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Abstract

This study aims to analyze the effect of Spiritual Leadership, Work Values, Work Engagement, and Job
Satisfaction on Organizational Commitment and Organizational Citizenship Behaviour among public
elementary school teachers in Jakarta. Using a quantitative approach, this study involved public
elementary school teachers with Civil Servant and Government Employee with Work Agreement status as
respondents. Data were collected through questionnaires and analyzed using structural equation
modeling. The findings show that Work Values positively influence Job Satisfaction and Work Engagement,
while Job Satisfaction positively influences Work Engagement. However, Work Engagement and Job
Satisfaction do not directly influence Organizational Citizenship Behaviour. Spiritual Leadership positively
influences Organizational Commitment but does not directly influence Organizational Citizenship
Behaviour. Furthermore, Organizational Commitment positively influences Organizational Citizenship
Behaviour and mediates the relationship between Spiritual Leadership and Organizational Citizenship
Behaviour. These findings indicate that Organizational Commitment plays an important role in translating
spiritual leadership into teachers' organizational citizenship behaviour. The study highlights the
importance of strengthening organizational commitment and spiritual leadership among school
principals as managerial strategies to encourage positive work behaviour and organizational citizenship
among public elementary school teachers in Jakarta.

Keywords: Job Satisfaction; Organizational Citizenship Behaviour; Organizational Commitment;
Spiritual Leadership; Work Engagement

Abstrak
Penelitian ini bertujuan untuk menganalisis pengaruh Kepemimpinan Spiritual, Nilai-Nilai Kerja,
Keterikatan Kerja, dan Kepuasan Kerja terhadap Komitmen Organisasional dan Perilaku Kewargaan
Organisasi (*Organizational Citizenship Behaviour*) di kalangan guru sekolah dasar negeri di Jakarta.
Dengan menggunakan pendekatan kuantitatif, penelitian ini melibatkan guru sekolah dasar negeri
berstatus Pegawai Negeri Sipil (PNS) dan Pegawai Pemerintah dengan Perjanjian Kerja (PPPK) sebagai
responden. Data dikumpulkan melalui kuesioner dan dianalisis menggunakan pemodelan persamaan
struktural (*structural equation modeling*). Hasil penelitian menunjukkan bahwa Nilai-Nilai Kerja
berpengaruh positif terhadap Kepuasan Kerja dan Keterikatan Kerja, sedangkan Kepuasan Kerja
berpengaruh positif terhadap Keterikatan Kerja. Namun, Keterikatan Kerja dan Kepuasan Kerja tidak
berpengaruh secara langsung terhadap Perilaku Kewargaan Organisasi. Kepemimpinan Spiritual
berpengaruh positif terhadap Komitmen Organisasional namun tidak berpengaruh secara langsung
terhadap Perilaku Kewargaan Organisasi. Lebih lanjut, Komitmen Organisasional berpengaruh positif
terhadap Perilaku Kewargaan Organisasi serta memediasi hubungan antara Kepemimpinan Spiritual
dan Perilaku Kewargaan Organisasi. Temuan ini mengindikasikan bahwa Komitmen Organisasional
memainkan peran penting dalam menerjemahkan kepemimpinan spiritual menjadi perilaku
kewargaan organisasi pada diri guru. Penelitian ini menyoroti pentingnya memperkuat komitmen
organisasional dan kepemimpinan spiritual di kalangan kepala sekolah sebagai strategi manajerial
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untuk mendorong perilaku kerja positif dan kewargaan organisasi di antara guru sekolah dasar negeri
di Jakarta.

Kata Kkunci: Kepuasan Kerja; Perilaku Kewargaan Organisasi; Komitmen Organisasional;
Kepemimpinan Spiritual; Keterikatan Kerja

1. Introduction

The rapid development of technology has significantly transformed the
education sector, particularly following the COVID-19 pandemic. Educational
institutions are increasingly adopting digital platforms for teaching, administration,
and teacher performance evaluation. In Indonesia, the implementation of the Platform
Merdeka Mengajar (PMM) represents an important step in this transformation by
supporting teacher professional development while integrating teacher performance
assessment with the national digital system (Kemendikdasmen, 2023; Ministry of
Administrative and Bureaucratic Reform Regulation No. 6 of 2022). However,
technological transformation is not solely a matter of infrastructure and digital
systems; it also depends on teachers' ability to adapt, collaborate, and remain
committed to organizational goals (Zhao, 2020; OECD, 2023). This issue is particularly
relevant in public elementary schools in Jakarta, where teachers are expected to
respond to diverse educational needs that often extend beyond their formal
responsibilities. Providing additional assistance to students, supporting colleagues,
and participating voluntarily in school activities are examples of organizational
citizenship behavior (OCB), which can strengthen collaboration and organizational
effectiveness (Somech & Oplatka, 2015; Harding et al, 2020). Therefore,
understanding the factors that encourage teachers to demonstrate such voluntary
behavior has become increasingly important in the context of educational
transformation.

Previous studies indicate that OCB can be influenced by both organizational and
individual factors, including job satisfaction, organizational commitment, leadership,
and personal values (Organ, 1988, 2018). Spiritual leadership is particularly relevant
because it emphasizes meaningful vision, hope, altruistic love, and the alignment
between individual values and organizational purpose, which may strengthen
employees' psychological attachment and organizational commitment (Fry, 2003; Fry
et al.,, 2005). At the individual level, work values may shape how teachers perceive the
meaning and importance of their work, while work engagement reflects the extent to
which they are energetically and psychologically involved in their professional roles.
Previous research has demonstrated positive relationships among work values, work
engagement, and job satisfaction (Meria et al., 2024), as well as between job
satisfaction and OCB (Kosasih & Hasan, 2024). Nevertheless, much of the existing
research has been conducted in business, manufacturing, or higher education
contexts. Djaelani et al. (2020), for example, examined spiritual leadership, job
satisfaction, organizational commitment, and OCB among university lecturers but did
not incorporate work values and work engagement into the model. This leaves a
contextual and conceptual gap concerning how leadership and individual work-
related values jointly contribute to teachers' willingness to engage in voluntary
behaviors within public elementary schools.

This study addresses the gap by extending the framework of Djaelani et al.
(2020) through the inclusion of work values and work engagement and by applying the
model to public elementary school teachers. The study is grounded primarily in the
spiritual leadership perspective proposed by Fry (2003), which explains how
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meaningful leadership and value alignment can foster positive psychological and
organizational outcomes. At the same time, the inclusion of work values and work
engagement recognizes that teachers' behavior is also shaped by their personal beliefs
about work and their psychological connection to their professional roles. The novelty
of this study therefore lies in integrating spiritual leadership, work values, work
engagement, job satisfaction, and organizational commitment to provide a more
comprehensive explanation of OCB among public elementary school teachers. Rather
than viewing OCB solely as a consequence of leadership or job satisfaction, this study
considers it as a behavioral outcome shaped by the interaction between the
organizational environment and teachers' internal work-related experiences.

Accordingly, this study aims to examine the relationships among spiritual
leadership, work values, work engagement, job satisfaction, organizational commitment,
and organizational citizenship behavior among public elementary school teachers in
Jakarta. The study is necessary because educational transformation requires more
than teachers who can operate digital systems; it requires teachers who are engaged
with their work, committed to their schools, satisfied with their professional
environment, and willing to contribute beyond formal job requirements.
Theoretically, this research is expected to enrich the organizational behavior
literature in the education sector by integrating leadership and individual-level
perspectives into the explanation of OCB. Practically, the findings may provide school
leaders and education policymakers with empirical insights for developing leadership
practices and working environments that strengthen teachers' engagement,
commitment, and willingness to contribute voluntarily to the achievement of school
goals.

HYPOTHESES DEVELOPMENT

Based on Social Exchange Theory (Blau, 1964) and the concept of spiritual
leadership (Fry, 2003), this study proposes that work values, job satisfaction, spiritual
leadership, and organizational commitment play important roles in shaping work
engagement and Organizational Citizenship Behavior (OCB). Work values are
expected to enhance job satisfaction and work engagement, while job satisfaction is
expected to strengthen work engagement and OCB. Furthermore, work engagement is
proposed to encourage employees to demonstrate discretionary behaviors that
benefit their organizations. Spiritual leadership is expected to directly promote OCB
and strengthen organizational commitment, which in turn is expected to encourage
OCB. The proposed relationships provide the basis for the conceptual framework
presented in Figure 1.

3976



Indrayani & Rojuaniah, (2026)

Work
Engagement

Job
\.S_a_tiswti_qn .

Spiritual
Leadership_

e

Organizational
_Commitment__

\

Figure 1. Conceptual Framework

Work values reflect the principles and beliefs that individuals consider
important in their working lives. When employees perceive that their personal values
are consistent with the values embedded in their workplace, they are more likely to
experience positive attitudes toward their jobs. Previous studies have shown that
work values are positively associated with job satisfaction, including among
government employees and teachers (Carrier et al.,, 2021; Omar et al.,, 2025). Kozina
and Pivec (2026) further found that school values were positively associated with
teachers' job satisfaction. Therefore, Work Values positively affect Job Satisfaction
(H1). Work values also provide employees with a sense of direction and meaning,
encouraging them to invest greater psychological and emotional resources in their
work. Chao and Zhang (2023) found that alignment between teachers' work values
and their work environment enhanced their enthusiasm and engagement. Similar
findings were reported by Meria et al. (2024) among startup employees in Jakarta and
by Feng et al. (2024) among primary and secondary school teachers. Accordingly,
Work Values positively affect Work Engagement (H2).

Job satisfaction represents employees' positive evaluation of their work, while
work engagement reflects their energy, dedication, and involvement in performing
their responsibilities. Employees who are satisfied with their work are more likely to
demonstrate enthusiasm and psychological involvement. Fute et al. (2022) found that
job satisfaction positively influenced work engagement among teachers in China. This
relationship was also supported by Tiara and Wulan (2026) among junior high school
teachers in Bekasi and Hidayat et al. (2024) among teachers in West Jakarta.
Therefore, Job Satisfaction positively affects Work Engagement (H3). Work
engagement can encourage employees to contribute beyond their formal job
requirements. From the perspective of Social Exchange Theory, employees who
experience positive psychological and organizational conditions tend to reciprocate
through behaviors that benefit others and the organization (Blau, 1964). Saks (2006)
identified OCB as one of the important behavioral outcomes of employee engagement.
More recent evidence also indicates that highly engaged employees are more willing
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to assist colleagues and undertake additional responsibilities (Ashfaq & Hamid, 2021;
Hasibuan et al., 2025; Bismala et al., 2026). Thus, Work Engagement positively affects
Organizational Citizenship Behavior (H4).

Job satisfaction may also encourage OCB because employees who feel satisfied
with their work and organizational environment tend to develop more positive
attitudes toward their colleagues and institution. Previous studies have demonstrated
that job satisfaction can stimulate voluntary behaviors beyond formal job
responsibilities (Hemakamura, 2020; Puspitasari & Maksum, 2025). In educational
settings, Aisah et al. (2025) and Ayalew and Walia (2024) similarly found that job
satisfaction was associated with teachers' willingness to provide voluntary assistance
and support. Therefore, Job Satisfaction positively affects Organizational Citizenship
Behavior (H5). Spiritual leadership emphasizes vision, hope/faith, and altruistic love,
enabling leaders to create a sense of meaning, purpose, and belonging among
employees (Fry, 2003). These values can encourage employees to voluntarily
contribute beyond their formal responsibilities. Empirical studies have demonstrated
a positive relationship between spiritual leadership and OCB among lecturers and
teachers (Khan, 2022; Handayani & Rahmawati, 2023; Hasibuan et al., 2022). Recent
findings further indicate that value-based leadership can strengthen teachers'
willingness to support their organizations and colleagues (Zulaikha et al., 2025).
Accordingly, Spiritual Leadership positively affects Organizational Citizenship
Behavior (H6).

Spiritual leadership can also strengthen organizational commitment by
developing employees' sense of calling and membership. When employees perceive
their work as meaningful and feel valued within the organization, they are more likely
to develop a stronger psychological attachment to it (Fry, 2003). Previous research
has consistently identified a positive relationship between spiritual leadership and
organizational commitment (Sapta et al., 2021; Lahmar et al., 2023). This relationship
has also been observed in educational institutions, including among university staff
and teachers (Uchechukwu, 2025; Abdulrahman, 2023). Therefore, Spiritual
Leadership positively affects Organizational Commitment (H7). Organizational
commitment reflects employees' psychological attachment and willingness to remain
involved in their organization. Employees with stronger commitment are generally
more willing to contribute beyond their formal responsibilities because they perceive
organizational goals as important and personally meaningful. Previous studies have
shown that organizational commitment significantly encourages OCB among teachers
and employees (Purwanto et al, 2020; Na Nan et al., 2020; Aisah et al., 2025).
Therefore, Organizational Commitment positively affects Organizational Citizenship
Behavior (H8).

2. Method

This study employed a quantitative approach using a survey method to examine
the relationships among spiritual leadership, work values, work engagement, job
satisfaction, organizational commitment, and organizational citizenship behavior.
Primary data were collected through an online questionnaire distributed using Google
Forms. All questionnaire items were measured using a five-point Likert scale, ranging
from 1 = strongly disagree to 5 = strongly agree. The study population consisted of
teachers working at public elementary schools in Jakarta. The sampling technique used
was purposive sampling, with the respondents selected based on specific criteria,
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namely public elementary school teachers holding the status of State Civil Apparatus
(ASN) or Government Employees with Work Agreements (PPPK). Based on these
criteria, 162 teachers participated as the main respondents. The minimum sample size
was determined by referring to the guideline proposed by Hair et al. (2021), which
recommends a sample size of five to ten times the number of indicators for studies
employing Partial Least Squares Structural Equation Modeling (PLS-SEM).

Before the main survey was conducted, a pre-test was administered to 30
respondents with characteristics similar to those of the target population. This
preliminary test followed the recommendation of Hair et al. (2019) and was conducted
to assess the readability and clarity of the questionnaire items, as well as to obtain an
initial assessment of the validity and reliability of the measurement instruments.
Construct validity at this stage was examined through factor analysis, including
Exploratory Factor Analysis (EFA) and the assessment of outer loadings or cross-
loadings. Following Hair et al. (2019), an indicator was considered acceptable when its
factor loading reached at least 0.50. Initial reliability was assessed using Cronbach's
Alpha and Composite Reliability, with a value above 0.70 considered indicative of
adequate reliability. The results of the pre-test were used as a basis for refining the
questionnaire and, where necessary, removing indicators that did not meet the
required criteria before the final questionnaire was distributed to the main sample.

The research instrument consisted of 30 statements covering six research
constructs. Spiritual leadership was measured using five items adapted from Fry
(2003), covering vision clarity, concern for teachers, appreciation and compassion, the
development of optimism, and support for teacher development. Work values were
measured using five items adapted from Super (1970) and Twenge et al. (2010),
including challenging work, opportunities for development, enjoyment of work, job
security, and freedom in decision-making. Work engagement was measured using five
items adapted from Schaufeli et al. (2004), covering energy and enthusiasm,
enthusiasm toward work, professional pride, involvement in work, and deep
involvement. Job satisfaction was assessed using five items adapted from Spector
(1997) and Locke (1976), covering satisfaction with job tasks, colleagues, salary,
career development, and leadership. Organizational commitment was measured using
five items adapted from Meyer and Allen (1991), including pride in the school, concern
for the school, consideration of remaining with the organization, a sense of obligation
to contribute, and consideration of the benefits of staying. Finally, organizational
citizenship behavior was measured using five items adapted from Organ (1988),
covering helping colleagues, compliance without supervision, constructive attitudes,
voluntary participation, and providing ideas for school improvement. All measurement
items were adapted from instruments that had been used and validated in previous
studies.

Data analysis was conducted using the Structural Equation Modeling-Partial
Least Squares (SEM-PLS) approach with SmartPLS software. The analysis involved the
evaluation of both the measurement model (outer model) and the structural model
(inner model), following the procedures recommended by Hair et al. (2021). The
measurement model was assessed to determine whether the indicators adequately
represented their respective latent constructs. Convergent validity was evaluated
based on outer loading and Average Variance Extracted (AVE), with outer loading
values above 0.708 and AVE values above 0.50 considered acceptable. Internal
consistency reliability was assessed using Cronbach's Alpha and Composite Reliability,
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with values above 0.70 indicating satisfactory reliability. Discriminant validity was
examined using the Fornell-Larcker criterion and the Heterotrait-Monotrait (HTMT)
ratio, with an HTMT value below 0.90 indicating adequate discriminant validity (Hair
et al., 2021; Hair et al,, 2022). The structural model was subsequently evaluated using
the Variance Inflation Factor (VIF), coefficient of determination (R?), and effect size
(f%). VIF was used to assess potential collinearity among predictor constructs, R* was
used to determine the proportion of variance in endogenous constructs explained by
the model, and f* was used to assess the contribution of each predictor construct to the
endogenous constructs (Hair et al., 2022).

3. Results And Discussion
Results

The study involved 162 teachers from public elementary schools in Jakarta who
met the predetermined inclusion criteria, namely teachers with ASN or PPPK status.
The questionnaire was designed to measure six main constructs: spiritual leadership,
work values, work engagement, job satisfaction, organizational commitment, and
organizational citizenship behavior. The demographic characteristics of the
respondents are presented in Table 1.

Table 1. Demographic Characteristics of Respondents

Demographic Characteristics Category Frequency (n) Percentage (%)

Gender Male 46 28.4
Female 116 71.6
Total 162 100.0
Teacher Certification Certified 162 100.0
Not Certified 0 0.0
Total 162 100.0

The demographic results indicate that the majority of respondents were female
teachers, accounting for 116 respondents (71.6%), while male teachers accounted for
46 respondents (28.4%). This composition reflects the relatively strong
representation of women in elementary education, where teaching frequently
involves intensive interaction, communication, and support for children in their early
stages of development. In addition, all 162 respondents (100%) had obtained
government-recognized teacher certification. This indicates that the respondents had
met the required professional standards and possessed formal recognition of their
qualifications as educators. The combination of professional certification and the
characteristics of the teaching workforce provides an important context for
understanding the subsequent findings related to job satisfaction, work engagement,
organizational commitment, and organizational citizenship behavior.

The instrument was initially tested on 30 respondents using the Pearson Product
Moment correlation to assess whether each item adequately measured its respective
construct. With an r-table value of 0.361 at a 5% significance level (df = 28), all items
demonstrated correlation values above the required threshold. The correlation
coefficients ranged from 0.787-0.925 for Spiritual Leadership, 0.790-0.862 for Work
Values, 0.862-0.907 for Work Engagement, 0.738-0.842 for Job Satisfaction, 0.651-
0.832 for Organizational Commitment, and 0.755-0.928 for Organizational Citizenship
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Behavior. These results indicate that all questionnaire items were valid and could be
retained for the main data collection.

The measurement model was subsequently evaluated using PLS-SEM through
convergent validity, discriminant validity, and internal consistency reliability. The AVE
values ranged from 0.631 to 0.658, exceeding the recommended minimum of 0.50 and
confirming adequate convergent validity. Discriminant validity was also established,
with HTMT values ranging from 0.355 to 0.701, all below the 0.90 threshold (Hair et
al,, 2022). In terms of reliability, Cronbach’s alpha values ranged from 0.854 to 0.870,
while composite reliability ranged from 0.895 to 0.906, indicating satisfactory internal
consistency across all constructs. The reliability assessment also showed no excessive
values above 0.95, suggesting that the indicators were sufficiently distinct and did not
exhibit problematic redundancy. At the indicator level, all outer loading values ranged
from 0.777 to 0.843, exceeding the recommended threshold of 0.708 (Hair et al., 2022).
The highest loading was observed for OCB4 (0.843), while the lowest values were
found for JS2 and OC3 (0.777). Overall, the measurement results demonstrate that all
indicators met the required validity and reliability criteria. Therefore, no indicators
needed to be removed, and the measurement model was considered adequate for
further structural model analysis.
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Figure 2. Loading Factor Results
The coefficient of determination (R?) indicates the proportion of variance in an
endogenous construct that can be explained by its predictor constructs. Based on the
analysis, Job Satisfaction obtained an R? value of 0.101, indicating that Work Values
explained 10.1% of its variance. Organizational Commitment had an R? value of 0.206,
meaning that Spiritual Leadership explained 20.6% of its variance. Work Engagement
recorded an R? value of 0.398, showing that Work Values and Job Satisfaction jointly
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explained 39.8% of its variance. Meanwhile, Organizational Citizenship Behavior
(OCB) had an R? value of 0.382, indicating that Job Satisfaction, Organizational
Commitment, Spiritual Leadership, and Work Engagement collectively explained
38.2% of its variance. Among the endogenous constructs, the model provided the
highest explanatory power for Work Engagement, followed by OCB, Organizational
Commitment, and Job Satisfaction.

Hypothesis testing was conducted using the bootstrapping procedure in PLS-
SEM. A hypothesis was considered supported when the p-value was below 0.05 and
the t-statistic exceeded 1.96, corresponding to a 95% confidence level. The results of
the hypothesis testing are presented in Table 2.

Table 2. Hypothesis Testing Results
Path Coefficient t- p

Hypothesis Relationship ) Statistic Value Decision
H1 Work Values — Job Satisfaction 0.317 3.275 0.001 Supported
H2 Work Values - Work Engagement 0.546 7.664 <0.001 Supported
H3 Job Satisfaction - Work Engagement 0.187 2.312 0.021 Supported
Work Engagement — Organizational Not

H4 Citizenship Behavior 0.151 1651 0.099 Supported
Job Satisfaction = Organizational Not

H5 Citizenship Behavior 0.130 1.z81 0.200 Supported
Spiritual Leadership — Organizational Not

Ho Citizenship Behavior 0.110 0.983 0.326 Supported

Spiritual Leadership — Organizational

H7 Commitment

0.453 7.004 <0.001 Supported

Organizational Commitment —

H8 Organizational Citizenship Behavior

0.373 3.159 0.002 Supported

The hypothesis testing results show that Work Values had a positive and
significant effect on both Job Satisfaction (§ =0.317, p = 0.001) and Work Engagement
(B=10.546,p <0.001).Job Satisfaction also had a positive and significant effect on Work
Engagement ( = 0.187, p = 0.021). In contrast, Work Engagement, Job Satisfaction,
and Spiritual Leadership did not have statistically significant direct effects on OCB,
with p-values of 0.099, 0.200, and 0.326, respectively. Spiritual Leadership had a
positive and significant effect on Organizational Commitment (§ = 0.453, p < 0.001),
while Organizational Commitment positively influenced OCB (§ = 0.373, p = 0.002).
Overall, the findings indicate that Work Values play an important role in strengthening
Job Satisfaction and Work Engagement, while Organizational Commitment appears to
be the construct most directly associated with the emergence of OCB in the proposed
model.

Discussion

The findings indicate that work values play an important role in shaping both job
satisfaction and work engagement among teachers. Teachers who view teaching as a
form of service and social contribution are more likely to experience greater
satisfaction when their personal values are aligned with those of the school. Such value
congruence can create a more harmonious work environment, strengthen
psychological comfort, and encourage teachers to remain motivated in carrying out
their responsibilities (Brown et al, 2005; Locke, 1976). Similarly, strong and
meaningful work values can encourage greater energy, dedication, and involvement in
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daily teaching activities (Schaufeli et al., 2002; Rich et al, 2010). These findings
suggest that teachers are more engaged when the values they hold personally are
reflected in the work environment and organizational context.

The results also show that job satisfaction contributes to work engagement,
indicating that teachers who feel satisfied with their working conditions,
compensation, leadership, and relationships with colleagues tend to invest greater
emotional and physical energy in their work. A positive and supportive work
environment can provide teachers with a sense of security and comfort, allowing them
to devote greater attention and effort to school activities (Al-dalahmeh et al., 2020).
However, neither work engagement nor job satisfaction was found to directly increase
organizational citizenship behavior (OCB). This suggests that being engaged and
satisfied does not necessarily encourage teachers to perform voluntary activities
beyond their formal duties. For ASN and PPPK teachers, high engagement may remain
primarily directed toward fulfilling core responsibilities, while the emergence of
extra-role behavior may require stronger organizational or relational factors (Mehrali
etal,, 2025; Ennida & Allouan, 2023).

A different pattern was found for spiritual leadership and organizational
commitment. Spiritual leadership did not directly increase OCB, but it significantly
strengthened organizational commitment. Leadership based on integrity, shared
vision, care, and meaningful work appears to foster a stronger sense of calling and
membership among teachers, gradually building their emotional attachment to the
school (Lahmar et al., 2023). Thus, the influence of spiritual leadership on OCB may
not occur immediately but may develop through teachers' commitment to the
organization. This finding is consistent with the view that spiritual leadership can
create a deeper sense of meaning and belonging before such values are translated into
voluntary workplace behavior.

Finally, organizational commitment emerged as an important determinant of
OCB. Teachers who feel that they are genuinely part of their organization are more
willing to contribute beyond their formal responsibilities for the benefit of the school.
Strong organizational commitment can encourage teachers to help colleagues, comply
with school regulations without close supervision, participate voluntarily in
organizational activities, and provide constructive suggestions for school
improvement. This finding is consistent with Musringudin et al. (2021), who found a
positive relationship between organizational commitment and OCB among teachers in
senior high schools in Jakarta. Overall, the findings suggest that OCB is more strongly
associated with a sense of belonging and commitment to the organization than with
job satisfaction or work engagement alone.

4. Conclusion

This study concludes that teachers’ work attitudes are influenced by two main
pathways: job-oriented and organization-oriented. In the job-oriented pathway, work
values enhance job satisfaction and engagement, showing that teachers who find
meaning in their work are more likely to be committed and involved. The
organization-oriented pathway highlights that spiritual leadership fosters
organizational commitment, which in turn drives organizational citizenship
behaviors. This suggests that teachers' attachment to their organization is crucial for
supporting school effectiveness. However, there are limitations to consider. The cross-
sectional design restricts the analysis of changes over time, and the reliance on self-
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reported data can affect accuracy. Additionally, the findings are based on a narrow
sample of ASN and PPPK teachers in Jakarta, limiting generalizability.

From a managerial perspective, strengthening organizational commitment
should be a priority for school management. Principals should encourage meaningful
leadership, promote a shared vision, and support teachers' development. Creating a
positive work environment can foster commitment and motivate teachers to
contribute beyond their formal duties. Theoretical contributions include clarifying
how work-related and organization-related factors affect teachers’ behavior. The
study reveals that positive work experiences don't guarantee organizational
citizenship behavior, highlighting the importance of organizational commitment.
Some proposed relationships were unsupported, suggesting the processes behind
these behaviors are more complex. Future research should take a longitudinal
approach, broaden the settings, and include additional factors like perceived
organizational support and work-life balance for a deeper understanding of what
motivates teachers to engage in discretionary behaviors.
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