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Servant Leadership; Teaching experience in higher education. Using a quantitative research design, the
Staff; Work-Life Balance researchers employed Structural Equation Modeling (SEM) for analysis.
E E Data collection involved scales measuring organizational commitment,
servant leadership, and work-life balance. The validity and reliability of the
N constructs were assessed using an outer model, and the research data were
| analyzed using an inner model in SmartPLS 4.0. Results: The study findings
E demonstrate the development of a theoretical framework illustrating the

impact of servant leadership on organizational commitment, with work-life
balance serving as a mediating variable, consistent with the empirical
evidence. However, the results indicate that the relationship between
servant leadership and organizational commitment cannot be explained by
work-life balance acting as a mediator. Novelty: This study introduces a new
approach by simultaneously testing a mediator involving the variables of
organizational commitment, servant leadership, and work-life balance, with
a special focus on female teaching staff who work and are married in a
university environment.

INTRODUCTION

The progress of the ages has heavily influenced women's societal status. Currently,
women are involved in a diverse range of responsibilities in domestic affairs. These
responsibilities include, but are not limited to, caring for children and family members,
educating children, maintaining family health and welfare, and managing household
affairs (Goodwin et al., 2005). In the contemporary era of rising living expenses, women
must contribute to their families' financial provision and support their partners in earning
an income. Furthermore, women are expected to manage their duties as homemakers
alongside their other roles (Ryff, 2014). A profession that has seen a significant increase
in demand among women is teaching staff (Toffoletti & Starr, 2016). As professional
educators, female teaching staff are bound by the stipulations of Law No. 14 of 2005 on
teaching staff and teachers, which outlines their primary responsibilities in the realms of
knowledge development, transformation, and dissemination of science, technology, and
the arts through educational practices, community engagement, and research initiatives.
The predominance of female teaching staff in higher education represents a crucial
human resource and a vital asset for enhancing the educational quality within this sector.
The role of teaching staff is fundamental to the functioning of higher education
institutions, enabling them to achieve their aspirational objectives (Syakur et al., 2020).
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In education, teaching staff hold a pivotal position in fostering human resource
development and preparing college students to navigate the challenges encountered
throughout their academic journey (Al Zeer et al., 2020). The advancement of human
resources requires a strong commitment to the educational institutions where these
educators are employed. However, it has been observed that female educators often
exhibit lower institutional commitment than their male counterparts. This disparity can
be attributed to the additional responsibilities that female educators take on as
homemakers, including managing family obligations (Howe-Walsh & Turnbull, 2016).
As professionals, female educators are expected to demonstrate high commitment to their
respective institutions (Hossain & Rokis, 2014). The dual responsibilities of female
educators often lead to various workplace conflicts (Cerrato & Cifre, 2018). Consequently,
it is essential to provide internal and external support to enhance their organizational
commitment, facilitate institutional development, and optimize their contributions
within the educational environment (Simons & Buitendach, 2013).

Organizational commitment is a psychological concept that signifies the
interpersonal connection between employees and the organization and impacts
employees' choices to remain affiliated with the organization (Allen & Meyer, 1990).
Organizational commitment signifies a strong connection between employees and the
organization, characterized by employees' eagerness to be part of the organization, their
striving to perform at their best, and their embrace of the organization's values and
objectives (Porter et al., 1974). Organizational commitment is defined as an employee's
inclination to remain a member of an organization (Colquitt et al., 2011) and the ability
to align with values and participate actively within it (Kreitner et al., 2001).

In the working world, many employees, in fact, await guidance from their
supervisors rather than taking the initiative to complete designated tasks (Aboramadan
et al., 2021). Employees with strong commitment demonstrate a readiness to contribute
their energy and take on the responsibility to promote the well-being and achievement
of their affiliated organization. They also tend to remain with the organization (Mercurio,
2015; Nam & Lee, 2018). According to research, highly dedicated female teaching staff
will demonstrate a strong presence in their classrooms, thereby minimizing the
cancellation of lectures and striving to enhance the overall learning experience for their
students (Cesario & Chambel, 2017; Farid et al., 2015). Strong commitment to the
organization results in behaviors that support the institution, foster collaboration among
colleagues, and contribute to the organization's overall advancement and
continuity(Rathakrishnan et al.,, 2016). Conversely, female teaching staff with low
organizational commitment tend to exhibit diminished performance, a lack of altruistic
behavior, and feelings of demotivation in their professional roles (Tai et al., 2021). This
situation may lead to increased turnover among teaching staff, as they lack the incentive
to contribute to their institution's advancement (Xiao & Wilkins, 2015). In contrast,
teaching staff who possess a high level of organizational commitment are characterized
by their ability to identify with the organization and their desire to remain actively
engaged, often going above and beyond in their efforts for the institution (Abebe &
Assemie, 2023; Newstrom, 2014; Noe et al., 2019). Organizational commitment plays a
crucial role in attaining an organization's objectives. Teaching staff with high levels of
commitment are likely to make substantial contributions to the success and achievement
of these goals. Therefore, comprehending the motivations that drive such commitment is
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essential for enhancing overall organizational performance (Beloor et al., 2017; Suryani,
2018).

According to the research conducted by Allen and Meyer (1990), organizational
commitment can be categorized into three distinct dimensions: 1) Affective commitment,
which refers to the emotional connections employees develop to their organization. This
type of commitment is characterized by employees' identification with and involvement
in the organization, driven by their intrinsic motivations and alignment with its vision,
mission, and objectives. It reflects the degree to which employees feel emotionally
invested, familiar with, and engaged in their workplace. 2) A continuous commitment is
based on rational needs. This commitment is formed based on employees' perceived
advantages and disadvantages associated with remaining or leaving an organization. 3)
Normative commitment is grounded in employees' internalized norms and beliefs
regarding their obligations to the organization. Research indicates that affective
commitment, in particular, can diminish turnover intentions (DiPietro et al., 2020) and
enhance organizational citizenship behaviors (Lombardi et al., 2019). Furthermore,
affective commitment is positively correlated with proactive work behaviors (Luu, 2018)
and overall performance (Van Waeyenberg et al., 2022), including contributions beyond
standard role expectations (Puncreobutr & Watttanasan, 2016).

Internal and external factors shape a person's commitment to a particular
organization. Servant leadership is an external factor that influences organizational
commitment and is characterized by a leadership approach that focuses on serving
subordinates' needs. According to the study, employees' organizational commitment is
significantly affected by their satisfaction with leaders (Ramli & Desa, 2014). Consistent
with Allen et al. (2018), servant leaders significantly impact employee commitment and
contribute to the development of a stronger, supportive work environment within an
organization. The degree of servant leadership demonstrated by leaders can impact
employees' affective and normative commitment to the organization (Erdurmazli, 2019).
Lapointe and Vandenberghe (2018) elucidate that a positive correlation between servant
leadership and affective and normative commitment arises. The more prominently
leaders demonstrate servant leadership behaviors and the more positively their
subordinates perceive these behaviors, the greater the organizational commitment
employees exhibit toward their organization.

Servant leadership, as articulated by Greenleaf (1977) in his work "Servant
Leadership: A Journey into the Nature of Legitimate Power and Greatness," emphasizes
the leader's role in prioritizing their followers' needs over their personal interests
(Greenleaf, 2007). Greenleaf characterizes servant leadership as a leader's capacity to
nurture and support subordinates, creating an environment in which followers' needs,
aspirations, and interests are paramount (Barbuto & Wheeler, 2006). This leadership
approach guides and influences subordinates, making the leader a role model (Sendjaya
& Sarros, 2002). The essence of servant leadership lies in the leader's commitment to
serving their team while simultaneously fulfilling their leadership responsibilities,
creating a synergistic relationship that enhances both service and leadership (Kyambade
et al., 2024). Furthermore, this leadership style is deeply attuned to the growth and
development of followers and the broader community where they operate (Vondey,
2010).

According to Barbuto and Wheeler (2006), servant leadership comprises five aspects:
1) Altruistic calling, which describes a leader's strong desire to make a positive difference
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in the lives of others, prioritizing their interests above personal ones and working
diligently to meet subordinates' needs. 2) Emotional healing describes a leader's
commitment and skills to enhance and restore subordinates' spirits from trauma or
suffering. 3) Wisdom, which describes a leader's ability to perceive environmental cues,
thus understanding situations and their implications. 4) Persuasive mapping, which
describes a leader's skills in problem mapping and conceptualizing the highest
probability of occurrence, as well as motivating individuals to act when articulating
opportunities. 5) Organizational stewardship describes a leader who prepares the
organization to contribute positively to its environment through community service
programs and development, while encouraging higher education as a community
initiative.

One internal factor affecting organizational commitment is the concept of work-life
balance. A study by Al Momani (2017) revealed a notable correlation between work-life
balance and various dimensions of organizational commitment, including affective,
sustainable, and normative aspects. The findings suggested that a favorable work-life
balance can significantly improve organizational commitment, particularly among
female employees. This conclusion is supported by the research of Shabir and Gani
(2020), which found a strong positive relationship between work-life balance and
organizational commitment among female workers. Further analysis indicated a
beneficial link between work-life balance and affective and normative commitment.
Therefore, work-life balance is essential for fostering organizational commitment.
Moreover, research by Akter et al. (2019) found that work-life balance positively affects
organizational commitment among university teaching staff.

Hudson (2005) defines work-life balance as a state of engagement that prioritizes the
congruence among the various roles an individual undertakes. Fisher et al. (2009) observe
that work-life balance can be perceived as either a beneficial or detrimental influence of
the professional role on one's personal life. Individuals who can strike a balance between
their professional and personal lives tend to be more productive, deliver superior work
outcomes, and show a greater inclination to volunteer. According to Schermerhorn et al.
(2005), work-life balance is an individual's capacity to balance professional
responsibilities with personal and familial obligations.

Hudson (2005) delineated three primary dimensions of work-life balance: 1) Time
balance, which is related to the distribution of time between professional responsibilities
and personal pursuits, encompassing family time, leisure activities, and rest. 2)
Engagement balance addresses the psychological and emotional balance between work
and personal life and the degree of physical and emotional investment in each area. 3)
Satisfaction balance relates to the level of contentment individuals experience regarding
their accomplishments in both work and personal spheres, alongside their capacity to
meet the needs and expectations in these domains.

Work-life balance may also serve as a mediator for fostering organizational
commitment (Larasati et al., 2023). An individual who exemplifies a servant-leadership
approach can effectively manage their personal life and professional duties. By using the
servant leadership model, they can enhance employee productivity and performance
(Kaltiainen & Hakanen, 2022). Therefore, the concept of work-life balance serves as both
a primary factor affecting organizational commitment and as an intermediary factor that
facilitates the impact of servant leadership on organizational commitment.
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This research introduces a novel approach by employing a model test that incorporates
a mediation framework, focusing specifically on female teaching staff who are both
employed and married in a university setting. Previous research primarily focused on
the direct relationship between servant leadership and organizational commitment
(Allen et al., 2018; Erdurmazl, 2019; Lapointe & Vandenberghe, 2018; Ramli & Desa,
2014) without considering mediating variables, particularly the role of work-life balance.
Earlier studies have examined only the direct effects of work-life balance as an
independent variable on organizational commitment (Akter et al., 2019; Al Momani, 2017;
Shabir & Gani, 2020). The findings of this study are anticipated to enhance the
understanding and foster organizational commitment among female teaching staff who
navigate the dual responsibilities of professional and domestic roles. The primary
objective of this research is to develop and evaluate a theoretical model that elucidates
the influence of servant leadership on organizational commitment, mediated by work-
life balance, specifically among female teaching staff at a university.

RESEARCH METHOD

Research Procedure

Research procedures consist of methods for gathering, examining, and interpreting data
to address research questions or evaluate hypotheses. These procedures encompass (1)
problem identification, which involves determining the research topic based on
observations, literature reviews, or practical needs; (2) literature review, which entails
collecting and analyzing relevant sources to grasp the research context existing theories,
identify gaps in prior studies, and discover research novelties; (3) problem formulation,
which requires clearly and specifically articulating research issues; (4) hypothesis
formulation, which involves developing testable hypotheses for empirical analysis; and
(5) research design, which includes selecting appropriate research methods, defining the
population, choosing sampling techniques and research samples, and determining
suitable data collection instruments. Subsequently, (6) preparing data collection tools by
adapting existing measurement instruments used in relevant prior studies and tailoring
them to fit the research topic, (7) gathering data through pilot testing of measurement
tools and proceeding with data collection from selected participants, (8) performing data
analysis by processing the collected research data using suitable analytical methods and
interpreting the results, (9) examining and presenting findings by thoroughly discussing
the research outcomes and comprehensively showcasing them to address the research
questions, and (10) formulating conclusions and suggestions by summarizing the
research findings based on the obtained results and offering recommendations for
practical applications or future studies.

Research Participant

Participants in this research comprise 117 college faculty members who are female,
married, hold permanent employee status, and have been employed for at least one year.
This research employed a purposive sampling method. The purposive sampling method
involves selecting a specific group of participants based on predetermined characteristics.

Data Collection Method

The study employed a data-collection method using scales. The measurement
instrument used in this research comprises scales for organizational commitment, work-
life balance, and servant leadership. The scaling model employed a Likert scale from 1 to
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4, with options including "very inappropriate," "inappropriate," "appropriate," and
"strongly appropriate." The Organizational Commitment Scale was developed according
to Allen and Meyer's (1990) framework, encompassing affective, continuance, and
normative commitment. Instances of items from the organizational commitment scale
include statements such as "I still feel happy regardless of how heavy the workload is at
the University," representing the affective commitment dimension, "I keep on performing
well as long as I feel good treatment from the University" representing the continuance
commitment dimension, and "I feel obligated to repay the University for its services"
representing the normative commitment dimension.

The servant leadership scale is developed based on the theoretical framework
established by Barbuto and Wheeler (2006), encompassing dimensions such as altruistic
calling, emotional healing, wisdom, persuasive mapping, and organizational
stewardship. [llustrative items from this scale include "My superior strives to provide the
best support for their subordinates," representing the altruistic calling dimension; "My
superior motivates subordinates facing work-related fatigue," reflecting the emotional
healing dimension; "My superior demonstrates the ability to foresee the consequences of
implemented policies" related to the wisdom dimension, "My superior effectively
identifies various challenges present in the work environment" associated with the
persuasive mapping dimension, and "My superior shows concern for societal issues and
actively seeks solutions" linked to the organizational stewardship dimension.

The scale for assessing work-life balance is based on Hudson’s (2005) theory and
incorporates elements of time management, engagement, and overall satisfaction. The
elements from the work-life balance scale include "I allocate my working hours to work-
related tasks and reserve my leisure time for family responsibilities," representing the
time balance aspect. "I dedicate my attention to work responsibilities during office hours
and shift my focus to family matters once I return home," highlighting the involvement
balance aspect. "I try to perform my duties proficiently in both my professional and
familial roles," reflecting a satisfactory balance.

Validity and Reliability

The study conducted validity and reliability tests using the outer model in SmartPLS
4.0. The outer model functions as a measurement framework designed to evaluate the
validity and reliability of the constructed model (Hair et al.,, 2021). The validity
assessment process employs a reflective measurement model and second-order
Confirmatory Factor Analysis (CFA). Construct validity evaluation encompasses both
convergent and discriminant validity. Convergent validity is defined as the assessment
of the strength of the correlation between latent variables and their associated constructs,
as indicated by standardized factor loading. As asserted by Hair et al. (2021), a common
guideline for evaluating convergent validity is that the factor loading value should
exceed > 0.5, which is regarded as practically significant, and an Average Variance
Extracted (AVE) value > 0,5 (Hair et al., 2021). Discriminant validity refers to the
expectation that the magnitude of the loading value between the construct and the
corresponding item surpasses that of other constructs. The evaluation outcomes are
derived from the comparison that the square root of the Average Variance Extracted
(AVE) for a construct must exceed the correlation coefficients among the latent variables
(Hair et al., 2021; Wong, 2019). The study conducted reliability tests using two distinct
methodologies, e.g.,, Cronbach's alpha and composite reliability. The anticipated
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thresholds for Cronbach's alpha and composite reliability are set at > 0.7 (Sarstedt et al.,
2021).

The scale for measuring organizational commitment comprises 36 individual items.
The external model assessment confirmed the validity of 16 items and identified 20 items
as invalid. The servant leadership scale comprises 30 items. The evaluation of the outer
model yielded 14 valid items and 16 invalid items. The work-life balance instrument
comprises 24 distinct items. The evaluation of the outer model yielded 10 valid items,
while 14 were deemed invalid.

Data Analysis

The researchers analyzed the data using SmartPLS 4.0 to assess the structural model
(inner model). The evaluation of the inner model is executed through three
methodologies, specifically 1) utilizing the coefficient of determination (R?) to quantify
the extent of variation in the changes/influences of exogenous variables on endogenous
variables, 2) employing predictive relevance (Q?) to measure the accuracy of the observed
values generated by the model alongside its parameter estimations, and 3) examining the
Goodness-of-Fit (GoF), which serves as an index indicating the overall adequacy of model
tit. Hypothesis testing is performed by analyzing the original sample value, t-statistic
value, or probability value alongside p-values. Hypothesis testing aims to determine
whether an exogenous variable is significantly associated with an endogenous variable
by examining the t-statistic at the 5% significance level or a 95% confidence interval,
which is achieved when the t-statistic exceeds 1.96.

RESULTS AND DISCUSSION
Results

The data analysis in this study consisted of validity and reliability testing. Competent
experts validate, through professional judgment, before conducting validation and
reliability tests on measuring instruments. Expert validation is needed in this research to
determine the instrument's accuracy across various aspects (Xiao & Wilkins, 2015). Item
analysis is a technique used to examine items on a scale. The item analysis process is
intended to eliminate inconsistent items. This research was tested using Structural
Equation Modeling (SEM) in SmartPLS 4.0. The testing involved two stages: outer model
testing and inner model testing. The construct validity and reliability of the model were
assessed using the outer model, while the research data were analyzed using the inner
model.

Results of Outer Model Test

The scale for measuring organizational commitment comprises 36 individual items.
The external model assessment confirmed the validity of 16 items and identified 20 items
as invalid. The convergent validity test yielded item loadings ranging from 0.629 to 0.866,
indicating validity. An Average Variance Extracted (AVE) value of 0.540 was also
obtained. The findings of the discriminant validity assessment yielded an Average
Variance Extracted (AVE) root value of 0.735, suggesting that the organizational
commitment scale demonstrates superior predictive ability for the latent variables
compared to other constructs. In the research study, the reliability test yielded Cronbach's
alpha of 0.944 and composite reliability of 0.951. These findings confirm the validity and
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reliability of the organizational commitment scale, establishing its viability as a research
instrument.

The servant leadership scale comprises 30 items. The evaluation of the outer model
yielded 14 valid items and 16 invalid items. The convergent validity assessment revealed
item loadings ranging from 0.846 to 0.922, along with an Average Variance Extracted
(AVE) of 0.664. Furthermore, the discriminant validity analysis indicated an AVE of
0.815, suggesting that the servant leadership scale demonstrates superior predictive
capability for its items compared to other constructs used to assess latent variables. The
reliability assessment produced a Cronbach's alpha of 0.960 and a composite reliability
of 0.963. Consequently, these findings affirm that the servant leadership scale is valid and
reliable, making it suitable for research measurement.

The work-life balance instrument comprises 24 distinct items. The evaluation of the
outer model yielded 10 valid items, while 14 were deemed invalid. The findings from the
assessment of convergent validity indicated a valid item loading factor ranging from
0.747 to 0.874, along with an Average Variance Extracted (AVE) of 0.558. The outcomes
of the discriminant validity assessment indicated an AVE root value of 0.747, suggesting
that the work-life balance instrument exhibits superior predictive validity for its items
relative to alternative constructs measuring the same latent variables. The results of the
reliability analysis indicated Cronbach's alpha of 0.911 and composite reliability of 0.915.
In light of these findings, the work-life balance instrument is confirmed to be valid and
reliable, making it an appropriate tool for research measurement. The output of the outer
model is illustrated in Figure 1 below.
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Figure 1. Outer model
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Results of Inner Model Test

The inner model test aims to verify the accuracy and reliability of the constructed
structural model. The examination of the inner model comprises three essential
components: 1) Coefficient of determination (R2), 2) Predictive relevance (Q2), and 3)
Goodness of Fit (GoF). The results presented below are derived from the analysis of the
collected data.

Coefficient of determination (R?)

The coefficient of determination (R?) serves as a metric to assess the extent to which
endogenous variables can be elucidated by exogenous variables, thereby reflecting the
predictive capability of the structural model (Hair et al., 2021). Values are classified as
strong when exceeding 0.67, moderate when falling between 0.33 and 0.67, and weak
when ranging from 0.19 to 0.33 (Chin et al., 2020; Hair et al., 2021). In the present study,
the coefficient of determination (R?) was 0.630, indicating that the impact of exogenous
variables (organizational commitment) on the endogenous variable (servant leadership)
is strong. Conversely, the effect of the endogenous variable (servant leadership) on the
mediator variable (work-life balance) was 0.354, placing it in the moderate category.

Predictive Relevance (Q?)

The predictive relevance test (QQ%) is utilized to evaluate the effectiveness of the
blindfolding procedure in generating observation values by assessing the predictive
relevance value (Q?). The Q? (predictive relevance value) is positive, suggesting the
model has predictive relevance. If the predictive relevance value (Q?) is negative or falls
below 0, it indicates that the model's predictive relevance is minimal or nonexistent (Chin
et al., 2020). The predictive relevance (Q?) of the compiled model in this research is 0.564,
indicating its ability to predict outcomes accurately.

Goodness of Fit Index (GoF)
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Figure 2. Inner model
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The goodness-of-fit (GoF) index provides an overall measure of model fit, thereby
validating the model's overall framework, including the assessment of measurement and
structural models. The goodness of fit (GoF) threshold of 0.10 is classified within the weak
category, 0.25 is categorized as moderate, and 0.36 is designated within the strong
category (Hair et al., 2021).

According to the calculation based on the earlier GoF formula, the resulting GoF
value is 0.537. This value indicates that the overall degree of model adequacy is robust.
Consequently, the theoretical framework that elucidates the impact of exogenous
variables (organizational commitment) on endogenous variables (servant leadership) is
consistent with the empirical data, thereby confirming that the servant leadership model
has undergone rigorous testing and can elucidate the dynamics among its associated
variables. The findings on the inner model output are illustrated in Figure 2 below.

Results of Hypothesis Test

The objective of hypothesis testing is to examine the effect of servant leadership on
organizational commitment through work-life balance, which serves as a mediator. In
this process, the original sample value, t-statistic value, and probability value are
considered. Based on the tests conducted, the p-values, t-statistics, and original sample
values are presented in Table 1 below.

Table 1. Results of the hypothesis test
Original

Variable T-statistic ~ P-value Remarks
Sample
Servant Leadership - 0.568 3.893 0.000 Highly Significant
Organizational Commitment
Work-life Balance - 0.312 2.092 0.037 Significant
Organizational Commitment
Servant Leadership - Work-life 0.595 4.578 0.000 Highly Significant
Balance
Table 2. Results of the indirect effect hypothesis test
Variable Original T-statistic =~ P-value Remarks
Sample
Servant Leadership - 0.185 1.611 0.107 Not Significant
Organizational

Commitment through
Work-life Balance

The hypothesis test results, as presented in Tables 1 and 2, indicate a statistically
significant positive correlation between servant leadership and organizational
commitment. Similarly, a significant positive correlation exists between work-life balance
and organizational commitment. Additionally, servant leadership is found to exert a very
significant positive influence on work-life balance. The indirect effect indicates that work-
life balance does not mediate the relationship between servant leadership and
organizational commitment.

Discussion

This study presents a theoretical model demonstrating the impact of servant
leadership on organizational commitment through work-life balance as a mediating
variable. Empirical data support the model and align with existing literature in the field.
The results are based on the fulfillment of the requisite indicators, including the
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coefficient of determination (R?) in the moderate category, the model's good predictive
relevance (Q?> 0), and the goodness-of-fit (GoF), which indicates a strong match between
the theoretical and empirical. This model provides an acceptable explanation of the
influence of servant leadership on organizational commitment; however, work-life
balance does not mediate this relationship.

The novel aspect of this study is the design and testing of a theoretical model of
organizational commitment in female teaching staff. The organizational commitment
model's design and testing entail examining servant leadership as an independent
variable and work-life balance as a mediator variable. In previous studies, servant
leadership and work-life balance were treated as independent rather than mediating
variables. Moreover, previous studies by Amelia et al. (2024), Alomran et al. (2024), and
Mansourkhani et al. (2024) employed regression analysis to assess the influence between
variables rather than utilizing structural equation modeling (SEM) to test the model.
Furthermore, previous studies on organizational commitment were still predominantly
focused on economic perspectives (Asri, 2022; Bagis et al., 2020; Setiawan & Aprillia, 2022;
Wardana et al., 2022).

The findings of this study demonstrate a markedly positive correlation between
servant leadership and organizational commitment among female teaching staff. These
findings suggest that leaders who adopt a servant-leadership approach tend to foster
higher organizational commitment among their employees. This result is consistent with
Erdurmazli's (2019) study, which demonstrated that the degree of servant leadership
exhibited by leaders influences their followers' affective and normative commitment to
the organization. These findings are also consistent with Harwiki’s (2016) research, which
indicates that servant leadership fosters more robust and positive relationships with
employees and increases employee commitment to the organization. Furthermore, given
that leaders are representatives of the organization, the implementation of a servant
leadership style, which is characterized by positive regard for followers, has the effect of
engendering greater feelings of obligation among members toward the organization,
manifesting in the form of high levels of organizational commitment (Miao et al., 2014).
Therefore, it would be beneficial for servant leaders to strive to create a work
environment that offers structural empowerment and encourages stronger commitment
on the part of employees to the organization (Allen et al., 2018).

The presence of servant leadership is likely to enhance organizational commitment
among female teaching staff. As the adoption of the servant leadership style grows, so
does the organizational commitment among teaching staff (Rajapakshe, 2021). Hence, the
organization must continuously uphold and strive to enhance the servant-leadership
approach to foster greater organizational dedication (Khan et al., 2020). Female teaching
staff who believe that their leaders prioritize their well-being and make genuine efforts
to address their needs are more likely to empathize with and support their colleagues in
times of failure or work-related mistakes. They possess a keen awareness of
circumstances and their potential effects, and can effectively address the challenges faced
by female teaching staff, thereby increasing their confidence in their role within the
organization. Female instructors will experience a sense of disorientation upon departure
from their positions and professional environments. Therefore, there exists a sense of
desire, respect, obedience, and trust in the leader to execute the given tasks and the
institution's objectives and aims, enabling it to operate effectively and efficiently.
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This study's findings also indicate a notable positive influence of work-life balance
and organizational commitment among female teaching staff. These findings are
corroborated by Aryadisti et al. (2024), who demonstrated that work-life balance
positively and significantly influences employee organizational commitment. Leaders
and employees alike must pursue strategies that facilitate achieving work-life balance
and enhance organizational commitment in professional environments that adhere to
full-day working hours, as exemplified by the banking sector (Nwibere, 2024). Further
research indicates that the contribution of work-life balance to organizational
commitment is 26%, consistent with Seierstad and Kirton’s(2015) findings, which
asserted that work-life balance significantly impacts organizational commitment.

According to the research, achieving a work-life balance can increase an individual's
dedication to their organization (Tennakoon & Senarathne, 2020). Bharathi and Mala’s
(2016) study revealed that female teaching staff who achieve a work-life balance are likely
to demonstrate higher levels of organizational commitment. The concept of a healthy
work-life balance will foster greater employee commitment to their organization.
According to social exchange theory, when an organization "provides" a family-friendly
culture, teaching staff will be better positioned to achieve a balance between their
professional and personal lives (Anggraeny et al., 2024). This provision will lead to a
perception amongst teaching staff that the organization treats them fairly and that they
feel obliged to "return the favor" by demonstrating more commitment to the organization
(Talukder, 2019). When developing policies, every organization needs to consider the
importance of work-life balance (Syam et al., 2024). Establishing a balance between work
and personal life as a teaching staff will lead to a higher level of commitment to the
organization where they are employed (Tayfun & Catir, 2014).

The perception of work-life balance among female teaching staff is intricately linked
to the equilibrium they achieve between their professional responsibilities and personal
lives, which is often regarded as a positive aspect. Those female teaching staff who
successfully navigate the demands of both their careers and family obligations tend to
experience greater psychological and emotional stability. This balance fosters a sense of
satisfaction regarding their accomplishments in both domains, contributing to their
overall happiness, comfort, focus, and tranquility while performing their duties. When
leaders give female teaching staff the autonomy to manage their work-life balance, they
are likely to respond with greater responsibility and a commitment to fulfilling their
professional obligations to the best of their abilities. Consequently, female teaching staff
develop a deeper emotional connection to their organization, feeling a sense of belonging
and reluctance to depart from an environment that supports their well-being.

The findings of this research also indicated a positive and notably significant
relationship between servant leadership and work-life balance. The outcomes of this
investigation align with those of earlier studies, which have asserted that servant
leadership exerts a positive and substantial impact on work-life balance (Lamprinou et
al., 2021). Although employees frequently lack direct interaction with organizational
leaders, they generally derive benefits from servant leadership through the values the
organization promotes, as reflected in its policies and practices (Lamprinou et al., 2021).
A leader's proficiency in fostering work-family balance indicates that they adeptly
navigate the demands and resources across professional and personal realms (Haar et al.,
2017). The servant leadership theory has emerged as a pivotal framework for exploring
employee work-life balance, intending to elucidate its effects on employee work
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outcomes (Haar et al., 2017). The more authentically a leader embodies the principles of
servant leadership, the more pronounced the improvement in work-life balance will be
for female teaching staff. This assertion is corroborated by the research conducted by
Vanesa et al. (2022), which demonstrates that servant leadership positively and
significantly influences work-life balance.

A leader who practices servant leadership will prioritize the teaching staff's interests,
especially female teaching staff, demonstrate an ability to understand and provide
encouragement, exhibit sensitivity to the situation of female teaching staff who work and
have families, and even be capable of identifying the root problems faced by female
teaching staff who have families. In light of these circumstances, female teaching staff
have a significant opportunity to achieve a healthy work-life balance. Female teaching
staff can maintain the balance between their professional and familial responsibilities,
sustain psychological and emotional equilibrium across their work and family lives, and
experience satisfaction with their achievements in both domains. Kenion’s (2024) study
corroborated this assertion, indicating that servant leadership characteristics influence
work-life balance among organizational leaders.

Work-life balance can serve as an intermediary in promoting organizational
commitment (Larasati et al.,, 2023). Work-life balance not only directly influences
organizational commitment but also acts as a mediator between servant leadership and
organizational commitment. A leader who embodies a servant-leadership style
demonstrates the ability to harmonize their personal life and professional
responsibilities, thereby enhancing employee performance (Kaltiainen & Hakanen, 2022).
A servant-leadership approach also affects an individual's balance between work and
personal life, as it promotes the growth and success of members within an organization,
thereby leading to goal achievement (Sirgy & Lee, 2018). Additional research findings
indicate that the impact of servant leadership, when mediated by work-life balance, is
positively correlated with work involvement. Furthermore, it was found that work-life
balance fully mediates the influence of servant leadership, underscoring the importance
of maintaining a balance between work and personal life (Haar et al., 2017). Utilizing a
servant leadership approach may lead to various favorable outcomes, including

increasing engagement, organizational citizenship behavior, and improving performance
(Fakhri et al., 2024).

CONCLUSION

Fundamental Finding: The study's findings demonstrate the development of a
theoretical framework that illustrates the impact of servant leadership on organizational
commitment through the mediating role of work-life balance, and this framework fits the
empirical data. The study also reveals that servant leadership has a highly significant and
positive direct effect on organizational commitment. The study demonstrates that work-
life balance has a significant positive impact on organizational commitment through its
indirect effect, and the influence of servant leadership on work-life balance is highly
significant. Implication: This study yielded a validated, robust organizational
commitment model that can be used to address organizational commitment among
female teaching staff. It is expected that leaders will be able to apply the servant
leadership style to female teaching staff, particularly married ones, to manage their
organizations effectively. This approach is believed to positively influence organizational
commitment. Those in leadership roles who adopt a servant-leadership style will also
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facilitate the expansion of opportunities for female teaching staff to achieve a healthy
work-life balance. Limitation: This study used a cross-sectional design with a relatively
low response rate. Future Research: Future researchers can further examine the factors
influencing organizational commitment, as this study examined only the relationship
with servant leadership through the mediator of work-life balance. This investigation can
be done by reviewing both internal and external factors related to individuals'
organizational commitment. Furthermore, the sample size needs to be increased to allow
the research results to be generalized to the education sector or to teachers in general.
Apart from that, future researchers can expand their research by using additional
variables that serve as mediators or moderators.

ACKNOWLEDGEMENTS

The author would like to thank the Directorate of Research, Technology, and Community
Service and the Ministry of Education, Culture, Research, and Technology in 2024 for
providing funding for research contracts numbers 107/E5/PG.02.00.PL/2024 and
0609.12/LL5-INT/AL.04/2024.

REFERENCES

Abebe, A., & Assemie, A. (2023). Quality of work life and organizational commitment of
the academic staff in Ethiopian universities. Heliyon, 9(4), 1-20.
https:/ /doi.org/https:/ /doi.org/10.1016/j.heliyon.2023.e15139

Aboramadan, M., Dahleez, K., & Hamad, M. H. (2021). Servant leadership and academics
outcomes in higher education: The role of job satisfaction. International Journal of
Organizational Analysis, 29(3), 562-584. https:/ /doi.org/10.1108 /IJOA-11-2019-1923

Akter, A., Hossen, A. M., & Islam, M. N. (2019). Impact of work life balance on
organizational commitment of university teachers: Evidence from Jashore
University of Science and Technology. International Journal of Scientific Research and
Management, 7(4), 1073-1079. https:/ /doi.org/10.18535/ijsrm/v7i4.em01

Al Momani, H. M. (2017). The mediating effect of organizational commitment on the
relationship between work-life balance and intention to leave: Evidence from
working women in Jordan. International Business Research, 10(6), 164-177.
https:/ /doi.org/10.5539/ibr.v10n6p164

Al Zeer, 1., Alkhatib, A. A., & Alshrouf, M. (2020). Organizational commitment of
university employees from the social factors perspective. International Journal of
Advanced Science and Technology, 29(8), 2816-2824.

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective,
continuance and normative commitment to the organization. Journal of Occupational
Psychology, 63(1), 1-18. https:/ /doi.org/10.1111/j.2044-8325.1990.tb00506.x

Allen, S., Winston, B. E., Tatone, G. R., & Crowson, H. M. (2018). Exploring a model of
servant leadership, empowerment, and commitment in nonprofit organizations.
Nonprofit Management and Leadership, 29(1), 123-140.
https:/ /doi.org/10.1002/nml.21311

Alomran, A. M., Ahmed, T.S. A., & Kassem, A. M. (2024). Impact of organizational trust
on organizational commitment: The moderating effect of national identity. Cogent
Social Sciences, 10(1), 1-26. https:/ /doi.org/10.1080/23311886.2024.2309712

Amelia, L., Khazamah, H., Hurairah, A., & Haryadi, D. (2024). Organizational
commitment and work discipline to employee performance. International Journal of

IJORER: https://journal.ia-education.com/index.php/ijorer 47



s - - Page 34-53
Email : jjorer@ia-education.com © 2026 TJORER :

International Journal of Recent Educational Research

IJORER : International Journal of Recent Educational Research p-ISSN : 2721-852X ; e-ISSN : 2721-7965
W . . . . . IJORER, Vol. 7, No. 1, January 2026
j Homepage : https:/ /journal.ia-education.com/index.php/ijorer » vol. 7, No. 4, y
 on=s

Applied Finance and Business Studies, 11(4), 801-807.
https:/ /doi.org/10.35335/ijafibs.v11i4.230

Anggraeny, Y., Saleh, L. M., Thamrin, Y., Russeng, M. S., Wahyu, A., & Ibrahim, E. (2024).
The effect of workload, dual role conflict and job stress on the performance of female
lecturers at X University. Journal of Law and Sustainable Development, 12(1), 1-12.
https:/ /doi.org/10.55908/sdgs.v12i1.3193

Aryadisti, S., Harini, S., & Ismartaya, 1. (2024). The influence of work-life balance and
emotional intelligence on organizational commitment of Perumda Tirta Pakuan
employees, Bogor City. Jurnal Visionida, 10(1), 94-106.

Asri, C. P. (2022). Analysis of the effect of employee performance, turn over intention on
organizational commitment during the COVID-19 pandemic. International Journal of
Economics, Business and Accounting Research (I[EBAR), 5(4), 573-578.
https:/ /doi.org/10.29040/ ijebar.v5i4.2879

Bagis, F., Dianti, L., Darmawan, A., & Rahmawati, D. V. (2020). The effect of job
satisfaction, organizational culture and work stress on organizational commitment
to civil servants at the Regional Secretariat of Pemalang Regency. International Journal
of Economics, Business and Accounting Research (I[EBAR), 4(3), 343-353.

Barbuto, J. E., & Wheeler, D. W. (2006). Scale development and construct clarification of
servant leadership. Group & Organization Management, 31(3), 300-326.
https:/ /doi.org/10.1177 /1059601106287091

Beloor, V., Nanjundeswaraswamy, S., & Swamy, S. (2017). Employee commitment and
quality of work life - A literature review. International Journal of Indian Psychology,
4(2), 175-188. https:/ /doi.org/10.25215/0402.040

Bharathi, S. V., & Mala, E. P. (2016). A Study on the Determinants of Work-Life Balance
of Women Employees in Information Technology Companies in India. Global
Business Review, 17(3), 1-19. https:/ /doi.org/10.1177/0972150916630847

Cerrato, J., & Cifre, E. (2018). Gender inequality in household chores and work-family
conflict. Frontiers in Psychology, 9(1330), 1-11.
https:/ /doi.org/10.3389/fpsyg.2018.01330

Cesario, F., & Chambel, M. J. (2017). Linking organizational commitment and work
engagement to employee performance. Knowledge and Process Management, 24(2),
152-158. https:/ /doi.org/10.1002/ kpm.1542

Chin, W., Cheah, J.-H., Liu, Y., Ting, H., Lim, X.-J., & Cham, T. H. (2020). Demystifying
the role of causal-predictive modeling using partial least squares structural equation
modeling in information systems research. Industrial Management & Data Systems,
120(12), 2161-2209. https:/ / doi.org/10.1108 / IMDS-10-2019-0529

Colquitt, J., LePine, J. A., & Wesson, M. J. (2011). Organizational behavior: Improving
performance and commitment in the workplace (2nd ed.). McGraw-Hill Higher
Education.

DiPietro, R. B., Moreo, A., & Cain, L. (2020). Well-being, affective commitment and job
satisfaction: Influences on turnover intentions in casual dining employees. Journal of
Hospitality Marketing & Management, 29(2), 139-163.
https:/ /doi.org/10.1080/19368623.2019.1605956

Erdurmazli, E. (2019). On the servant leadership behaviors perceived in voluntary
settings: The influences on volunteers” motivation and organizational commitment.
SAGE Open, 9(3), 1-17. https:/ / doi.org/10.1177 / 2158244019876265

IJORER: https://journal.ia-education.com/index.php/ijorer 48



s - - Page 34-53
Email : jjorer@ia-education.com © 2026 TJORER :

International Journal of Recent Educational Research

IJORER : International Journal of Recent Educational Research p-ISSN : 2721-852X ; e-ISSN : 2721-7965
W . . . . . IJORER, Vol. 7, No. 1, January 2026
j Homepage : https:/ /journal.ia-education.com/index.php/ijorer » vol. 7, No. 4, y
 on=s

Fakhri, M., Raharja, S. J., Purnomo, M., & Rivani, R. (2024). Developing potential of
female employees: The mediating role of engagement and citizenship behavior in
servant leadership. Journal of Infrastructure, Policy and Development, 8(6), 1-22.
https:/ /doi.org/10.24294 /jipd.v8i6.3967

Farid, H., Izadi, Z., Ismail, I. A., & Alipour, F. (2015). Relationship between quality of
work life and organizational commitment among lecturers in a Malaysian public
research  university. The  Social Science  Journal,  52(1),  54-61.
https:/ /doi.org/10.1016/j.s0scij.2014.09.003

Fisher, G. G., Bulger, C. A., & Smith, C. S. (2009). Beyond work and family: A measure of
work/nonwork interference and enhancement. Journal of Occupational Health
Psychology, 14(4), 441-456. https:/ /doi.org/10.1037/a0016737

Goodwin, P. Y., Garrett, D. A., & Galal, O. (2005). Women and family health: The role of
mothers in promoting family and child health. International Journal of Global Health
and Health Disparities, 4(1), 30-42.

Greenleaf, R. (2007). The servant as leader. In Corporate ethics and corporate governance (pp.
79-85). Springer Berlin Heidelberg. https:/ /doi.org/10.1007 /978-3-540-70818-6_6

Greenleaf, R. K. (1977). Servant leadership: A journey into the nature of legitimate power and
greatness (L. C. Spears, Ed.; 25th ed.). Paulist Press.

Haar, J., Brougham, D., Roche, M., & Barney, A. (2017). Servant leadership and work
engagement: The mediating role of work-life balance. The New Zealand Journal of
Human Resources Management (NZJHRM), 17(2), 56-72.

Hair, J. F. H., Hult, G. T. M,, Ringle, C. M., & Sarstedt, M. (2021). A primer on partial least
squares structural equation modelling (PLS-SEM) (3rd ed.). Sage Publishing.

Harwiki, W. (2016). The impact of servant leadership on organization culture,
organizational commitment, organizational citizenship behaviour (OCB), and
employee performance in women cooperatives. Procedia - Social and Behavioral
Sciences, 219, 283-290. https:/ /doi.org/10.1016/j.sbspro.2016.04.032

Hossain, D. M., & Rokis, R. (2014). Working women’s strategy for work-care balance: The
case of University of Dhaka, Bangladesh. Asian Journal of Women's Studies, 20(3), 77-
104. https:/ /doi.org/10.1080/12259276.2014.11666191

Howe-Walsh, L., & Turnbull, S. (2016). Barriers to women leaders in academia: Tales from
science and technology. Studies in Higher Education, 41(3), 415-428.
https:/ /doi.org/10.1080/03075079.2014.929102

Hudson. (2005). The case for work-life balance: Closing the gap between policy and practice.
Hudson Global Resources (Aust.) Pty Limited.

Kaltiainen, J., & Hakanen, J. (2022). Fostering task and adaptive performance through
employee well-being: The role of servant leadership. BRQ Business Research
Quarterly, 25(1), 28-43. https:/ /doi.org/10.1177 /2340944420981599

Kenion, M. E. (2024). Exploring the influence of servant leadership characteristics on work-life
balance among non-profit leaders. Capella Univ.

Khan, M. M. S,, Ghayas, M. M., & Kashif, S. (2020). Servant leadership and organizational
commitment. New Horizons, 14(2), 223-240.
https:/ /doi.org/https:/ /doi.org/10.2.9270/NH.14.2(20).12

Kreitner, R., Kinicki, A., & Buelens, M. (2001). Organizational behaviour (1st ed.). McGraw-
Hill.

IJORER: https://journal.ia-education.com/index.php/ijorer 49



s - - Page 34-53
Email : jjorer@ia-education.com © 2026 TJORER :

International Journal of Recent Educational Research

IJORER : International Journal of Recent Educational Research p-ISSN : 2721-852X ; e-ISSN : 2721-7965
W . . . . . IJORER, Vol. 7, No. 1, January 2026
j Homepage : https:/ /journal.ia-education.com/index.php/ijorer » vol. 7, No. 4, y
 on=s

Kyambade, M., Mugambwa, J., Namuddu, R., Namatovu, A., & Kwemarira, G. (2024).
Staff commitment in Ugandan public universities: Does servant leadership matter?
SEISENSE Business Review, 4(1), 29-43. https:/ /doi.org/10.33215/6h3x1822

Lamprinou, V. D. L., Tasoulis, K., & Kravariti, F. (2021). The impact of servant leadership
and perceived organisational and supervisor support on job burnout and work-life
balance in the era of teleworking and COVID-19. Leadership & Organization
Development Journal, 42(7), 1071-1088. https:/ /doi.org/10.1108 / LOD]J-12-2020-0526

Lapointe, E., & Vandenberghe, C. (2018). Examination of the relationships between
servant leadership, organizational commitment, and voice and antisocial behaviors.
Journal of Business Ethics, 148(1), 99-115. https:/ /doi.org/10.1007 /s10551-015-3002-9

Larasati, D., Salendu, A., & Etikariena, A. (2023). Work-family culture dan organizational
commitment karyawan wanita: Work-life balance sebagai mediator. Persona:Jurnal
Psikologi Indonesia, 11(2), 213-230. https:/ /doi.org/10.30996 / persona.v11i2.7759

Lombardi, S., Sassetti, S., & Cavaliere, V. (2019). Linking employees’ affective
commitment and knowledge sharing for an increased customer orientation.
International Journal of Contemporary Hospitality Management, 31(11), 4293-4312.
https:/ /doi.org/10.1108 /IJCHM-03-2018-0261

Luu, T. (2018). Discretionary HR practices and proactive work behaviour: The mediation
role of affective commitment and the moderation roles of PSM and abusive
supervision. Public Management Review, 20(6), 789-823.
https:/ /doi.org/10.1080/14719037.2017.1335342

Mansourkhani, Z., Pishevar, M. M., Stoudeh, E., & Pakdel, T. (2024). Impact of time
management and workplace bullying on organizational commitment among
employees at Zahedan University of Medical Sciences. Iranian Journal of
Organizational Psychology, 1(1), 40-48.
https:/ /doi.org/10.22111/ijop.2024.48514.1009

Mercurio, Z. A. (2015). Affective commitment as a core essence of organizational
commitment: An integrative literature review. Human Resource Development Review,
14(4), 389-414. https:/ /doi.org/10.1177 /1534484315603612

Miao, Q., Newman, A., Schwarz, G., & Xu, L. (2014). Servant leadership, trust, and the
organizational commitment of public sector employees in China. Public
Administration, 92(3), 727-743. https:/ /doi.org/10.1111/padm.12091

Nam, J., & Lee, H. (2018). High commitment human resource practices and employee
behavior: A multi-level analysis. International Journal of Manpower, 39(5), 674-686.
https:/ /doi.org/10.1108 /1J]M-09-2016-0171

Newstrom, J. W. (2014). Organizational behavior: Human behavior at work (14th ed.).
McGraw Hill.

Noe, R. A., Hollenbeck, ]J. R., Gerhart, B.,, & Wright, P. M. (2019). Human resource
management: Gaining a competitive advantage (11th ed.). McGraw-Hill Education.
Nwibere, B. M. (2024). Work-life balance and organizational commitment in Nigeria
banking industry. GPH  Journal  Education  Research, 7(2), 131-155.

https:/ /doi.org/https:/ /doi.org/10.5281 / zenodo.11246771

Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational
commitment, job satisfaction, and turnover among psychiatric technicians. Journal of
Applied Psychology, 59(5), 603-609. https:/ /doi.org/10.1037/h0037335

IJORER: https://journal.ia-education.com/index.php/ijorer 50



s - - Page 34-53
Email : jjorer@ia-education.com © 2026 TJORER :

International Journal of Recent Educational Research

IJORER : International Journal of Recent Educational Research p-ISSN : 2721-852X ; e-ISSN : 2721-7965
W . . . . . IJORER, Vol. 7, No. 1, January 2026
j Homepage : https:/ /journal.ia-education.com/index.php/ijorer » vol. 7, No. 4, y
 on=s

Puncreobutr, V., & Watttanasan, P. (2016). Structural empowerment and organizational
commitment of lecturers in private international educational institutions in
Thailand. Journal of Education and Practice, 7(11), 158-163.

Rajapakshe, W. (2021). Does academic work environment in Thailand private universities
affect the organizational commitment of lecturers? Journal of Education, Society and
Behavioural Science, 34(8), 19-35. https:/ /doi.org/10.9734/jesbs /2021 /v34i830348

Ramli, A., & Desa, N. M. (2014). The relationship between servant leadership and
organizational commitment: The Malaysian perspectives. International Journal of
Management and Sustainability, 3(2), 111-123.

Rathakrishnan, T., Imm, N. S., & Kok, T. K. (2016). Turnover intentions of lecturers in
private universities in Malaysia. Journal of Social Sciences and Humanities, 24(2), 129-
146.

Ryff, C. D. (2014). Psychological well-being revisited: Advances in the science and
practice of eudaimonia. Psychotherapy and Psychosomatics, 83(1), 10-28.
https:/ /doi.org/10.1159/000353263

Sarstedt, M., Ringle, C. M., & Hair, J. F. (2021). Partial least squares structural equation
modeling. In Handbook of Market Research (1st ed., pp. 587-632). Springer Cham.
https:/ /doi.org/10.1007 /978-3-319-05542-8_15-2

Schermerhorn, J. R., Hunt, J., & Osborn, R. N. (2005). Organizational behavior. Willey.

Seierstad, C., & Kirton, G. (2015). Having it all? Women in high commitment careers and
work-life balance in Norway. Gender, Work & Organization, 22(4), 390-404.
https:/ /doi.org/10.1111/ gwao.12099

Sendjaya, S., & Sarros, J. C. (2002). Servant leadership: Its origin, development, and
application in organizations. Journal of Leadership & Organizational Studies, 9(2), 57-
64. https:/ /doi.org/10.1177/107179190200900205

Setiawan, R., & Aprillia, A. (2022). Organizational commitment through core self-
evaluation, social support, and motivation. Jurnal Manajemen Maranatha, 22(1), 95-
108. https:/ /doi.org/10.28932 /jmm.v22i1.5223

Shabir, S., & Gani, A. (2020). Impact of work-life balance on organizational commitment
of women health-care workers. International Journal of Organizational Analysis, 28(4),
917-939. https:/ /doi.org/10.1108 /IJOA-07-2019-1820

Simons, J. C., & Buitendach, J. H. (2013). Psychological capital, work engagement and
organisational commitment amongst call centre employees in South Africa. SA
Journal of Industrial Psychology, 39(2), 1-12. https:/ /doi.org/10.4102/sajip.v39i2.1071

Sirgy, M. ]., & Lee, D.-]. (2018). Work-life balance: An integrative review. Applied Research
in Quality of Life, 13(1), 229-254. https:/ /doi.org/10.1007 / s11482-017-9509-8

Suryani, I. (2018). Factors affecting organizational commitment. Jurnal Manajemen Dan
Inovasi, 9(1), 26-34. https:/ /doi.org/https:/ /doi.org/10.24815/JMI1.V9I1.11418

Syakur, Abd., Susilo, T. A. B.,, Wike, W., & Ahmadi, R. (2020). Sustainability of
communication, organizational culture, cooperation, trust and leadership style for
lecturer commitments in higher education. Budapest International Research and Critics
Institute  (BIRCI-Journal): Humanities and Social Sciences, 3(2), 1325-1335.
https:/ /doi.org/10.33258 / birci.v3i2.980

Syam, L. M., Nurbaya, N., & Daweng, M. (2024). The influence of work life balance on
employee performance at the Gowa Regency Education Office. International Journal
of Economic Research and Financial Accounting (IJERFA), 2(3), 456-461.
https:/ /doi.org/10.55227 /ijerfa.v2i3.85

IJORER: https://journal.ia-education.com/index.php/ijorer 51



s - - Page 34-53
Email : jjorer@ia-education.com © 2026 TJORER :

IJORER : International Journal of Recent Educational Research p-ISSN : 2721-852X ; e-ISSN : 2721-7965
W . . . . . IJORER, Vol. 7, No. 1, January 2026
j Homepage : https:/ /journal.ia-education.com/index.php/ijorer » vol. 7, No. 4, y
 on=s

International Journal of Recent Educational Research

Tai, T. D., Singh, H., & Hieu, V. M. (2021). Factors affecting lecturers’ commitment to their
university: A study in Ho Chi Minh City, Vietnam. Webology, 18, 71-91.
https:/ /doi.org/10.14704/ WEB/ V185103 / WEB18021

Talukder, A. K. M. M. H. (2019). Supervisor support and organizational commitment:
The role of work-family conflict, job satisfaction, and work-life balance. Journal of
Employment Counseling, 56(3), 98-116. https:/ /doi.org/10.1002/joec.12125

Tayfun, D. D. A., & Catir, O. G. O. (2014). An empirical study into the relationship
between work/life balance and organizational commitment. ISGUC The Journal of
Industrial Relations and Human Resources, 16(1), 20-37. https:/ /doi.org/10.4026 /1303-
2860.2014.0245

Tennakoon, W. D. N. S. M., & Senarathne, R. B. C. P. (2020). Investigating the
determinants of work-life balance (WLB): Insights from Generation Y employees in
Sri Lanka. South Asian Journal of Social Studies and Economics, 8(4), 142-154.
https:/ /doi.org/10.9734 /sajsse/ 2020/ v8i430226

Toffoletti, K., & Starr, K. (2016). Women academics and work-life balance: Gendered
discourses of work and care. Gender, Work & Organization, 23(5), 489-504.
https:/ /doi.org/10.1111/ gwao.12133

Van Waeyenberg, T., Peccei, R., & Decramer, A. (2022). Performance management and
teacher performance: The role of affective organizational commitment and
exhaustion. The International Journal of Human Resource Management, 33(4), 623-646.
https:/ /doi.org/10.1080/09585192.2020.1754881

Vanesa, V. H., Shanty, D., Triyani, T., Gunawan, P. A. W., Sadana, S. M., & Supriatna, D.
(2022). Mediating effect of work-life balance towards leadership style and work
engagement. JPPI (Jurnal Penelitian Pendidikan Indonesia), 8(4), 933-943.
https:/ /doi.org/10.29210/020221898

Vondey, M. (2010). The relationships among servant leadership, organizational
citizenship behavior, person-organization fit, and organizational identification.
International Journal of Leadership Studies, 6(1), 3-27.

Wardana, A., Putra, R, & Panjaitan, H. P. (2022). Organizational commitment,
competence, motivation, and work culture on job satisfaction and performance of
the Kampar Police BHABINKAMTIBMAS. Journal of Applied Business and Technology,
3(1), 73-85. https:/ /doi.org/10.35145 /jabt.v3i1.91

Wong, K. K. K. (2019). Mastering partial least squares structural equation modeling (PLS-SEM)
with SmartPLS in 38 hours. iUniverse.

Xiao, J., & Wilkins, S. (2015). The effects of lecturer commitment on student perceptions
of teaching quality and student satisfaction in Chinese higher education. Journal of
Higher Education Policy and Management, 37(1), 98-110.
https:/ /doi.org/10.1080/1360080X.2014.992092

IJORER: https://journal.ia-education.com/index.php/ijorer 52



IJORER : International Journal of Recent Educational Research P-ISSN : 2721-852X ; e-ISSN : 2721-7965
Homepage : https:/ /journal.ia-education.com/index.php/ijorer IJORER, Vol. 7, No. 1, January 2026

s - - Page 34-53
Email : jjorer@ia-education.com © 2026 TJORER :

International Journal of Recent Educational Research

*Fatwa Tentama (Corresponding Author)
Master of Psychology, Faculty of Psychology,
Universitas Ahmad Dahlan,

J1 Kapas, No. 9, Umbulharjo, Yogyakarta 55166
Email: fatwa.tentama@psy.uad.ac.id

Lintang Nezia Arkhindah

Master of Psychology, Faculty of Psychology,
Universitas Ahmad Dahlan,

J1 Kapas, No. 9, Umbulharjo, Yogyakarta 55166
Email: nezia622@gmail.com

Nissa Tarnoto

School of Psychology,

Nanjing Normal University, China,

Universitas Ahmad Dahlan, Yogyakarta

No.1 Wenyuan Road Qixia District, Nanjing, P.R.China 210046
Email: nissa.tarnoto@psy.uad.ac.id

IJORER: https://journal.ia-education.com/index.php/ijorer 53



