain their membership because of their compatibility and 
interest with the goals and values of the organization. That is, 
between leadership style and organizational commitment 
there is a positive and significant relationship with job 
satisfaction. 

3.3.9 Ninth Hypothesis: There is the influence of emotional 
intelligence (X2) on organizational commitment (X4) 
through job satisfaction (X3) 

The hypothesis testing criteria H0 is rejected if the value of 
tcount > ttable, and H0 is accepted if the value of tcount <ttable. Based 
on the results of manual data analysis obtained path 
coefficient X2X3 against X4 (ρ4.32) = 0.4062, with a real level of 
α = 0.05 and dk = 88 obtained a value of ttable = 1.9873. The 
calculation results get the value of tcount = 4.1699. Based on 
these criteria it turns out that the value of tcount (4.1699)> ttable 
(1.9873), so that H0 is rejected and H1 is accepted. This means 
that the research hypothesis which states that there is an 
influence of emotional intelligence (X2) on organizational 
commitment (X4) through job satisfaction (X3) is acceptable 
because it is validated. 

The findings of this study indicate that emotional 
intelligence has an indirect effect on organizational 
commitment through job satisfaction. That is, the variable job 
satisfaction can be an intervening variable for the influence of 
emotional intelligence on organizational commitment. 
Therefore to produce teacher organizational commitment, the 
teacher in question must have high job satisfaction, while to 

have high job satisfaction there is a need for good emotional 
intelligence. Good emotional intelligence will strengthen the 
values of behavior in work, while weak emotional intelligence 
only gives little direction and allows all forms of inappropriate 
actions to occur. Organizations that have good emotional 
intelligence make their members more enthusiastic to take 
actions needed to achieve high achievement, and innovate in 
their work. A person can have high job satisfaction, if 
emotional intelligence contains the values, rules, and 
assumptions that are followed well. 

Teachers who have high job satisfaction are those who have 
a high level of responsibility; take risks; have realistic goals; 
have a work plan and enthusiasm to advance organizational 
goals. Every individual has the spirit to do, but the strength 
and drive to do it are different, some are high, medium, or 
low. Job satisfaction is reflected in the desire of the individual 
itself to carry out their duties consistently and responsibly 
where to achieve the goal the individual is ready and brave to 
take risks and wants good feedback immediately. 

This study shows that in addition to job satisfaction is 
determined by emotional intelligence, job satisfaction can 
influence organizational commitment. The research supported 
by Damaryanti and Dewi showed that emotional intelligence, 
organizational commitment, and organizational citizenship 
behavior (OCB) had a positive and significant effect on 
performance. This study shows that employees who have high 
intelligence will be more optimal in showing their 
performance. Employees who have high organizational 
commitment to the place where they work will show 
improved performance. 

3.3.10 Tenth Hypothesis: There is a direct influence of 
leadership style (X1), emotional intelligence (X2) and job 
satisfaction (X3) on organizational commitment (X4) 

H0 hypothesis testing criteria are rejected if the value of Fcount > 
Ftable, and H0 is accepted if the value of Fcount <Ftable. Based on 
the results of manual data analysis obtained path coefficient 
X1X2X3 against X4 (ρ4.321) = 0.8479, with a real level of α = 
0.05 and dk = 87 the value of Ftable = 2.7094. The calculation 
results get the value of Fcount = 128.03. Based on these criteria it 
turns out the value of Fcount (128.03)> Ftable (2.7094), so that H0 is 
rejected and H1 is accepted. This means that the research 
hypothesis which states that there is a direct influence of 
leadership style (X1) emotional intelligence (X2) and job 
satisfaction (X3) on organizational commitment (X4) can be 
accepted because of its validity. 

Leadership style, emotional intelligence, and job 
satisfaction simultaneously influence organizational 
commitment. The success of a school organization is greatly 
influenced by the individual performance of the teacher and 
also the leader. Leaders are expected to be able to adjust the 
right leadership style to increase organizational commitment. 
every organization always tries to improve the performance of 
its employees to achieve their goals. The leadership style 
applied by the school principal in the school needs to be aware 
that the teacher has espoused values. The teacher's values can 
influence the way teachers see the benefits of organizational 
work, communicate, react to leaders, negotiate, and generally 
behave in the workplace. Understanding and managing a 
multicultural team is important so that the organization is able 
to achieve results and improve the performance of an 
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organization, both internally and externally. A teacher who has 
good emotional literacy, is not only able to improve his 
performance, but also can reduce his work stress. 

Emotional intelligence possessed by the teacher is good, 
then it will work better and better tend to be in accordance 
with the standards established by the organization, so that in 
the end it will achieve better performance. Teacher's emotional 
intelligence is inseparable from the role of the organization, 
such as managing the main tasks and functions of each line of 
work, there are no overlapping tasks that can result in 
emotional friction between employees. In addition, 
organizations can also provide training related to efforts to 
improve the emotional intelligence of their employees. 
Organizational commitment has a positive influence on 
employee performance. Another indicator that can improve 
teacher performance is organizational commitment. Teachers 
with high commitment are expected to be able to produce 

optimal performance. When someone joins an organization, it 
is required to have a commitment in him. 

Teachers must have an adequate level of job satisfaction, 
then further performance optimization in the school can be 
achieved. Teachers with high commitment are able to show 
optimal performance, so they are able to make meaningful 
contributions to the organization. Someone with a high level 
of job satisfaction will show a positive attitude towards his job 
or like his job, on the contrary someone with a low level of job 
satisfaction (dissatisfied) will show a negative attitude 
towards his job or not like his job. Leadership style, emotional 
intelligence, and job satisfaction simultaneously greatly 
influence organizational commitment. Because it is 
interrelated with each other so that the organization will run 
well if everything shows a positive thing to the organization. 
 

 

 
 
The description shows the influence of leadership style on job 
satisfaction; emotional intelligence on job satisfaction; 
leadership style and emotional intelligence simultaneously on 
job satisfaction; leadership style towards organizational 
commitment; emotional intelligence to organizational 
commitment; leadership style and emotional intelligence 
simultaneously on organizational commitment; job satisfaction 
with organizational commitment; leadership style, emotional 
intelligence, and job satisfaction on organizational 
commitment; leadership style towards organizational 
commitment through job satisfaction; and emotional 
intelligence on organizational commitment through job 
satisfaction. 

4 CONCLUSION 

Based on the analysis of the results of the research and 
discussion that has been described in the previous section, this 
study concludes as follows. 
1.  Leadership style has a positive and significant direct effect 

on organizational commitment. 
2.  Emotional intelligence has a positive and significant direct 

effect on organizational commitment. 
3.  Leadership style and emotional intelligence 

simultaneously influence organizational commitment. 
4. The leadership style has a positive and significant direct 

effect on job satisfaction satisfaction. 
5.  Emotional intelligence has a positive and significant direct 

effect on job satisfaction. 
6.  Leadership style and emotional intelligence 

simultaneously influence job satisfaction. 
7.  Job satisfaction has a positive and significant direct effect 

on organizational commitment. 
8. Leadership style indirect effect on organizational 

commitment through job satisfaction. 
9. Emotional intelligence has an indirect effect on 

organizational commitment through job satisfaction. 
10. Leadership style, emotional intelligence, and job 

satisfaction simultaneously influence organizational 
commitment. 
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