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Commitments 
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Abstract— This study was to determine the effect of transformational leadership and organizational culture on teacher commitment at Amanah Husada 
Health Vocational High School pemalang. This research was conducted by questionnaire survey method on teachers at Amanah Husada Health 
Vocational High School Pemalang Regency. Data collection was done by distributing questionnaires to respondents. The questionnaire was distributed 
to 37 teacher respondents at Amanah Husada health Vocational School pemalang. The analytical tool used is multiple linear regression using the SPSS 
16.00 application. The results showed that: a) there was no significant positive effect of transformational leadership on teacher organizational 
commitment at the Amanah Husada  Health Vocational High School Pemalang, b) there was a significant positive influence of organizational culture on 
teacher organizational commitment at Amanah Husada Health Vocational High School pemalang c) There were positive   influences Significant 
transformational leadership and organizational culture simultaneously on the organizational commitment of teachers at Amanah Husada Health 
VocationalHighSchoolPemalang. 
 
Index Terms— Transformational Leadership, Organizational Culture, Organizational Commitment 

——————————      —————————— 

1 INTRODUCTION                                                                     

THE progress of a nation depends on the quality of its human 
resources. Quality human resources will influence the 
progress of the nation's civilization. One effort to improve the 
quality of human resources is to provide quality education. 
Quality education can be realized with an education system 
that can ensure equitable access to education for all people in 
remote parts of the country, improve the quality of education, 
relevance to the demands of development in accordance with 
the times and efficient use of resources so that the human 
resources can bring people closer to their ideals -this story.In 
national education in Indonesia, which is regulated through 
Law Number 20 of 2003 concerning Article 3 of the National 
Education System, it is affirmed that National Education 
functions to develop capabilities and shape dignified national 
character and civilization in order to educate the nation, aiming 
at developing potential students to become human beings who 
believe and devote to God Almighty, are noble, healthy, 
knowledgeable, capable, creative, independent and become 
citizens of democratic and responsible [1]. The key to 
Indonesian education contained in Law Number 20 of 2003 
holds responsibility in improving quality human resources for 
its existence in global competition or association [2]. In 
creating quality education there is a need for support from all 
educational sources which include curcums, financial services, 
education staff and educators.Vocational High School (SMK) 
is one of the educational institutions in the national education 
system which aims to develop the potential of students to 
become human beings rhyming and devoted to God Almighty, 
noble, healthy, knowledgeable, capable, creative, 
independent, and become citizens democratic and responsible 
country. In its activities, Vocational Schools hold further 

education for junior high school graduates to have the 
knowledge, attitudes, and skills needed to be able to continue 
their education to higher education. In accordance with its 
essence, the essence of education in Vocational Schools is 
the learning process, where the teacher is a human resource 
(HR) that greatly determines the success of the learning.The 
Directorate of Education Personnel 2007 explains that 
teachers are an element of education that is very closely 
related to students and determines success in achieving goals 
[3]. In Article 7 of the Republic of Indonesia Law Number 14 of 
2015 concerning Teachers and Lecturers it is stated that the 
teaching profession is a special job carried out based on the 
principle of having a commitment to improve the quality of 
education, faith, devotion, and noble character. The teacher's 
organizational commitment is determined by one of which is 
related to leadership and organizational culture [4]. 
Organizational commitment is an important concept in 
management and has been widely studied by organisation 
researchers, especially in organiasai psychology and 
organizational behavior (Meyer et al in Laka) [5]. 
Organizational commitment as a psychological state that 
characterizes employee relations with the organization and 
has implications for the decision to continue membership in 
the organization. Organizational commitment implies 
something that is more than passive loyalty to the company, in 
other words organizational commitment implies an employee's 
relationship with the organization or company actively. 
Organizational commitment is influenced by several factors. 
According to Morrow in Laka demographic factors such as 
age, gender, marital status, level of education and work 
experience affect the commitment of an employee [6].The 
same thing happened in Amanah Husada health Vocational 
High School Pemalang Regency, which made organizational 
commitment as one of the bases in achieving its goals. As an 
educational organization that aims as a public service in the 
field of education, it requires organizational commitment from 
all parties. The involvement of all parties is needed in order to 
achieve the goals of the organization. The involvement of the 
teacher can be demonstrated through involvement in physical, 
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psychological, and cognitive forms. Teachers who feel bound 
will be able to give their dedication in achieving the school's 
goals, vision and mission. In his research, Robert in Laka 
found a positive relationship between organizational 
commitment and organizational culture [7]Cho, Heater and 
Carol in the research conducted concluded that organizational 
culture has a positive influence on organizational commitment 
[8]. Research conducted by Field and Johana also concluded 
the same thing. In the study it was concluded that 
organizational culture is one of the aspects that influence the 
commitment in the organization [9].The organization itself can 
be said as a tool to achieve the goals together, therefore the 
organization can also be said as a forum for the activities of 
the people who cooperate in their efforts to achieve their 
goals. In these activities the people in the organization must 
have clarity regarding their duties, authority, responsibilities, 
relationships and work procedures.One of the fundamental 
aspects of the organization is leadership. In describing 
leadership, it is described in several terms based on the 
characteristics and actions taken, starting from charismatic 
leadership, transactional leadership, to the most widely 
adopted criteria are transformational leadership. The 
transformational leadership model is a relatively new model in 
leadership studies. This model is considered the best model in 
explaining leadership characteristics. The concept of 
transformational leadership integrates ideas developed in the 
character, style, and contingency approaches. The essence of 
transformational leadership is sharing of power. In this 
concept, a transformational leader involves subordinates 
together to make changes or often called empowerment. 
Through transformational leadership there is a positive 
attachment between superiors and 
subordinates.Transformational leaders must be able to define, 
communicate and articulate the organization, and they must 
accept and recognize the credibility of their leaders. 
Transformational leaders must also have the ability to equalize 
the vision of the future with their subordinates, and enhance 
the needs of subordinates at a level higher than what they 
need. The existence of transformational leaders has a 
transformation effect both at the organizational level and at the 
individual level.Starting from the above phenomenon, the 
author will look at an educational organization found at 
Amanah Husada health Vocational High School Pemalang 
Regency. The focus of the study focused on the management 
of educational institutions, namely Amanah Husada health 
Vocational High School Pemalang Regency. This school is a 
health school that makes teachers also have the status as 
employees of the Foundation that houses the Amanah Husada 
Health Vocational School in Pemalang Regency.The 
researcher focused this study with the title "The Influence of 
Transformational Leadership and Tehadap Organizational 
Culture Teacher Commitment at Amanah Husada Pemalang 
Health Vocational high School". Therefore, this study will 
answer some other formulation of delivery problems: (1) 
whether there is an effect of transformational leadership on 
teacher commitment at Pemalang Health Vocational high 
School of Amanah Husada ?. (2) Is there an influence of 
organizational culture on the commitment of teachers at 
Amanah Husada Health Vocational high School ?. (3) Is there 
an influence of transformational leadership and organizational 
culture on teacher commitment in Amanah Husada Pemalang 
Health Vocational high School? 

 

2 LITERATURE REVIEW 
 
2.1 TRANSFORMATIONAL LEADERSHIP 
Leadership and organization are two concepts that cannot be 
separated from one another. In a leadership organization, it is 
needed to give direction to efforts in achieving the goals of the 
organization. Therefore, one form of leadership is needed in 
achieving organizational goals, namely transformational 
leadership.A leader who adopts transformational leadership is 
characterized by his ability to bring significant changes in the 
organization, starting from the improvement of vision, strategy, 
and organizational culture that is audited with product and 
technology innovation. Like the opinion of Richard L. Daft, 
Transformational leadership is characterized by the ability to 
bring about a significant change in both followers and the 
organization [10]. Transformational leaders have the ability to 
lead changes in organization vision, strategy and culture as 
well as promoting innovation in products and technologies. In 
line with the opinion of Richard L. Daft, McShane and Von 
Glow define transformational leadership as follows, 
transformational Leadership is Leadership perspective that 
explains how leaders of organizations or creating, 
communicating, and modeling a vision for an organization or 
work unit and inspiring employes to strive for that vision [11] 
In addition, transformational leadership must also be able to 
inspire followers to prioritize the interests of the organization 
rather than their own interests. In accordance with the opinion 
of Stephen P. Robbins and Timothy A. Judge, transformational 
leadership inspire followers to transcend their own self interest 
for the good of organizations and are capable of having a pro 
and extraordinary effect on their followers 
[12].Transformational leadership can also inspire followers to 
understand their work. As described by Colquitt, LePine and 
Wesson state that transformational leadership is, 
transformational leadership involves inspiring followers to 
provide meaning to their work while serving as a role model 
who helps followers develop potential potential problems from 
new perspectives [13]. In facing challenges in the future, the 
application of transformational leadership can be applied as a 
solution. According to Don Hellriegel, John W Slocum, JR, 
transformational leadership involves anticipating future trends, 
inspiring followers to understand and embrace new vision of 
possibilities, developing others to leaders or better leaders, 
and building the organization or group into community of 
challenged and rewarded learners [14]. According to Gary 
Yukl with transformational leadership, followers provide trust, 
admiration, loyalty and respect for leaders and they are 
motivated to do more work than they set at the beginning. 
Transformation leaders will motivate their followers by, (1) 
making them more aware of the importance of the results of 
the tasks they are working on, (2) encouraging them to go 
beyond their own interests for the organization or team and (3) 
upholding the needs of employees [15].In transformational 
leadership, according to Richard L. Daft has four significant 
fields namely (1) transformational leadership aims to develop 
a follower to be a leader, (2) transformational leadership raises 
the motivation of followers from low-level physical needs such 
as for safety and security becomes a high level psychological 
need such as self-esteem and self-actualization, (3) 
transformational leadership inspires followers to surpass their 
own interests for the good of the group, (4) transformational 
leadership describes the desired vision and future conditions 
[16]From the description above can be synthesized 
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transformational leadership is the behavior of a leader who 
works with others to optimally empower organizational 
resources (facilities, funds, organizational external factors, 
human resources) in order to achieve meaningful goals in 
accordance with the achievement targets has been 
established. The indicators are the influence of individuals, 
inspiring, intellectual stimuli and individual 
considerations.There are several indicators of transformational 
leadership according to Bass and Avolio, namely: a) charisma 
leads to transformational leadership behavior in which 
followers work hard beyond what is imagined. Followers 
especially admire, respect and trust as their leader. They 
identify the leader as someone as their vision and values, b) 
inspirational motivation where the leader uses various symbols 
to focus effort or action and express goals in simple ways. He 
also aroused a spirit of teamwork, enthusiasm and optimism 
among coworkers and subordinates, c) intellectual stimulation 
is an effort to provide support to followers to be more 
innovative and creative where leaders encourage followers to 
ask assumptions, bring new ideas, d) Individual Consideration, 
leaders transformational gives special attention to the needs of 
each individual to achieve and develop, by acting as a coach, 
advisor, teacher facilitator, trusted person and counselor [17]. 
 
2.2 ORGANIZATIONAL CULTURE 
Griffin and Moorhead define organizational culture as the 
basic assumptions provided by groups that are created, found 
or developed in learning to overcome the problem of external 
adaptation and internal integration. Griffin and Moorhead 
reaffirmed his opinion about organizational culture is a set of 
values that are often given, taken to help people in the 
organization, whose actions can be considered accepted and 
not accepted [18]Wagner and Hollenbeck argue that 
organizational culture is informal, grouped by observing life 
and membership that ties together and influences what they 
think about themselves and their work [19]. Luthans reveals 
that organizational culture is defined as the basic assumptions 
that are created, discovered or developed by a particular 
group as learning to overcome adaptation from the outside 
and incorporation from within. This has worked quite well, is 
considered valuable because it must be taught to new 
members as the right way to know, think and feel the bond in a 
problem [20]John and Robert say that organizational culture 
refers to a system of meaning togetherness between members 
that distinguishes the organizations we follow with other 
organizations. While Qolquit defines organizational culture is a 
variety of knowledge possessed in the organization regarding 
rules, norms, and values that shape their attitudes and work 
behavior [21].Based on the description of the concept of 
organizational culture above can be synthesized 
organizational culture is a set of values, norms that have 
become a habit that is felt by every member of the 
organization, with several indicators, namely responsibility, 
problem solving, solidarity, tolerance, discipline and 
communicative.Robbins argues that organizational 
characteristics are as follows: a) Individual initiatives and risk 
taking, namely the level of responsibility, freedom and 
interdependence of individuals, b) Tolerance of risky actions, 
namely the extent to which members of the organization are 
encouraged to act actively , innovative, and taking risks, c) 
direction from the leader, namely the extent to which the 
organization clearly sets goals and expectations regarding 
achievement, d) integration, namely the extent to which units 

within the organization are encouraged to work in a 
coordinated manner, e) management support, namely the 
extent to which leaders provide clear communication, 
assistance and support to their subordinates, f) control, 
namely the number of regulations and direct supervision used 
to monitor and control the behavior of members of the 
organization, g) identity, namely the extent to which members 
identify himself as a whole with the organization rather than 
with a particular working group or with professional expertise, 
h) a reward system, namely the extent to which the allocation 
of benefits (salary increase or promotion) is based on 
performance criteria as opposed to seniority, favoritism and so 
on, i) tolerance to conflict, namely the level the extent to which 
members of the organization are encouraged to express 
conflict and criticism openly, j) communication patterns, 
namely the extent to which organizational communication is 
limited by the hierarchy of formal authority [22]While Hofstede, 
et al. outlines six indicator concepts of organizational culture, 
namely: a) professionalism is the quality, quality and behavior 
that characterizes a profession in an organization, b) the 
distance of management is an imbalance in the division of 
power it is a natural thing, c) trust in coworkers is an attitude 
that arises to acknowledge and believe in someone, d) hostility 
is a competitive situation between employees in the company, 
e) regularity is the clarity of the structure, discipline, direction 
and goals of the organization, f) integration is an act of 
assimilation to become a round and whole unit. The six 
indicators above are a measuring tool to determine the 
influence of organizational culture on teacher organizational 
commitment [23]. 

 
2.3 ORGANIZATIONAL COMMITMENT 
The existence of an organization is inseparable from the 
existence of individuals who work together to achieve 
organizational goals. In achieving the goals of the 
organization, basically a commitment is needed that is able to 
maintain the membership of each individual in the 
organization. According to Calquitt, Lepine and Wesson, 
organizational commitment is the desire of individuals to 
remain members of the organization [30]. This is in line with 
the opinion of Ricky W. Griffin and Greogry Moorhead 
organizational commitment is a feeling of fusing with the 
organization [31].Timoty T. Baldwin, William H. Bommer, 
Robert S. Rubin, organizational commitment is an attitude that 
reflects the extent to which an employee knows what the 
organization really is and has a desire to remain a member of 
the organization. Organizational commitment includes three 
factors, namely strong belief and acceptance of goals and 
values of the organization, the willingness to exert maximum 
effort on behalf of the organization, and the desire to maintain 
organizational membership [32].Furthermore, John W. 
Newstroom defines organizational commitment is the extent to 
which an employee knows what and how his organization and 
wants to continue to actively participate in it [33]. While James 
Campbell Quick, Debra L. Nelson organizational commitment 
is the power of individual identification of the organization [34] 
Organizational commitment itself has three dimensions, as 
stated by Blau namely affective, normative, and sustainable 
towards the organization. Affective commitment refers to a 
person's emotional bond to his task (I want to remain). 
Normative commitment is a person's feelings for their duties (I 
want to remain). Continuous commitment refers to the 
assessment of losses if leaving work (I must remain). Affective 
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commitment causes someone to stay with the organization 
because they want it. Normative commitment is an obligation 
to stay in the organization because of the obligation to do so. 
Ongoing commitment leads to the calculation of profit and loss 
with regard to the desire to retain or leave a task [35]Based on 
the discussion above and some opinions about commitment in 
the organization, it can be synthesized that organizational 
commitment is the desire of a person to remain a member of 
the organization by playing an active role in achieving its 
goals, with several indicators including loyalty to the 
organization, having effort and hope strong for the 
organization, and has an attachment to staying in the 
organization.According to Wijaya the characteristics of teacher 
commitment are as follows: a) the teacher has an initiative to 
overcome the problems that arise, both directly against him or 
his colleagues, b) the teacher has an emotional nuance, which 
is to make the teacher's target and school goals one or feel a 
strong attachment, c) the teacher is willing to make the 
necessary sacrifices, d) the teacher has a strategic vision that 
is not selfish, e) the teacher works in earnest even without 
direct compensation, f) the teacher feels as the owner or sees 
himself as the owner so that each task is completed as quickly 
and best as possible, g) the teacher has a clear mission 
statement to describe the stages to be achieved, h) the 
teacher has self-awareness with a clear feeling that the work 
is not a burden [36].Strees describes aspects of teacher 
commitment which are divided into three groups, namely a) 
identification (trust values) with the organization, namely 
acceptance of goals, where this acceptance is the basis of 
commitment. Teacher identification appears through the 
attitude of agreeing to the secular wisdom and the similarity of 
organizational values in the school, pride is part of the 
organization in the school, b) involvement that is the 
willingness to strive for the organization. Engagement in 
accordance with work roles and responsibilities at school. 
Teachers who have a high commitment will receive all the 
tasks and job responsibilities given to them, c) loyalty, namely 
the strong desire to maintain their membership in the school 
organization. Loyalty to organizations in schools is an 
evaluation of commitment and the existence of emotional ties 
and attachments between organizations and teachers. 
Teachers with high commitment feel the presence of loyalty 
and belonging to the organization in the school. [37] 

 
3 METHODS 
This study belongs to the category of causal associative 
research using a quantitative approach. Causative associative 
research is research that aims to determine the influence of 
two or more variables. Research II will explain the relationship 
influencing and influenced by the variables to be examined, 
namely the influence of teacher commitment variables that are 
influenced by transformational leadership variables, and 
organizational culture variables. The quantitative approach is 
used because the data that will be used to analyze the 
influence between variables is expressed by numbers.In this 
study the population used was all Teachers at Amanah 
Husada Health Vocational high School in Pemalang Regency. 
Population is the whole object or subject that has certain 
qualities and characteristics set by the researcher to study and 
draw conclusions (Arikunto) [38]. If only examining a portion of 
the population, it is done by sampling. According to Arikunto 
what is said to be a sample is part of the object or 
representative of the population to be studied [39]. The 

number of teachers at Amanah Husada Pemalang Health 
Vocational high School is 37 people. This number is the 
population in this study. Due to less than 100 people, the 
population was all used as research samples. So it can be 
concluded that the population and sample are 37 people. 

 
4 FINDINGS AND DISCUSSIONS 
The results of the normality test show that the Kolmogorov-
Smirnov Z value on the transformational leadership variable 
(X1) is 1.043, the organizational culture (X2) is 1.097, and the 
organizational commitment variable (Y) is 0.835 and all of 
these variables have Asymp. Sig. (2-tailed) greater than 0.05, 
it can be concluded that the data is normally distributed. 
The results of the multicollinearity test show that the 
requirements for qualification in the multicollinearity test have 
been fulfilled by all existing independent variables, namely 
tolerance values greater than 0.1000 and the VIF (Variance 
Inflation Factor) value of not more than 10. The VIF value of 
the independent variable is 1.976 . Thus it can be concluded 
that the model in this study fulfills the requirements to be a 
good regression model because its value is still below 95: so 
that it can be said that there is no multicollinearity (non-

multinlinearity).The autocorrelation test results show that the 
value of DW is 1,259. Furthermore, this value will be 
compared with the value of dU and dL in the Durbin Watson 
table with a significant level of 5%, the number of samples (N) 
37, and the number of independent variables 2, then the 
calculated DW value is dL 1.4151 and dU 1.6091. There is no 
autocorrelation hypothesis because the DW count is smaller 
than dL or 0 <DW <dL which is 0 <1.259 <1.4151. 
The results of heteroscedasticity test show a Scarterplot graph 
image shows that the distribution of data is not regular and 
does not form a certain pattern, and the points spread 
randomly above and below the number 0 on the Y axis, so it 
can be concluded that this research model qualifies to be a 
good model because it is a model of homoskedasticity ) or 
variance and one residual value of observation with the other 

observations fixed. The multiple regression equation Y = 
52,273 - 0,436 X1 + 0,744 X2 
The interpretation of the relationship between 
transfomational leadership variables (X1), organizational 
culture variables (X2) on organizational commitment 
variables (Y) based on the above equation are: a) a = 
52,273, if everything consists of transformational leadership 
(X1) and organizational culture (X2) there is no 
multicollinearity considered constant or constant, then the 
organizational commitment (Y) of the teacher at Amanah 
Husada Pemalang Health Vocational high School is 
constant or constant at 52,273 points or units, b) b1 this 
parameter value or b1 coefficient shows that if 
transformational leadership (X1 ) increase, it will decrease 
the organizational commitment (Y) of teachers at Amanah 
Husada Health Vocational School Pemalang is constant or 
fixed at -0.436 points or units. Likewise, if the 
transformational leadership (X1) goes down, it will increase 
the organizational commitment (Y) of the teacher in the 
Amanah Husada Health Vocational School Pemalang is 
constant or fixed at -0.436 points or units, c) b2 = 0.744 
This parameter value or coefficient b2 shows that if 
transformational leadership (X1) increases, it will increase 
the organizational commitment (Y) of teachers in Amanah 
Husada Health Vocational School Pemalang is constant or 
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constant at 0.744 points or units. Vice versa, if 
transformational leadership (X1) increases organizational 
commitment (Y) teachers at Amanah Husada Health 
Vocational School Pemalang is constant or constant at 
0.744 points or units. 
 

TABLE 1 

TABLE OF TESTING OF PARTIAL HYPOTHESES 

Hypothesis Value Status 

It is assumed that there is a 

positive influence of 

transformational leadership (X1) 

on organizational commitment 

variables (Y) in Amanah Husada 

Pemalang Health Vocational high 

School. 

Thitung = -1,081 

Sig t = 0,286 

Ttabel = 2,023 

HO1 is rejected 

and 

Ha1 accepted 

It is assumed that there is a 

positive influence of 

organizational culture (X2) on the 

variable organizational 

commitment (Y) of teachers at 

Amanah Husada Pemalang 

Health Vocational high School. 

Thitung = 2,565 

Sig t = 0,014 

Ttabel = 2,023 

HO2 is rejected 
and 
Ha2 accepted 

 

Source: Results of primary data SPSS output processed, 2019 

 
Data analysis showed that HO1 was accepted Ha1 was 
rejected. This means that there is no positive effect of 
transformational leadership (X1) on organizational 
commitment (Y) of teachers at Amanah Husada health 
Vocational School pemalang. The results of this study do not 
support hypothesis 1 that there is a positive effect of 
transformational leadership on organizational commitment (Y). 
 

F Test Result Table 

Hypothesis Value Status 

It is suspected that there is a 

positive influence of 

transformational leadership (X1) 

and organizational culture (X2) on 

the variable organizational 

commitment (Y) of teachers at 

Amanah Husada Pemalang 

Health Vocational high School. 

Fhitung = 3,807 

Sig F = 0,31 

Ftabel 3,23 

HO3 is rejected 

and 

Ha3 is accepted 

Source: Results of primary data SPSS output processed, 2019 

 
Data analysis showed that HO3 was rejected and Ha3 was 
accepted. This means that transformational leadership (X1) 
and organizational culture (X2) have a very low influence on 
the organizational commitment (Y) of teachers at Amanah 
Husada health Vocational high School pemalang. The results 
of this study prove that there is the influence of 
transformational leadership (X1) and organizational culture 
(X2) jointly influence organizational commitment. 
Organizational culture plays a key role, while transformational 
leadership as a mediating variable has no significant effect on 
increasing teacher organizational commitment at Pemalang 
Health Vocational School. So, not the transformational 
leadership of the principal raises the behavior of the teacher's 
organizational commitment at Pemalang Health Vocational 
high School of Amanah Husada, but the most influential is 
organizational culture.The Summary Model is known as the 

coefficient of determination (Adjusted R Squere) of 0.118. This 
means that transformational leadership (X1) and 
organizational culture (X2) affect organizational commitment 
(Y) by 11.8% while the remaining 88.2% is influenced by other 
variables outside of this regression model, the influence of 
other variables is often referred to as error ( e). So it can be 
concluded that transformational leadership (X1) and 
organizational culture (X2) have very low influence on the 
organizational commitment (Y) of teachers at Amanah Husada 
Pemalang Vocational School.The dominant variable in this 
study can be seen from the Beta value in the regression 
equation in column B, of the three dominant independent 
variables. The highest value on the Beta coefficient is the 
dominant variable, in this study the highest value is 
organizational culture (X2) which is equal to 0.523 which 
means that organizational culture (X2) has a very large 
influence on increasing teacher organizational commitment (Y) 
in Amanah Vocational Health Pemalang Husada. 
 

5 CONCLUSIONS AND SUGGESTIONS 
5.1 CONCLUSIONS 

This study of transformational leadership and organizational 
culture on teacher organizational commitment at Amanah 
Husada Pemalang Health Vocational School has the following 
conclusions: a) There is no significant positive effect of 
transformational leadership on teacher organizational 
commitment in Pemalang Husada Health Vocational School, 
b) there is a significant positive effect of organization culture 
towards teacher organizational commitment in Amanah 
Husada Health Vocational high School Pemalang c) There is a 
significant positive effect of transformational leadership and 
organizational culture simultaneously on the organizational 
commitment of teachers at Amanah Husada Vocational high 
School pemalang. 

 
5.2 SUGGESTIONS 
Suggestions that can be given by the author are as follows, a) 
it is recommended for future researchers to conduct research 
on other components besides transformational leadership 
problems, organizational culture on teacher commitment that 
has been discussed by the author or with different dimensions 
and indicators so knowledge of management human 
resources for the community will be more developed and 
useful and can produce creative ideas that are certainly useful 
in the future, b) it is recommended for other researchers to be 
able to conduct more in-depth research into the combination of 
the two determinants of organizational commitment, c) 
suggested for institutions to increase the organizational 
commitment of teachers at Amanah Husada Pemalang Health 
Vocational high School by paying attention to the relationship 
of transformational leadership and organizational culture that 
will be able to improve organizational commitment can be 
implemented in accordance with organizational goals. 
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