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Abstract: The purpose of this study is to examine the influence 

of work-life quality and job involvement perceived by teachers to 

their affective commitment so that they feel a strong emotional 

bond to their work and school organization, are able to identify 

the goals and values of the school organization well, and really 

want to be there. This research uses causal survey method by 

using path analysis technique. This study uses the sample from 

138 teachers in eight buddhist senior high schools in Jakarta, 

which were selected using the Slovin formula. The result of the 

study reveals that first, there is a positive effect between the 

quality of work life and the affective commitment of the teachers 

in school. Second, there is a positive effect between job 

involvement and affective commitment of teachers in school. 

Third, there is a positive effect between quality of work life and 

job involvement teachers in school. 

 

Keywords: affective commitment; schoolteacher; work-life 

quality; Slovin formula; job involvement 

I. INTRODUCTION 

It is a fact that affective commitment (AC) is more likely 

to be an indicator of how teachers want to stay at school 

because they want to, they are satisfied with the school, they 

identify with the school, and they strive for the school’s 

success.  They and the school are satisfied with the work they 

do at school (1). AC refers to emotional connection, 

identification, and involvement in organization (2). The 

emotional connection between employees and their 

organization or their AC has been regarded as an important 

determiner of dedication and loyalty (3). The factors which 

make someone stay with their organization today are 

emotional reasons, including those related to friendship, the 

work atmosphere or culture, and comfortability in 

completing tasks. These are a few emotional reasons which 

can induce AC (4). In this case, the situation and condition 

of the work place influences the increase of AC of a teacher 

(5). For example, a teacher has a high AC towards the 

profession of a teacher, but they have a low AC towards the 

working group and the school where they work. Even though 

the teacher enjoys this profession, they have some difficulty 

in terms of their working group and school (6). Another 

problem which possibly influences AC based on previous 

research suggests that the AC of employees is directly and 

positively influenced by the issue of the work-life quality 

(WLQ) and the job involvement (JI) of the employees. In 
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fact, the WLQ affects the JI, and, in the end, influences the 

AC in an employee (7,8). 

A. Objectives of the Study 

The aim of this research is to obtain correct and reliable 

comprehension regarding the work-life quality (WLQ) and 

job involvement (JI) towards affective commitment (AC). 

This study is conducted to know: 

 The direct and positive influence of the WLQ 

towards the AC of the Buddhist School’ teachers. 

 The direct and positive influence of the JI towards 

the AC of the Buddhist School’ teachers. 

 The direct and positive influence of the WLQ 

towards the JI of the Buddhist School’ teachers. 

B. Hypothesis of the Study 

Based on the existing literature regarding 

this research, the hypothesis is as follows: 
 H-1: There is a direct and positive influence of the 

WLQ towards the AC of the Buddhist School’ 

teachers. 

 H-2: There is a direct and positive influence of the JI 

towards the AC of the Buddhist School’ teachers. 

 H-3: There is a direct and positive influence of the 

WLQ towards the JI of the Buddhist School’ 

teachers. 

II. LITERATURE REVIEW 

A. Affective Commitment (AC) 

AC is defined as positive emotional state in which the 

employee is willing to make an effort and choose to stay with 

the organization and to continue being a member of the 

organization because of emotional connection, 

organizational involvement, and faith in the values (4,9,10). 

AC refers to the strength of people’s willingness to continue 

working at an organization because they regard it positively 

and they agree with the goals and values it stands for (11). 

AC involves the emotional proximity of the employees, 

identification, and the involvement in the organization 

(12,13). 

B. Work-Life Quality (WLQ) 

WLQ is a management philosophy which increases the 

dignity of the employees, introduces the culture change, 

gives chance for growth and development, increases the 

dignity of all the employees, introduces changes within the 

organization, how far they 

work, and membership in the 

organization when it 
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facilitates the personal needs and interests which are 

required through their experience in the organization 

(14–17). WLQ is an opinion and impression based on the 

work conditions of employees in an organization (18). The 

WLQ refers to the perception of the employee’s welfare 

physically and psychologically in the work place (19). The 

WLQ is about the work environment, rewards, commitment 

towards the organization, acknowledgement, participative 

management, work-life balance, welfare facilities, proper 

complaint management, work satisfaction, etc. (20). 

C. Job Involvement (JI) 

JI is how far someone identifies and dedicates him or 

herself towards his or her job, having faith that there is a 

connection between individual performance in work and his 

or her dignity, active participation within, and regarding 

work performance as important (21–23). JI is how far 

someone personally involves him or herself in his or her job 

role (24). JI is the internalization of the values of 

righteousness about work or the importance of a job in 

individual values. JI is related with the importance of a job in 

someone’s daily life or routine. This means that if one gives 

the importance of his or her work, he or she would be loyal 

toward his or her job and organization. This also affects the 

performance of an individual (25). 

III. METHODOLOGY/MATERIALS 

A. Research Approach 

This research uses the quantitative-causal approach as the 

method of survey research. In this research, the WLQ is an 

exogenous variable, JI is an intervening endogen variable, 

and AC is a final endogen variable. 

B. Participants 

This research was conducted in Buddhist Schools in 

Jakarta. The analysis unit in this research is the Buddhist 

School’s teachers in Jakarta. The population is all the 

Buddhist School’s teachers which live in Jakarta with a total 

of 211 teachers out of 8 schools, ignoring the sex and 

education background. The samples were selected with the 

simple random sampling method by choosing the members 

of the population randomly, ignoring the classes (levels) of 

each of the population members. The population is 

homogenous and has a large number. From the existing 

population, the number of samples were calculated with the 

Slovin formula. Therefore, the sample used in this research 

is 138 teachers. 

C. Data Collection 

To obtain data in this research, a questionnaire was used 

for the three variables: WLQ (X1), JI (X2), and AC (Y). All 

the questionnaires were filled in by teachers from Buddhist 

High Schools in Jakarta. All the research instruments has 

tested and analyzed by the validity test and all the 

instruments had high reliability. Thus, all the instruments 

could be used in the research to obtain data. 

D. Data Analysis 

This research aims to know the influence of WLQ and JI 

towards the teacher’s AC. The analysis technique used is the 

path analysis. 

IV. RESULTS AND FINDINGS 

A. Data Description 

1) Affective Commitment (AC) 

The data obtained from the field was processed 

statistically into a table of frequency distribution. The 

number of classes were calculated according to Sturges’ 

rules. The results show eight classes with a maximum score 

of 148 and minimum score of 109. Therefore, the range of 

score is 39. The results of the descriptive statistic calculation 

show that average value (mean) of the AC is 126,93 with a 

standard deviation of 7,19 and a variant value of 51,6881, 

median of 126,52, and modus of 126,99.  

2) Work-Life Quality (WLQ) 

The WLQ data has a theoretic score range of 33 to 165 and 

an empiric score range of 102 to 165. Therefore, the range of 

score is 63. The data calculation results show an average 

value of 129,78, standard deviation of 12,67, variant of 

160,6426, median of 130,00, and modus of 134,42.  

3) Job Involvement (JI) 

The JI data has a theoretic score range of 32 to 160 and an 

empiric score range of 103 to 158. Therefore, the score range 

is 55. The results from the data calculation show an average 

of 127,98, standard deviation of 11,83, variant of 139,8608, 

median of 127,97, and modus of 128,17.  

B. Test of Analytic Requirements 

1) Normality Test 

The normality test was done using the Liliefors 

technique. The H0 criteria which states that the 

scores do not have a normal distribution is that if 

Lcount is less than Ltable. The results show that 

IF(Zi) – S(Zi)I is maximum which is concluded by 

Lcount for the three estimated errors of regression 

which are less than Ltabel. The rejected limit for H0 

which is shown in the Liliefors table for α = 0,05 

and n > 30 is 
n

0,886
. The results of the normality 

test are as follows: 

a) Normality Test for Estimated Errors of 

Regression of Y over X1  

The results show that Lcount = 0,0521. This value is less 

than Ltable (n = 138; α = 0,05) which is 0,075. The 

distribution of data for AC over WLQ forms a normal curve. 

b) Normality Test for Estimated Errors of 

Regression of Y over X2 

The results show that Lcount = 0,0290. This value is less 

than Ltable (n = 138; α = 0,05) which is 0,075. The 

distribution of data for AC 

over JI forms a normal curve. 
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c) Normality Test for Estimated Errors of 

Regression of X2 over X1  

The results show that Lcount = 0,0521. This value is less 

than Ltable (n = 138; α = 0,05) which is 0,075. The 

distribution of data for JI over WLQ forms a normal curve. 

 

2) Significance and Linearity of Regression Test 

a) Test of the Significance and Linearity of the 

Regression Model for AC over WLQ 

The results of the calculation for the regression model 

between AC and WLQ shows that the regression constant a = 

96,62 and the regression coefficient b = 0,23. Therefore, the 

relationship of the simple regression model is 
3X̂ = 96,62 + 

0,23X1.  

The regression model 
3X̂ = 96,62 + 0,23X1 for the 

significance test shows that Fcount 27,76 is more than Ftable 

(0,01;1:136) 6,82 for α = 0,01. Because Fcount > Ftable, the 

regression is very significant. The linearity test shows that 

Fcount is 0.96 which is less than Ftable (0,05;41:95) which is 1.52 

for α = 0.05. Because Fcount < Ftable, the distributions of dots 

which are estimated to form a linear line can be accepted.  

b) Test of the Significance and Linearity of the 

Regression Model for AC over JI 

The results of the calculation for the regression model 

between AC and JI shows that the regression constant a = 

95,76 and regression coefficient b = 0,24. Therefore, the 

relationship of the simple regression model is 3X̂ = 95,76 + 

0,24X2.  

The regression model 3X̂ = 95,76 + 0,24X2 for the 

significance test shows that Fcount 26,00 is more than Ftable 

(0,01;1:136) 6,82    for α = 0,01. Because Fcount > Ftable, the 

regression is very significant. The linearity test shows that 

Fcount is 1,13 which is less than Ftable (0,05;45:91) which is 1,51 

for α = 0,05. Because Fcount < Ftable, the distributions of dots 

which are estimated to form a linear line can be accepted.  

c) Test of the Significance and Linearity of the 

Regression Model for JI over WLQ 

The results of the calculation for the regression model 

between JI and WLQ shows that the regression constant a = 

96,05 and regression coefficient b = 0,25. Therefore, the 

relationship of the simple regression model is 2X̂ = 96,05 + 

0,25X1.  

The regression model 2X̂ = 96,05 + 0,25X1 for the 

significance test shows that Fcount 10,16 is more than Ftabel 

(0,01;1:136) 6,82 for α = 0,01. Because Fcount > Ftable, the 

regression is very significant. The linearity test shows that 

Fcount is 1,06 which is less than Ftabel (0,05;41:95) which is 1,52 

for α = 0,05. Because Fcount < Ftable, the distributions of dots 

which are estimated to form a linear line can be accepted.  

3) Test of Hypothesis 

Based on the analysis in the previous section and the 

calculations as shown abovementioned, the summary is as 

shows that the correlation between WLQ and JI is 0,264. The 

correlation between WLQ and AC is 0,412. The correlation 

between JI and AC is 0,401. 

a) First Hypothesis 

The WLQ has a direct and positive influence towards AC. 

H0 : β31 < 0 

H1 : β31 > 0 

H0 is rejected if tcount > ttable. 

Based on the calculations from the path analysis, the 

direct influence of WLQ towards AC, the coefficient value is 

0,329 and tcount is 4,29. The value of ttable for α = 0,01 is 2,61. 

Therefore, because the value of tcount is more than the value of 

ttable, H0 is rejected and H1 is accepted. In other words, WLQ 

has a direct influence towards AC.  

The analysis of the first hypothesis shows that WLQ has a 

direct and positive influence towards AC. Thus, it can be 

concluded that AC is influenced directly and positively by 

WLQ. An increase in WLQ causes an increase in AC. 

b) Second Hypothesis 

JI has a direct and positive influence towards AC. 

H0 : β32 < 0 

H1 : β32 > 0 

H0 is rejected if tcount > ttable.  

 Based on the calculations from the path analysis, the 

direct influence of JI towards AC, the coefficient value is 

0,314 and tcount is 4,10. The value of ttable for α = 0,01 is 2,61. 

Therefore, because the value of tcount is more than the value of 

ttable, H0 is rejected and H1 is accepted. In other words, it can 

be accepted that JI has a direct influence towards AC.  

The analysis of the second hypothesis shows that JI has a 

direct and positive influence towards AC. Based on that 

finding, it can be concluded that AC is influenced directly 

and positively by JI. An increase in JI causes an increase in 

AC. 

c) Third Hypothesis 

WLQ has a direct and positive influence towards JI. 

H0 : β21 < 0 

H1 : β21 > 0 

H0 is rejected if tcount > ttable. 

Based on the calculations from the path analysis, the 

direct influence of WLQ towards JI, the coefficient value is 

0,264 and tcount is 3,19. The value of ttable for α = 0,01 is 2,61. 

Therefore, because the value of tcount is more than the value of 

ttable, H0 is rejected and H1 is accepted. In other words, it can 

be accepted that WLQ has a direct influence towards JI. The 

analysis of the third hypothesis shows that WLQ has a direct 

and positive influence towards JI. Therefore, it can be 

concluded that JI is influenced directly and positively by 

WLQ. An increase in WLQ causes an increase in JI. 

4) Discussion of Research Results 

Based on the literature 

review and empirical study 

above, the research results are 
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discussed below to conduct a synthesis between the theory 

and the empirical findings. The detailed discussion of the 

analysis and hypothesis tests are elaborated below: 

a) The Influence of WLQ towards AC 

The first hypothesis test concludes that there is a direct 

and positive influence of WLQ towards AC with a 

correlation coefficient of 0,412 and path coefficient value of 

0,329. This means that WLQ has a direct influence towards 

AC. Previous research findings show that there is a 

significant positive influence of WLQ towards AC 

(12,26–28). WLQ is able to positively influence AC and 

increase their loyalty, which reduces turnover in an 

organization (29–31). In addition, increasing the WLQ in an 

organization makes employees more committed, motivated, 

and productive (32). A perfect WLQ will help an 

organization. An increase in the WLQ will improve 

employee welfare and, in turn, the welfare of the whole 

organization. This is an effort to take advantage of human 

resources in an organization (33). The WLQ of teachers 

integrate work roles and social roles so that they synergize 

effectively (34). If teachers increase WLQ and the work 

culture of a school, it will be beneficial towards the function 

of an educational organization effectively and individually 

(35). Teachers with high JI strongly favor their type of work 

and really care about increasing the quality of the school, 

happily obey the school rules and support school policies, 

etc. This research concludes that WLQ has a direct and 

positive relationship towards AC. This means that optimal 

WLQ increases Buddhist School teachers’ AC. 

b) The Influence of JI towards AC 

The second hypothesis test concludes that there is a direct 

and positive influence of JI towards AC with a correlation 

coefficient of 0,401 and a path coefficient value of 0,314. 

This means that JI directly influences AC. Previous research 

similarly concludes that employees’ high JI will make 

employees have a deep emotional attachment (AC) to stay in 

the organization (36–38). People who are not involved in 

their jobs and who think that their jobs are not an important 

aspect of their life, psychologically, what can occur is 

dissatisfaction with their superior as a whole, and it results in 

low AC in employees (22). JI is indeed important for 

employee commitment. This clearly shows that 

organizations who have a culture of JI have more committed 

employees in comparison to those who do not involve their 

employees at all (25). Employees who feel a positive change 

in their daily work experience have AC that can be 

maintained or even increased (39,40). This research 

concludes that JI directly and positively influences AC. This 

means that optimal JI increases Buddhist School teachers’ 

AC. 

c) The Influence of WLQ towards JI 

The third hypothesis test concludes that there is a direct 

and positive influence of WLQ towards JI with a correlation 

coefficient of 0,264 and a path coefficient value of 0,264. 

This means that the WLQ directly influences JI. This is 

similar to previous research which state that WLQ greatly 

influences someone’s JI in an organization (41,42). WLQ 

and all the dimensions in it significantly influence 

employees’ JI (43). WLQ increases confidence, productivity, 

JI, retention, and problem solving which can increase both 

employee satisfaction and an organization’s effectiveness 

(15). WLQ in an organization is indeed a difficult task even 

though there is a collective agreement about the welfare of 

employees. Factors on work placement and policies 

influence the work process and psychology of employees 

(44). WLQ is intended to increase employees’ confidence, JI, 

and problem solving skills which in turn could increase both 

employee satisfaction and an organization’s effectiveness 

(14,45). This research concludes that WLQ directly and 

positively influences JI. This means that optimal WLQ 

increases Buddhist School teachers’ JI. 

V. CONCLUSIONS 

Based on the results of the research data and the analysis 

of the data which has been discussed with all the 

requirements of data analysis, the conclusions derived are as 

follows: 

 WLQ has a direct and positive influence on AC. 

This means that an increase in WLQ causes an 

increase in the AC of Buddhist School’ teachers. 

 JI has a direct and positive influence on AC. This 

means that an increase in JI causes an increase in 

the AC of Buddhist School’ teachers. 

 3. WLQ has a direct and positive influence on JI. 

This means that an increase in WLQ causes an 

increase in the JI of Buddhist School’ teachers.  

A. Implications 

1) Efforts to increase AC through WLQ 

Increasing AC can be done by increasing WLQ. This 

effort can be carried out by various activities: increasing the 

faith in WLQ, to attract and maintain competent teachers, to 

improve the performance of a school, to create a safe and 

healthy work condition, to increase the teachers’ abilities, to 

maintain the balance of work and other aspects of life, to 

provide sufficient salary and benefits, and to manage the 

balance of the teachers’ work hours. 

2) Efforts to increase AC through JI 

Increasing AC can be done by increasing JI. Therefore, 

increasing AC can be carried out through efforts to give 

teachers a chance to participate in making decisions related 

to work, to contribute ideas, to have plans regarding the 

suggestions, and to implement the suggestions. 

B. Recommendations 

 The headmaster, as the highest authority and also 

the role model for the teachers should be able to 

advise, direct, and increase the sense of 

responsibility and ownership towards the school 

and also awareness of the teacher’s profession by 

creating programs 

on WLQ.  
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 The teachers, in regarding their duties as teachers, 

should have high AC and love for their jobs so that 

they can feel sincerity towards the profession, 

responsibility, and ownership which can encourage 

themselves to do their job. 

C. Limitations and Future Research 

Researchers may regard this study as a reference in future 

research related to teachers’ AC because the scope of this 

research is limited to the WLQ and JI. 
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