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Abstract

This study was aimed to reveal the determining factors of the senior high school principals‘ organization
commitment in Medan Municipality, and to find out a theoretical model which could describe the causal
relationship among the latent variables determining the principals’ organization commitment. The population
consisted of 202 principals and 127 principals were taken using the proportional random sampling as the
sample. The data on the organizational commitment, instructional leadership, interpersonal communication, and
job satisfaction were collected using questionnaires with the Likert scale, while the data on knowledge of
educational management were collected using the test. Instruments tested prior research, which is to test the
validity by Product Moment correlation and to test the reliability by Cronbach Alpha Formula. The pre-analysis

testing included the normality test and the linearity test, while the hypothesis was tested using the path analysis.
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The results showed (1) instructional leadership positive direct effect on interpersonal communication,
(2) knowledge of educational management positive direct effect on job satisfaction, (3) interpersonal
communication positive direct effect on organizational commitment, (4) job satisfaction positive direct effect on
organizational commitment, (5) knowledge of educational management direct positive effect on organizational
commitment, and (6) instructional leadership positive direct effect on organizational commitment. Based on
this, a theoretical model which showed the causal relationship among the variables of the instructional
leadership, knowledge of educational management, interpersonal communication, job satisfaction, and

organizational commitment of the senior high school principals was developed.

Keywords: instructional leadership; educational management; interpersonal communication; job satisfaction;

organizational commitment
1. Introduction

Senior High School principal as the spearhead implementation of education has the task which covers three
areas, namely: (a) managerial tasks, (b) supervision, and (c) entrepreneurship [1]. Further stated that the
principal task in the managerial field related to the management of the school, so that all resources can be
provided and used optimally to achieve the goals effectively and efficiently. The managerial task includes the
following activities: (1) develop a planning school; (2) manage the learning program; (3) managing student; (4)
manage facilities and infrastructure; (5) manage the school personnel; (6) manage the finances of the school; (7)
manage the relationship between school and community; (8) manage the administration of the school; (9)
manage school information system; (10) evaluating school programs; (11) leading schools [1]. Principal in the
principal duties, are required to have some competence. Regulation of the Minister of National Education No.
13 of 2007 on the Standards for School/Madrasah has been determined that there are five dimensions of
competency, namely: (a) personality, (b) managerial, (c) entrepreneurship, (d) supervision, and (e) social.
Managerial competence in understanding the principal of the school as a system that must be led and managed
well, diataranya is knowledge management [1]. Management plays an important role in the management of
education, as expressed Husaini Usaman that 80 percent of the quality problems are caused by management

education [2].

In addition to leadership, organizational commitment is also needed to realize the principal's vision, mission,
and goals of the school, as some researchers consider that organizational commitment is a major challenge in the
21% century [3]. Organizational commitment refers to the person's appointment or to the organization's
responsibility to work hard as desired organization to achieve organizational goals effectively and efficiently.
Prayitno suggests that the commitment can be interpreted as a promise to do something in earnest [4]. Principals
who have a good ability to lead the organization must be accompanied by a strong commitment to great lengths
as desired in realizing the organization's vision, mission, and goals the school. Schatz and Schatz suggested that
commitment is the most basic thing for every person on the job, in the absence of a commitment, the tasks
assigned to him is hard to come to fruition. In relation to the importance of principals’ organizational

commitment to make education successfully [5], Director of Education Personnel suggests that the principal's
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commitment to the implementation of the duties and functions of a reflection of personal competence and social

competence that must be owned principals [6].

Models of school leadership is one factor that can encourage schools to realize the vision, mission, and goals of
the school through programs carried out in a planned and gradual, so that principals are required to master
organizational behavior, especially regarding leadership learning, knowledge management education,

interpersonal communication, job satisfaction, and organizational commitment.

Kreitner and Knicki argues that organizational commitment fluctuate according to circumstances influencing
factors, namely: (1) psychological and social, which includes the ego defense, individual motivation, and peer
pressure; (2) organization, which includes communications, and the internal situation of the organization; (3) the
characteristics of the project; and (4) contextual [7]. Baron and Greenberg point out several factors that
determine a person's level of commitment, namely: (1) the level of responsibility and autonomy given to
someone to do the job; (2) the opportunity to work elsewhere; (3) an individual's personal traits, such as the
level of satisfaction at work there; and (4) the situation or culture of the organization, such as proximity or good

leaders can make a commitment to its employees is high [8].

Based on the opinions of the above, the commitment of the organization is directly influenced job satisfaction
and communication. Research Colquitt, Lepine and Wesson which is famous for their "Integrative Model of
Organizational Behavior" group the factors affecting organizational commitment, including leadership,
knowledge, and job satisfaction [9]. While Newstrom argues that leadership and communication affect job
satisfaction [10].

Therefore, in order to improve senior high school principals‘ organization commitment in Medan can be done a
research on the development of theoretical models of organizational commitment. As explained above that
organizational commitment is influenced by various factors, including: leadership learning, knowledge

management education, interpersonal communication, and job satisfaction.

1.1. Problem Formulation

Based on the background of the problem, the proposed formulation of the problem as follows:

(1) Is the instructional leadership directly influence interpersonal communication?

(2) Is the knowledge of educational management directly influence job satisfaction?

(3) Is the job satisfaction directly influence organizational commitment?

(4) Is the interpersonal communication directly influence organizational commitment?

(5) Is the knowledge of educational management directly influence organizational commitment?

(6) Is the instructional leadership directly influence organizational commitment?
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2. The Literature Review

The word commitment comes from the Latin "committere” which means combine, unite, believe and do [11].
Combining means the existence of a group who has a persistence in doing something. Mathis and Jackson gives
the definition: Organizational commitment is the degree to which employees believe in and accept
organizational goals and desire to remain with the organization”[12]. The principals’ organizational
commitment is the degree of belief to accept the organization's goals (agency) and wanted to stay in the

organization.

Organizational commitment can also illustrate the power of involvement in the organization, as stated Stroh,
Northcraft, and Neale: ’Organization commitment is the relative strength of an individual’s identification with
and involvement in a particular organization’[13]. Further stated: "Organizational commitment is not simply
loyalty to an organization, but an ongoing process through which organizational actors express their concern
for the continued succes and well-being of the organization of which they are a part”[13]. Thus the
organizational commitment not only the size of loyalty to the organization, but as part of the organization also
expressed concern for the success and welfare of the organization. This suggests that the involvement and
loyalty in an organization is not separated from the success and prosperity experienced in the organization. As
well Colquit, Lepine and Wesson also defines organizational commitment "... as the desire on the part of an
employee to remain a member of the organization"[9]. Organizational commitment is the power of employee
engagement in an organization. Employees who stay with the organization for a long period of time tend to be
much more committed to the society together than those who work for a shorter time. Allen and Meyer (in Fred
Luthan) proposes three concepts as a model of organizational commitment, namely: (1) affective commitment

(affective) (2) continuance commitment (continuance), and (3). normative commitment (normative) [3].

Based on the description above theories can be synthesized that the principal’s organizational commitment is
form of psychological attachment to the institution that is characterized by trust and acceptance of the values of
the institution and a strong push to make efforts in achieving the vision and mission as well as a strong desire to
maintain existence; the indicators are realized in the form of acceptance of the values and goals of institutions
(affective commitment), sense of pride and a willingness to work hard for the institution (continuance

commitment), and the desire to maintain membership in the organization (normative commitment).

Leadership is defined as the exercise of authority and decision-making [14]. While Robbins and Judge defines
leadership as the ability to influence a group towards the achievement of targets [15]. The source of this
influence may be formal, as demonstrated by the possession of managerial rank in the organization. Leadership
refers to the ability to influence and direct a person or group of people to do things in accordance with the desire

of leaders to achieve specified goals.

Ministry of Education suggested that instructional leadership is one's ability to be possessed by a school

principal. The instructional leadership is very important for applied in school because it can: (1) improve student
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achievement significantly; (2) provide encouragement and guidance to people in schools to improve student
learning achievement; (3) focus the activities of its citizens towards achieving the vision, mission, and goals of
the school; and (4) build a learning community and its citizens to make the school as a school of learning [16].
The instructional leadership include behavioral principals in formulating, and communicating school goals,
monitor, assist, and provide feedback in learning. Accordingly, the Ministry of Education further argued that the
instructional leadership is leadership that focuses/emphasis on learning components including curriculum,
teaching and learning, evaluation, teacher development, service excellence in teaching, learning and community
building [16].

Based on the study above theory can be synthesized that the instructional leadership are actions principals
influence others to act in accordance with that expected to achieve learning objectives with indicators
formulating school goals, communicating the school goals, supervising and evaluating learning, coordinating
curriculum, monitoring student learning progress, controlling the allocation of instructional time, achievement

focused vision, providing incentives for teachers, set academic standards, and provide incentives for students.

Management derived from the Latin, namely: manus, meaning hand and agere, which means do. These two
words are combined into managere, which means dealing with. Furthermore, managere verb translated into
English management, then translated into Indonesian into management. Accordingly, management education
can be defined as an attempt to manage educational resources to achieve the expected goals. Husaini argues that
educational management refers to the process of planning, organizing, directing, and controlling educational
resources to achieve educational goals effectively and efficiently [2]. Furthermore, knowledge refers to
everything that is known individual. Thus, knowledge of management refers to the cognitive ability in the
process of planning, organizing, directing, and controlling educational resources to achieve educational goals
effectively and efficiently. Suriasumantri describes human knowledge acquired through experience of the results
of the interaction between man and man and the natural surroundings [17]. In accordance with the nature,
knowledge is a cognitive ability that is associated with the ability affective, and psychomotor abilities of
individuals obtained through education. Accordingly, Bloom argues that the success of education in the form of
behavior covers three areas or domains, namely cognitive domain, affective domain and psychomotor domain
[18]. Furthermore, Bloom suggests that the cognitive domain consists of six levels, where the levels that
describes the steps that are the foundation for entering the next stage. These six levels consist of: (a) knowledge,

(b) understanding, (c) the application, (d) analysis, (€) synthesis, and () evaluation [18].

In simple terms, educational management is a field of study and practice relating to the organization or
educational institution, which is expected by the education management activities, educational goals can be
carried out effectively and efficiently. Engkoswara and Komariah defines educational management as an
arrangement cultivated fields of education conducted through the activity of planning, organizing, staffing,
coaching, coordinating, communicating, motivating, budgeting, controlling, monitoring, assessment, and

reporting systematically to achieve quality education destination [19].

Based on a study of the theory of knowledge management can be synthesized that education is the principal

cognitive abilities in the process of implementation of management functions to achieve the educational goals
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effectively and efficiently with indicators of planning, organizing, directing, and controlling resources

education.

In the term epistemology the communication comes from the Latin "communication™ is derived from the word
"communis"”, meaning the same meaning and the same sense about something [20]. The experts also align the
origin of the word "communicare" which in Latin has the meaning participates or is derived from the word
"commones" which means the same = "common" [21]. Communication has a very important role in everyday
life. Communication is defined as the transmission or exchange of information from the sender to the recipient,
either orally, in writing or using communication devices [12]. Exchange of information that occurs between the
sender and recipient are not only made in oral or written form, but also to use advanced communication tools.
Newstrom defines "Communication is the transfer of information and understanding from one person to
anthoter person™ [10]. While Lussier states "Communication is the process of transmitting information and
meaning" [22]. Communication is the process of transfer of understanding in the form of ideas or information
from one person to another. The sense of displacement involves more than just the words that are spoken, but
also facial expressions, intonation, vocal breaking point, and so on. Communication is everywhere, because it's a
lot of people feel they have to know and master. In everyday life, especially in relationships with others, using
communication to achieve the goal. In any kind of work there is always communication, because

communication is a means to connect with other people.

According to Sopiah, the direction of communication that can occur in the following forms: (1) downward
communication; (2) upward communication; and (3) lateral communication [12]. While Katz and Kahn
identified five general purpose communication from top to bottom in the organization, namely: (1) specific tasks
memgerti directives regarding work instructions; (2) provide information on the procedures and practices of the
organization, (3) provide information on the basic idea of the work; (4) inform subordinates about their
performance; and (5) provide information to facilitate ideological indoctrination purposes [23]. De Vito
suggests that an interpersonal communication can be effective to pay attention to the indicators: 1)

openness, (2) empathy, (3) support, (4) positivity, and (5) equality [24].

Based on the description above theories can be synthesized that the principals’ interpersonal communication is
process of sending and receiving messages between two people in order to disseminate the vision and mission,
which this communication can change attitudes, opinions or behavior of subordinates and dialogical and
backflow occurs directly, which is defined by the indicators of openness, empathy, support, positivity, and

equality.

Job satisfaction is "as a pleasurable emotional state resulting from the appraisal of one's job or job
experiences" [9]. Job satisfaction reflects someone's feelings towards his job. This is apparent in the positive
attitude of employees towards work and everything encountered in the work environment. In essence, job
satisfaction is a feeling of like or dislike the workers perceive and carry out their work [25], whereas Newstrom
argues "job satisfaction is a set of favorable or unfavorable feelings and emotions with wich employees view

their work™ [10]. Job satisfaction is a set of feelings and emotions that are pleasant or unpleasant to work.
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Luthans suggested that job satisfaction is the result of a worker's perception of how good a job they give the
items considered important [3], then Wagner and Hollenbeck suggested that job satisfaction is a pleasurable
feeling that results from the perception that one's job meets or allows for the fulfillment of are considered
important [26]. Luthans, Wagner and Hollenbeck agreed that job satisfaction is the result of the worker's
perception of how good a job they give the items considered important. In accordance with the nature of
satisfaction are closely associated with the fulfillment of the expectations or needs, job satisfaction is dynamic
because it can be changed according to the needs and conditions of employment. Gibson, Ivancevich, and
Donnelly suggests there are five dimensions of job satisfaction, namely: payment, employment, promotion,
supervisor, and co-workers [27], further Luthans describes the dimensions of job satisfaction consists of the

work itself, pay, opportunities promotion, supervision, and coworkers [3].

In accordance with the job satisfaction indicators mentioned above can be seen that individual freedom and
opportunity in doing assignments, awards, supervisor, salary, and the work itself are important factors in job
satisfaction. Locke in Robbins suggested that an important factor which bring more job satisfaction is work,
deserved recognition, support the working conditions, and supportive colleagues [28]. Job satisfaction depends
on the level of intrinsic and extrinsic outcomes, and how the job holder looked that results [29]. The level of
intrinsic and extrinsic outcomes are different for each person. For some people, challenging work and
responsibility may have a neutral value or even negative, because it depends on their education and experience
in the past with regard to jobs that provide intrinsic results. While for others, the results of such work may have
a high positive value. Importance given to the results of his work each person is different. This difference will
create a level of job satisfaction which are different for the same type of work. Another individual differences

that which are important include job involvement and commitment to the organization [30].

Based on the description above theories can be synthesized that the principal’s job satisfaction is achievement
of a statement of expectation or attitude towards work that lead to a sense of excitement to the execution of the
work, which is defined by indicators of employee benefits, the hope of employment, career advancement,

coworker support, and supervision.

Based on the theoretical discussions above hypotheses of this study can be stated as follows: (1) instructional
leadership has a positive direct effect on interpersonal communication, (2) knowledge of educational
management has a positive direct effect on job satisfaction, (3) interpersonal communication has a positive
direct effect on organizational commitment, (4) job satisfaction has a positive direct effect on organizational
commitment, (5) knowledge of educational management has a positive direct effect on organizational

commitment, and (6) instructional leadership has a direct positive effect on organizational commitment.

3. Material And Methods

3.1.Types of Research

In accordance with the purpose of the study, to examine the events that have occurred and then trace backwards

to determine the factors, this research include expost facto research. Furthermore, based on the formulation of
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the problem, namely: to determine and assess the effect of exogenous variables on the endogenous variables,

this namely exploratory research.

3.2, Population and Sample

The population consisted of 202 principals of Senior high Schools in Medan Municipality and 127 principals
were taken using the proportional random sampling as the sample, based on the Table of Isaac and Michael at

the 5% significance level, in 2014.

3.3. Data Collection Techniques

Data of instructional leadership, interpersonal communication, job satisfaction, and organizational commitment
captured using a multiple-choice questionnaire Likert scale models, while data of knowledge of educational
management captured using the test. Further tests on 40 Senior High School principals outside the target sample,

which is to test the validity and reliability.

3.4. Data Analysis Techniques

Hypothesis testing was performed by path analysis method when the requirement analysis meets the statistical
of normality and linearity tests. Normality test and linearity tests were carried out by One-Sample Kolmogorov-
Smirnov Test and Analysis of Variance respectively. Linearity of regression was measured at a significance
level o = 0.05. To test the suitability of the theoretical model suggested it was carried out by testing the

goodness of fitness using Chi Square formulae.

4, Findings And Discussion

Data to be presented in this section include variable Instructional Leadership (X;), Knowledge of Educational
Management (X5), Interpersonal Communication (X3), Job Satisfaction (X,), and Organizational Commitment
(Xs). The data is the result of quantification of respondents' answers to the samples selected. The number of
questionnaires were distributed was 127 sets according to the number of research samples. Description of the

data were presented in summary in Table 1.

Based on the summary statistics in Table 1 it can be concluded that:

a. The highest scores of instructional leadership is 184, the lowest score is 81, while the mean and
standard deviation are 148.68 and 27.56 respectively. While the ideal highest score is 185, the ideal lowest
score is 37, and the ideal mean score is 111 and the ideal standard deviation is 24.67. Overall it can be

concluded that the senior high schools principal’s instructional leadership tend to be in the high category.

b. The highest score of knowledge of educational management is 29, the lowest score is 3, and the mean
is 12.75 and standard deviation is 6.98, while the ideal highest score is 34, the ideal lowest score is 0, and the
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ideal mean score and ideal standard deviation are 17 and 5.67. Overall it can be concluded that senior high

schools principal’s knowledge of educational management tend to be in the less category.

C. The highest score of Interpersonal communication is 165, the lowest score is 100, and the mean is
139.32 and standard deviation is 14.93. While the ideal highest score is 165, the ideal lowest score is 33, and the
ideal mean score and standard deviation 99 is ideal 22. Overall it can be concluded that senior high schools

principal’s interpersonal communication tend to be in enough category.

d. The highest score of job satisfaction is 175, the lowest score is 71, the mean is 123.59 and the standard
deviation is 21.15. While the ideal highest score is 175, the ideal lowest score is 35, the ideal mean score is 105
and the ideal standard deviation is 23:33. Overall it can be concluded that senior high schools principal’s job

satisfaction tend to be in enough category.

e. Scores highest orgganisasi commitment is 185, terendahl124 scores, and the mean and standard
deviation of 158.91 is 17:12. While the ideal highest score 185, the lowest score of 37 is ideal, and the ideal
mean score of 111 and a standard deviation of the ideal is 24.67. Overall it can be concluded that senior high

schools principal’s organizational commitment tend to be in the high category.

Table 1 The Description of Data for Each Variable

Xy X5 X3 X4 Xs

N Valid 127 127 127 127 127
Missing 0 0 0 0 0

Mean 148.6850  12.7480  139.3228  123.5984  158.9134
Std. Error of Mean 2.44586 .61943 1.32534 1.87656 1.51965
Median 155.0000 12.0000  138.0000 125.0000  162.0000
Mode 110.00 15.00 130.00 139.00 138.00
Std. Deviation 27.56340  6.98066  14.93578  21.14773  17.12560
Variance 759.741 48.730 223.077 447.226 293.286
Range 103.00 26.00 65.00 104.00 61.00
Minimum 81.00 3.00 100.00 71.00 124.00
Maximum 184.00 29.00 165.00 175.00 185.00
Sum 18883.00  1619.00 17694.00 15697.00  20182.00
Ideal Mean 111.00 17.00 99.00 105.00 111.00
Ideal Std. Deviation 24.67 5.67 22.00 23.33 24.67
Ideal Minimum 37.00 0.00 33.00 35.00 37.00
Ideal Maximum 185.00 34.00 165.00 175.00 185.00

Description: X; = Instructional Leadership

X, = Knowledge of Educational Management
X3 = Interpersonal Communication

X, = Job Satisfaction

Xs = Organizational Commitment

Calculations of normality test using the Kolmogorov-Simirnov Test are shown in Table 2. As shown in the table
2 that Asymp. Sig (2-tailed) is larger than 0.05, therefore, it can be concluded that the overall distribution of the

data does not deviate from normal distribution, it means the assumption of normality is met.
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Table 2. Summary Calculation Test Normality Kolmogorov-Simirnov

X3 X, X3 X4 Xs

N 127 127 127 127 127
Normal Parameters®® Mean o 148.6850 12.7480 139.3228 123.5984 158.9134
Std. Deviation 27.56340 6.98066 14.93578 21.14773 17.12560

Absolute 119 .106 113 .096 .102

Most Extreme Differences Positive 101 .106 113 .096 .102
Negative -.119 -.081 -.078 -.086 -.085

Kolmogorov-Smirnov Z 1.342 1.192 1.271 1.087 1.144
Asymp. Sig. (2-tailed) .055 117 .079 .188 .146

a. Test distribution is Normal.
b. Calculated from data.

Summary of the results of linearity test and significance of the regression equation test for each pair of variables

exogenous to endogenous variables are presented in Table 3.

Table 3 Summary of Test Results Test linearity and significance

Exogenous
Variables Linearity Test Regression Test of
No to Significance
Endogenous
Variables Fn Sig. Status Fy Sig. Status
1 X to X3 1.303 0.148 Linier 20.869 0,001 Significant
2 X, to Xy 0.686 0.839 Linier 5.711 0,018 Significant
3 X4 t0 Xs 1.379 0.103 Linier 50.488 0,001 Significant
4 X;to Xs 1.187 0.251 Linier 52.143 0,001 Significant
5 X, to Xs 1.649 0.052 Linier 30.672 0,001 Significant
6 Xito Xs 1.433 0.078 Linier 5.955 0,016 Significant

As shown in the Table 3 above that linearity test indicated that significance values found are larger than 0.05
(Feaic- > 0.05) and the significance of regression test shown that the significance values found are less than 0.05 (
Feae- < 0.05), which means that the relationship between exogenous and endogenous variables is linear so that

the assumption of linearity is met.

Computation of correlation and pathway coefficients statistically were summarized in Table 4 below.

Table 4. Summary of Statistics Computation of Correlation and Pathway Coefficient

No. The
Hypothesis correlation Path tobsery significance Description
coefficient Coefficient
1 113= 0.378 p3; =0.378 4.568 0.000 Significant
2 15,= 0.209 P4y =0.209 2.390 0.018 Significant
3 1,5= 0.536 pss =0.436 6.175 0.000 Significant
4 135= 0.543 ps; =0.361 4,780 0.000 Significant
5 155 = 0.444 ps, =0.239 3.309 0.001 Significant
6 r5= 0.213 ps; =0.162 2.215 0.029 Significant
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Based on Table 4 indicated that all the research hypothesis is accepted, so it can be concluded that:
(1) instructional leadership has a direct positive impact on interpersonal communication, (2) knowledge of
educational management has a positive direct effect on job satisfaction, (3) interpersonal communication has a
positive direct effect on commitment organization, (4) job satisfaction has a positive direct effect of on
organizational commitment, (5) knowledge of educational management has a positive direct effect on
organizational commitment, and (6) instructional leadership has a positive direct effect organizational

commitment.

Furthermore, based on the correlation and path coefficients obtained from the calculation, it can be drawn a
fixed model or a theoretical model that illustrates the relationship between causal variables investigated that

determine principal’s organizational commitment as shown in the following figure.

e3=0.925

¢

P31=0.378
X1 T3 =0378 X3
Ps3=0.361
I35 = 0.543
Ps1=0.162
T15 =0.213
I'12=0.292 Xs
Ps =0.239
5 =0.4
Psq=0.436
T45 =0.536
P42 =0.209
X2 194 =0.209 X4
€5=0.743

e,=0.977

Fig. Theoretical Model of Research Variables

4.1. Compliance Test Model

Within the framework of path analysis, a proposed model is said fit with the data if the sample correlation
matrix is not much different from the correlation matrix estimation (reproduced correlation matrix) or the
expected correlation (expected correlation matrix). In general, to test the suitability of the theoretical model

suggested uses the following formula:

1-R%,
1-M

Q:
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R% = 1-(1-Ri)(1-R3)(1-RE)(1-RY)

If all path coefficients are significant, then M = RZ so that Q = 1. If Q = 1 indicates that the model is perfect and
fit.

Based on the calculation above, it could be seen that all of the path coefficients are significant, therefore,

Q =1 so that it can be concluded that the proposed model is perfectly fit (the fit is perfect) with the data.
4.2. Direct and Indirect Effect

As shown in Table 5 below, there is a direct effect of Instructional Leadership (X.) to Interpersonal
Communication (X3) and Knowledge of Educational Management (X,) on Job Satisfaction (X4) as shown in
Table 5 below.

Table 5 Summary of Direct Effects Instructional Leadership (X;) to Interpersonal
Communication (X3) and Knowledge of Educational Management (X;)
on Job Satisfaction (X,)

Direct Effect to

Variable
X3 X4
X1 0.143 -
X - 0.044

Based on the data in the Table 5 above it can be seen that the direct effect of Instructional Leadership (Xy) to
Interpersonal Communication (Xz) is 0.143. Thus, the strength of Instructional Leadership (X;) which directly

determine changes in Interpersonal Communication (X3) is 14.30 %.

Based on the data in the Table 5 above can be seen that the direct effect of knowledge of Educational
Management (X,) on Job Satisfaction (X4) is 0044. Thus, the strength of knowledge of Management Education
(X2) which directly determine changes Job Satisfaction Job (X3) is 4.40 %.

As summarized in Table 6 below the results of direct and indirect effects of Instructional Leadership (Xy),
Knowledge of Educational Management (Xy), Interpersonal Communication (X3), and Job Satisfaction (X,) on

Organizational Commitment (X5).

Based on the data in the Table 6 above can be seen that the total direct and indirect effects of Instructional
Leadership (X;), Knowledge of Educational Management (X,), Interpersonal Communication (X3), and Job
Satisfaction (X,) all together determine changes of Organizational Commitment (Xs) of 0.447. Therefore, the
strength of Instructional Leadership (X;), Knowledge of Educational Management (X,), Interpersonal
Communication (Xs3), and Job Satisfaction (X,) all together determine changes of Organizational Commitment

(Xs) is 44.70%, while the effect of other factors outside of Instructional Leadership (X;), Knowledge of
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Educational Management (X5), Interpersonal Communication (X3), and Job Satisfaction (X,), is equal to 1- 0447
= 0.563 or 56.30 %.

Table 6 Summary of direct and indirect effects of Instructional Leadership (X)
Knowledge of Educational Management (X;), Interpersonal Communication
(X3) and Job Satisfaction (X4) on Organizational Commitment (Xs)

Effect
Direct to X5 Indirect to Xsthrough by Total Effect
Variable
Xy X X3 Xa

X1 0.026 - - 0.022 - 0.048
X 0.057 - - - 0.022 0.079
X3 0.130 - - - - 0.130
X4 0.190 - - - - 0.190

Total 0.447

4.3. Discussion

Based on data description and testing hypothesis testing, we draw the following discussions:

1) The first finding of the study showed that there is a positive and a direct effect of instructional
leadership on interpersonal communication, with the path coefficient ps; = 0.378, and based on the data in the
Table 5 above can be seen that the direct effect of interpersonal communication on instructional leadership is
0143. Thus, instructional leadership has positive direct effect on interpersonal communication, which is 14.30%
interpersonal communication changes can be determined by the instructional leadership. The findings of this
study are consistent with the research Situmorang who found that leadership positive direct effect on
interpersonal communication SMK head in Medan [31]. The findings of this study also supports the idea Edy
Sutrisno states that leadership is the ability to influence others, through communication either directly or
indirectly, with the intent to drive people to the understanding, awareness, and was very willing to follow the
will of leadership [25]. The findings of this study also support the notion Robbins and Judge states that
communication runs four major functions within a group or organization: control, motivation, emotional
expression, and information; which is a function of management [15]. And also the importance of
communication in relation to the work indicated by the amount of time that is used to communicate in the work.
Leadership style on subordinates successfully if oriented, and based on communication. In this case the leader is
very trusting his subordinates, for example, in every issue of always relying on the ideas and opinions of
subordinates, this is all done with the interpersonal communication that exists, both vertical and horizontal
communication communication. Thus, the findings of this study which stated that instructional leadership has a
positive direct effect on interpersonal communication of senior high school principals, in accordance with the
results of research and theory referred to in this research.

2) The second finding of the study showed that the positive direct effect of knowledge of educational
management with job satisfaction with the path coefficient ps, = 0.209, and based on the data in the Table 5

above can be seen that the direct effect of knowledge of educational management on job satisfaction is 0.044.
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Therefore, a positive and direct effect of knowledge of educational management means that 4:40% changes in
job satisfaction can be determined by knowledge of educational management. The findings of this study support
the research results Enjang who found that organizational knowledge significant positive direct effect on job
satisfaction of principal’s junior high school in Karawang district [32]. The findings of this study also supports
the idea and Kincki Kreitner who suggests that job satisfaction as part of an organization's effectiveness is
directly influenced by the knowledge [7]. Similarly, the findings of this study support the theory that is used as
the basis for the filing of a theoretical model of research variables, namely the Integrative Models of
Organizational Behavior explains that knowledge of educational management as part of the ability to directly
influence job satisfaction [9]. So, findings of this study which stated that knowledge of educational management
has a positive direct effect on job satisfaction of senior high school principals, consistent with the results of
research and theory referred to in this research.

3) The third finding of the research indicates that there is a positive and direct effect of job satisfaction on
organizational commitment with the path coefficient ps, = 0.436, and based on the data in the Table 6 above can
be seen that the direct effect of job satisfaction on organizational commitment is 0.190. Therefore, a positive and
direct effect of job satisfaction means that 19:00% changes in organizational commitment can be determined by
job satisfaction. The findings of this study support the theory Colquitt, Lepine and Wesson were used as the
basis for the filing of a theoretical model of research variables, namely the Integrative Models of Organizational
Behavior explains that job satisfaction directly influence organizational commitment [9]. The findings of this
study are consistent with the research of T. Asi who found that job satisfaction has a significant positive direct
effect on organizational commitment of teachers [33]. The findings of this study are also consistent with the
results of research Situmorang who found that job satisfaction has a significant positive direct effect on
organizational commitment SMK head in Medan [31]. Thus, the findings of this study, namely: job satisfaction
is directly significant positive effect on organizational commitment of senior high school principals is consistent
with the results of research and theory referred to in this research.

4) The fourth finding of the research indicated that there is a positive and direct effect of interpersonal
communication on organizational commitment with the path coefficient ps3 = 0.361, and based on the data in the
Table 6 above can be seen that the direct effect of interpersonal communication on organizational commitment
is 0130. Therefore, a positive and direct effect of interpersonal communication means that 13:00% changes in
organizational commitment can be determined by interpersonal communication. The findings of this study are
consistent with the research Situmorang who concluded that the positive direct effect of interpersonal
communication on organizational commitment SMK head in Medan [31]. Similarly, the findings of this study
support the results of the study Pertiwi states that interpersonal communication affects organizational
commitment [34], also supports the idea of Sopiah who states that interpersonal communication is a factor that
affects the organizational commitment [12]. To convey the intent and purpose of an organization, then the
leadership will try to communicate as best as possible to subordinates or people involved in the organization can
understand. In foster organizational commitment, it is necessary to establish two-way communication within the
organization without having to look down on subordinates. Thus, the findings of this study which states that
interpersonal communication has a positive direct effect on organizational commitment of senior high school

principals is consistent with the results of research and theory referred to in this research.
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5) The fifth finding indicates that the positive direct effect of knowledge of educational management on
organizational commitment with the path coefficient ps, = 0.239, and based on the data in the Table 6 above can
be seen that the direct effect of knowledge of educational management on organizational commitment is 0.079.
Therefore, a positive and direct effect of knowledge of educational management means that 7.90% changes in
organizational commitment can be determined by knowledge of educational management. The findings of this
study support the theory proposed Baron and Greenberg were used as the basis for the filing of a theoretical
model of research variables, namely: knowledge of educational management as part of the personal
characteristics affect the commitment [8]. The findings of this study are also consistent with the results of
research Manullang who found that organizational knowledge has a significant positive direct effect on
organizational commitment Junior School head in Medan [35]. Thus, the findings of this study, namely:
knowledge of educational management has a significant direct positive effect on organizational commitment of
senior high school principals is consistent with the results of research and theory referred to in this research.

6) The sixth finding indicates that the positive direct effect of learning leadership on organizational
commitment with the path coefficient ps; = 0.162, and based on the data in Table 6 above can be seen that the
direct effect of instructional leadership on organizational commitment is 0.048. Therefore, a positive and direct
effect of instructional leadership means that 4.80% changes in organizational commitment can be determined by
the instructional leadership. The findings of this study are consistent with the research Situmorang who found
that the positive direct effect of leadership on organizational commitment SMK head in Medan [31]. The
findings of this study also support the proposed theory Baron and Greenberg were used as the basis for the filing
of a theoretical model of research variables, namely: leadership has a positive direct effect on commitment [8].
Thus, the suitability of the findings of this study with the results of research and theory Situmorang used as the
basis for the filing of the research hypothesis indicates that the theory is still accurate used to answer relevant
issues. The findings of this study are also consistent with the results of research Wau who found that a
significant positive direct effect of leadership on Junior High School principals’ organizational commitment in
the five districts/cities on the island of Nias [36]. Thus, the findings of this study, namely: instructional
leadership directly a significant positive effect on organizational commitment of senior high school principals is
consistent with the results of research and theory referred to in this research.

7 Acceptance of the third, fifth and sixth hypothesis are: job satisfaction, knowledge of educational
management and instructional leadership have a positive direct effect on organizational commitment, are the
development of "Integrative Model of Organizational Behavior" by Colquitt, Lepine and Wesson; that does not
explain the existence of a direct effect of knowledge management educational (ability) and learning leadership
on organizational commitment. If "Integrative Model of Organizational Behavior" from Colquitt, Lepine and
Wesson explained that job satisfaction directly affects organizational commitment, whereas knowledge of
educational management and instructional leadership have indirect effect on organizational commitment
through job satisfaction, but the results of this study found that the direct effect knowledge of educational
management and instructional leadership on organizational commitment is smaller than the direct effect of job

satisfaction on organizational commitment (see Table 6).

Acceptance of the first hypothesis, namely: instructional leadership has a positive direct effect on interpersonal

communication is supportive of the theoretical model of the relationship Situmorang the Determinants of
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Organizational Commitment, who explained that the leadership has a positive direct effect on interpersonal

communication.

Acceptance of the second hypothesis, namely: knowledge of educational management has a positive direct
effect on job satisfaction is the development of "Integrative Model of Organizational Behavior" from Colquitt,
Lepine and Wesson and Ambarita’s theoretical model of the relationship, knowledge of educational

management (ability) has a direct effect on job satisfaction.

Acceptance of the fourth hypothesis, namely: interpersonal communication has a positive direct effect on
organizational commitment is to support the theoretical model of the relationship Situmorang the Determinants
of Organizational Commitment, which explains that the interpersonal communication has a positive direct effect

on organizational commitment.

Acceptance of the sixth hypothesis testing as described above found a fixed model or theoretical model that
describes the relationship between variables causalistik studies that determine organizational commitment High
School head which is the development of several theories, notably "Integrative Model of Organizational
Behavior" from Colquitt, Lepine and Wesson; Ambarita theoretical model of the relationship that Influence
Leadership, Organizational Culture, and Job Satisfaction on Organizational Commitment; Situmorang
theoretical model of the relationship Determinants of Organizational Commitment and theoretical models
Siburian the relationship Interpersonal Communication, Organizational Culture, Job Satisfaction, and

Achievement Motivation on Organizational Commitment.

As aresult, the five hypotheses tested are accepted, therefore it was proven that the new form of fixed models or
theoretical models proposed that describe the structure of causal relationships between the instructional
leadership, knowledge of educational management, interpersonal communication, job satisfaction, and
organizational commitment of Senior High School Principals, as proposed in Figure Research Variables
Theoretical Model. The theoretical model of principal’s organizational commitment in this study expressed as a
model of the new findings because until now the research is completed, there is no theoretical model of

organizational commitment to the same principal.

5. Conclusion

1) Instructional leadership has a positive direct effect on interpersonal communication.

2) Knowledge of educational management has a positive direct effect on job satisfaction.

3) Interpersonal communication has a positive direct effect on organizational commitment

4) Job satisfaction has a positive direct effect on organizational commitment.

5) Knowledge of educational management direct positive effect on organizational commitment.
6) Instructional leadership has a positive direct effect on organizational commitment.

5.1 Implications
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The study found that instructional leadership, knowledge of educational management, interpersonal
communication, and job satisfaction have a positive direct effect on organizational commitment, then to
improve the education quality through increased the Senior High School principal’s organizational commitment.
Head of Department of Education and Culture of Medan_as a responsible quality education in Medan can carry

out some particular effort to improve the Senior High School principal’s organizational commitment, which are:

1) Maintain on going instructional leadership and improvement sought by exploring the knowledge about
leadership, leadership training, intensive workshops relevant.

2) To improve job satisfaction can be done by (a) giving attention to career advancement/ promotion for
the principal, so trying to do their job properly; (b) provide adequate reward or remuneration, equitable and
sustainable for outstanding principals; (c) gives verbal or written praise for principals who do a good job and
discipline; and (d) actively principals involved in any activities that support the execution of their duties and
functions.

3) With respect to the factors that influence job satisfaction, school supervisors need to consider the
strengths and weaknesses in the principal’s instructional leadership, knowledge of educational management,
interpersonal communication, job satisfaction, and organizational commitment in order to provide input to
improve these factors. School supervisors can perform clinical supervision, foster familiarity, fostering better
communication, increase transparency and good cooperation with the principal in order to provide input that can
increase the principal’s organizational commitment.

4) Improved interpersonal communication can be done by (a) the disclosure interact with each other, and
an honest desire to respond to all stimuli that come; (b) empathy, which is feeling as others feel, a sense of
shared feelings of others; (c) support sometimes unspoken and sometimes unspoken, for example, the movement
of the body; (d) the positivity that there is a positive attention to one's self, and positive feelings toward others
was communicated; and (e) equality is if the people who communicate it in an atmosphere of equality, it does
not mean that people who do not have equality can not communicate, but you should know their personalities

equality.

5.2. Suggestions

Based on the conclusions and implications of the research, in order to improve the Senior High School pricipal’s
organizational commitment in Medan there are several variables that influence that needs to be improved, so

that needs to be done as follows:

1) Should high school head fix themselves by understanding the importance of an educational leader to
have the organization commitment, so that his school considered as a portion of himself, which must be treated
and maintained in order to remain healthy and growing. For that principals need to evaluate themselves on
leadership held, possessed of management knowledge, interpersonal communication is used, perceived job
satisfaction, and organizational commitment is implemented. The results of this self-evaluation should be
discussed along with other principals in the forums MKKS or with teachers through informal discussions.

2) Should teachers and other education personnel receive an invitation to sit down with principals to make

decisions and solve problems in the school is actively working meeting of the school, or informal discussions
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between principals and teachers, fellow teachers, and other school communities. The teachers are not waiting
but proactive, and to develop an attitude will do our best sincerely and correctly before others do so.

3) It should streamline the educational supervisor watchdog their profession, both in the conduct of
academic supervision and managerial supervision that is true, as a servant to the principal, not as a mere
supervisor. The results are used as an ingredient supervision to correct or improve the performance of principals
and organizational commitment in the achievement of school goals effectively and efficiently. While the results
of educational supervision, monitoring, and evaluation can be used to help principals develop school programs
better than ever.

4) Principal as the main responsible in the school must have the ability to move and direct all human
resources, in order to please their work, have a high dedication as well as full responsibility for that achievement
of the objectives to be achieved with satisfactory results.

5) Given some limitations of this study, it is advisable for researchers to conduct further research to find
evidence that organizational commitment outcome can be influenced by other exogenous variables outside the
instructional leadership, knowledge of educational management, interpersonal communication, and job
satisfaction; to overcome these limitations, as well as a comparison between the State and Private Senior High
School.

References

[1] Surya Dharma. Penilaian Kinerja Kepala Sekolah. Jakarta: Ditjen PMTK Kemendiknas, 2008.

[2] Husaini Usman. Manajemen. Teori Praktik & Riset Pendidikan, Jakarta: Bumi Aksara, 2008.

[3] Luthans, Fred. Perilaku Organisasi. Terjemahan Vivin Andhika Yuwono, et. al., Yogyakarta: ANDI, 2006.

[4] Prayitno, Dasar Teori dan Praksis Pendidikan, Jakarta: Gramedia, 2009.

[5] Schatz, Kand L. Schatz, L. Managing by Influence. New Jersey: Prentice Hall, Inc., 1995.

[6] Direktur Tenaga Kependidikan. Penilaian Kinerja Kepala Sekolah, Jakarta: Departemen  Pendidikan
Nasional, 2008.

[7] Kreitner, Robert and Angelo Kinicki. Organizational Behavior. New York: McGraw Hill, 2007.

[8] Baron, Robert A. and Jerald Greenberg. Behavior in Organization: Understanding and Managing The
Human Side of Work. Third Edition. Toronto: Allyn and Bacon, 1990.

[9] Colquitt, Jason A.; Jeffery A. Lepine and Michael J. Wesson. Organization Behavior: Improving

Performance and Commitment in the Workplace. New York: The McGraw-Hill Com., Inc., 2009.

[10] Newstrom, John W. Organizational Behavior. New York: McGraw Hill, 2007.

251



International Journal of Sciences: Basic and Applied Research (I/SBAR) (2014) Volume 18, No 1, pp 234-253

[11] Snyder, Neil H.; James J. Dowd, Jr. and Dianne Morse Houghton. Vision, Values and Courage: Leadership
for Quality Management. New York: The Press, 1994,

[12] Sopiah. Perilaku Organisasi. Yokyakarta: Penerbit C.V. Andi Offset, 2008.

[13] Stroh, Linda K.; Gregory B. Northcraft and Margaret A. Neale. Organizational Behavior: A Management

Challenge. New Jersey: Laurence Erlbaum Associates, Inc., Publishers, 2002.
[14] Fiedler, Fred E. Theory of Leadership Effectiveness. New York: McGraw-Hill Book, Company, 1967.

[15] Robbins, Stephen P. and Timothy A. Judge. Organizational Behavior. New Jersey: Pearson Prentice-Hall,
20009.

[16] Kementerian Pendidikan Nasional Rl. Kepemimpinan Pembelajaran.Jakarta: Badan Pengembangan

Sumber Daya Manusia, Pendidikan dan Penjaminan Mutu Pendidikan, 2011.

[17] Suriasumantri, Jujun. S. Filsafat llmu: Sebuah Pengantar Populer. Jakarta: Pustaka Sinar Harapan, 1990.
[18] Bloom, Benjamin S, et.al. Taxonomy of Educational Objectives. New York:Longman, 1981.

[19] Engkoswara dan Aan Komariah. Administrasi Pendidikan. Bandung: Alfabeta, 2010.

[20] Effendy, Onong Uchjana. Dinamika Komunikasi. Bandung: Remaja Rosda Karya, 2000.

[21] Tasmara, Toto. Komunikasi Dakwah. Jakarta: Gaya Media Pratama, 1997.

[22] Lussier, Robert N. Management: Concepts, Applications, Skill Development. Ohio: South-Western College
Publishing, 1997.

[23] Katz, Daniel and Robert Kahn. The Social Psychology of Organization, 2" Edition. New York: Wiley,
1978.

[24] De Vito, Joseph A. The Interpersonal Communication Book. New York: Harper & Rew, Publisher, 2005.
[25] Edy Sutrisno. Manajemen Sumber Daya Manusia. Jakarta: Penerbit Kencana, 2009.

[26] Wagner, John A. and John R. Hollenberg. Organizational Behaviour. Securing Competitive Advantage.
New York : Routledge, 2010.

[27] Gibson, James L., John M. Ivancevich, dan James H. Donnelly. Organisasi, terj. Nunuk Adiarni, Jakarta :
Binarupa Aksara, 1996.

252



International Journal of Sciences: Basic and Applied Research (I/SBAR) (2014) Volume 18, No 1, pp 234-253

[28] Robbins, Stephen P. Prinsip-prinsip Perilaku Organisasi. Terj. Halida dan Dewi Sartika. Jakarta: Erlangga,
2002.

[29] Ivancevich, John M.; Robert Konopaske dan Michael T. Matteson. Perilaku dan Manajemen Organisasi.
Alih Bahasa Gina Gania. Jakarta: Penerbit Erlangga, 2007.

[30] Lee, Kibeom; Julie J. Carswell and Natalie J. Allen. “A Meta-Analytic Review of Occupational
Commitment: Relations with Person and Work-Related Variables,” Journal of Applied Psychology 85, (5),
2000, pp.799-811.

[31] Situmorang, Benyamin. “Faktor-Faktor Penentu Komitmen Organisasi Kepala SMK (Studi Kasus pada
SMK di Kota Medan)”. Cakrawala Pendidikan. Jurnal llmiah Pendidikan. Februari, Th. XXXIII, No. 1, 2004,
pp. 39-49.

[32] Enjang Sudarman. “Pengaruh Pengetahuan Organisasi, Hubungan antar Pribadi, Komitmen Organisasi dan
Efektivitas Kepemimpinan terhadap Pengambilan Keputusan Kepala Sekolah”. Sinopsis Disertasi. Jakarta:

Program Pascasarjana Universitas Negeri Jakarta, 2007.

[33] T. Asi. “Pengaruh Komunikasi Interpersonal, Budaya Organisasi, Kepuasan Kerja, = Dan Motivasi
Berprestasi Terhadap Komitmen Organisasi Guru SMA Negeri Di Kabupaten Humbang Hasundutan.”Sinopsis

Disertasi, Medan: Program Pascasarjana Universitas Negeri Medan, 2013.

[34] Pertiwi, Rizki Wahyu Putri. “Pengaruh Kualitas Komunikasi Interpersonal terhadap Komitmen
Organisasional melalui Stres Kerja (Studi pada Karyawan PT. Rodasakti Suryaraya Malang)”. Skripsi.

Universitas Negeri Malang, 2011.

[35] Manullang, Martua. “Pengaruh Pengetahuan Organisasi, Motivasi Berprestasi, Pengambilan Keputusan,
dan Komitmen Organisasi terhadap Kinerja Kepala Sekolah (Studi pada SMP Kota Medan)” Sinopsis Disertasi.
Medan: Universitas Negeri Medan, 2013.

[36] Wau, Yasaratodo. “Pengaruh Kepemimpinan Partisipatif, Kemampuan Pribadi, Iklim Kerja, dan Motivasi
Berprestasi terhadap Komitmen Afektif Kepala Sekolah (Studi Empiris pada Sekolah Menengah Pertama di

Pulau Nias)”. Disertasi, Medan: Sekolah Pascasarjana Universitas Negeri Medan, 2012.

253



