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Corresponding Author ? Abstract

The research objective was to determine the effect of Participative leadership,
organizational climate, and organizational commitment on the work
productivity of vocational school teachers in the city of Mataram. The research
method is quantitative. The sampling technique of 721 teachers used random
sampling based on the Morgan table corrected using the Warwick and Lininger
formulas to obtain a sample of 186 respondents. Hypothesis testing uses
Structural Equation Modeling analysis with Partial Least Squares (PLS-SEM).
The research results are; (1) Participative leadership has a direct positive and
significant effect on organizational commitment and work productivity; (2)
organizational climate has a direct positive and significant effect on work
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commitment and productivity; (3) Participative leadership has an indirect
participative leadership; effect on work productivity through organizational commitment. (4)
organizational climate; organizational climate has an indirect effect on work productivity through
organizational organizational commitment. Organizational commitment can act as a full
commitment; mediation. It is suggested that in increasing teacher work productivity apply
work productivity; Participative leadership, organizational climate and involve organizational
commitment as a mediating variable.
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This is an open access article under the CC BY-NC-ND license
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1 Introduction

Teachers have an important role in building the country and society, especially in developing countries like
Indonesia. Teachers carry out their obligations depending on the readiness to sacrifice and work hard, so it is
very necessary to have high competence to be able to work effectively and efficiently so that educational goals
can be achieved optimally (Law No. 14, 2005). Teacher professionalism is built through the mastery of
competencies that are needed in completing work. Important competencies for teacher positions are
competence in the field of substance or field of study, competence in the field of learning, competence in the
field of value education and guidance as well as competence in the field of relations and training/community
service (Low of Ministry No. 16, 2007).

As a profession, teachers gain public trust to improve the quality of their productivity. The strength of a
profession's existence depends on public trust. The community believes that the necessary educational
services in schools can only be obtained from teachers. Public trust is a key factor in strengthening
professional identity and enabling members of the teaching profession to carry out their functions in
professional ways (Wahyuni et al., 2019).

Efforts to increase productivity through increasing competence are closely related to the job training
carried out and also the individual characteristics of each teacher. So it is expected that the higher the quality
of job training carried out and the better the individual characteristics of teachers, the more competence and
productivity of teachers will increase. Teacher work productivity is said to be good if it fulfills several
indicators (Sutikno, 2009), as follows: (1) Designing learning, implementing learning, and evaluating learning;
(2) Academic achievements, with indicators of academic works and monumental works; (3) Professional
development work, which includes indicators of article writing, creation and use of media, and learning tools;
and (4) Participation in scientific forums, with indicators of workshops, training, speakers, and seminar
participants

Based on the United Nations UNDP report on March 21, 2017, the HDI (Human Development Index) HDI
(Human Development Index), Indonesia was ranked 113th out of 187 countries in 2015. Previously the HDI
ranking for Indonesia in 2014 was 110th. The dynamics of Indonesia's HDI component between 2014-2015 in
the education sector can be seen, namely the number of students dropping out of school increased from 11%
to 18.1%, for a fixed education gap of 20.8%.

The research phenomenon that occurred in SMK educational institutions in Mataram City showed that the
level of teacher work productivity was still low, especially in terms of making learning tools, carrying out
classroom action research, compiling enrichment and remedial programs, and making evaluation tools, which
was only an average of 18, 55%, 24.18% and 64.96% (Dapodik, 2023).

In addition to this phenomenon, there is a research gap in previous research, namely between Kunartinah
and Fajar and Slamet Rahardjo's research with Suhartono. Kunartinah and Fajar and Slamet Rahardjo stated
that job satisfaction has a positive and significant effect on work productivity. Meanwhile, Suhartono stated
the opposite, namely job satisfaction has a negative and insignificant effect on work productivity. Then there
is also a research gap between the research of Fauziyah, et al and Suhartono. Fauziyah, et al stated that
organizational climate had a positive and significant effect on work productivity, while Suhartono stated the
opposite, namely organizational climate had a negative and insignificant effect on work productivity (Sanosra
etal,, 2021).

The fundamental factor that is closely related to productivity is teacher satisfaction related to well-being.
This satisfaction is motivated by factors, compensation for services, a sense of security, interpersonal
relationships, conditions of the work environment, and self-opportunities. These five factors have not been
fully realized in today's teacher environment (Rapareni, 2013).
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Low job satisfaction and organizational climate impact other aspects of learning. Teacher productivity in
the context of lesson preparation has also decreased in quality. This condition appears when supervision is
carried out regarding the preparation of learning tools, there are still many teachers who have not mastered
the subject being taught. Not infrequently it is still found that in the preparation of devices they buy devices
that are sold freely in the market. These conditions require the need for assistance in writing tools when they
receive training in writing scientific papers or when they conduct research related to learning materials

Work productivity requires a change in mental attitude based on work today must be better than
yesterday, and tomorrow's way of working is better than today, (Lestari et al, 2022). Teacher work
productivity is the success of the teacher's work in carrying out learning activities to achieve the expected
quality of learning outcomes, (Wahyuni et al.,, 2019). Productivity is the comparison of a certain amount of
output with a certain amount of input for a certain period (Mukti, 2017). Productivity is a measure of a
person's efficiency, it could also be the efficiency of a machine or system in turning inputs into outputs
(Zuliawati, 2016).

Low teacher productivity also results in student productivity so it is necessary to increase teacher
productivity because at this time students' interest in reading is also low. According to Jiyono (Zuliawati,
2016), shows that the study of elementary school students' willingness to read conducted by the International
Association for Evaluation of Education (IEA) in 30 countries in the world shows a low willingness to read
(Literacy Standard). Based on UNESCO data in Mustafa, the percentage of Indonesian reading interest is only
0.01 percent. In the last 20 years of research, Indonesia has experienced a decline in reading habits. Therefore,
the products produced by the teacher are not only for promotion/class but to enrich the literacy/reading of
the students they teach so that they will become students who comply with competency standards and can
become companions for their students to improve their reading literacy (Harris & Sass, 2014; Shikdar &
Sawaged, 2003; Neal et al.,, 2000; Permarupan et al., 2013).

Work productivity includes the mental attitude and behavior of teachers who always have the view that
the work carried out today must be of higher quality than the implementation of work in the past and that
today's work system is more effective and efficient than past work patterns and systems as well as future
output. achieved in the future must be of higher quality and quantity than the current output. Indicators of
work productivity include (a) having skills; (b) having a work ethic; (c) carrying out self-development; (d)
service efficiency in education; (e) creating learning designs (Hambali, 2021; Sutikno, 2009), Effectiveness and
efficiency are characteristics of educational productivity as a criterion or measure of educational productivity
(Zuliawati, 2016). Work productivity is measured based on 6 indicators including (1) Ability, (2) Increased
results, (3) Self-motivation, (4) Self-development, (5) Quality, and (6) Efficiency.

The main factor that greatly influences work productivity is Participative leadership. Leadership is one
part of management. Leadership plays a dominant, crucial, and critical role in all efforts to increase work
productivity, both at the individual level, at the group level, and at the organizational level. Leaders must be
able to manage the mindset of their subordinates which functions as a symbol of moral unity to express the
work ethic and values that exist within the organization. Leaders in today's dynamic conditions must be able
to manage and allocate human resources efficiently, be able to set goals, focus on organizational goals, foster
interpersonal and follower communication, and set the right direction in the event of organizational failures
and setbacks (Setiawan, 2017). Leadership is an important factor in influencing individual and organizational
productivity because leadership is the main activity where organizational goals can be driven and achieved.

Problems related to leadership are leaders who rarely involve their subordinates in making decisions,
leaders who don't give direction to employees, and leaders who rarely motivate employees, so in general the
leader's communication with employees is the problem. As a leader, one should not regard teachers as objects
of exploitation, instead their subordinates are considered as friends and work partners. Teacher performance
is greatly influenced by the principal's leadership style and interpersonal communication (Permana et al.,
2019).

Leadership is everyone's ability to influence and move their subordinates in such a way that their
subordinates work with passion, are willing to work together and have the discipline that drives them to
certain goals (Astinatria & Sarmawa, 2020). In line with the above understanding, leadership is the ability to
influence followers to achieve a set goal (Purwanto et al., 2020). Bass (Priyono & Marnis, 2008), divides the
leadership style into Participative leadership and autocratic leadership (Oupen et al., 2020). Participative
leadership has the characteristics of individual influence, spiritual encouragement, and intellectual imitation.

Jaelani, A. K., Agung, A. A. G,, Yudana, M., & Dantes, K. R. (2023). The influence of participative leadership, organizational
climate, organizational commitment to work productivity of vocational high school teachers in Mataram City. International
Journal of Social Sciences and Humanities, 7(2), 171-187. https://doi.org/10.53730/ijssh.v7n2.14507



174 e-1SSN : 2550-7001 -] p-ISSN : 2550-701X

They often consider the individual, build a vision and aim inward, create an open culture, trust staff to achieve
their goals, and give full play to staff potential.

In a Participative leadership style, ideas can flow from below (members) because positions of control over
solving a problem and making decisions are held alternately. The leader provides space for subordinates to be
able to participate in making a decision as well as an atmosphere of friendship and trusting relationship
between leaders and members (Rahadian & Suwandana, 2017). Participative leadership assumes that the
decision-making process by the group should be the main focus of leadership (Astinatria & Sarmawa, 2020).
This model is based on the assumptions: (1) to increase organizational effectiveness, (2) it must be
implemented in schools that are supported by democratic values, (3) it becomes important in the context of
school-based management where legitimate stakeholders share interests (Rokib & Santoso, 2018).

A comfortable work environment can make it easier for employees to get the job done well. Research
shows that employees like a comfortable physical environment and adequate facilities (Azhari, 2019). Job
satisfaction is an individual thing because each individual will have different levels of satisfaction according to
the values that apply to each individual. The more aspects of work that are following individual wishes, the
higher the level of satisfaction felt (Astinatria & Sarmawa, 2020). There are several basic approaches to
assessing job satisfaction, outlining several ways to measure job satisfaction, including (1) Rating Scales; (2)
Interviews; (3) Critical Incidents (Saragih & Suhendro, 2020).

Work climate is a human environment in which the workers of an organization do their work and its
existence is something that cannot be touched or seen, but exists and can be felt by employees. The work
climate can be created by the leadership in running the organization and its existence greatly influences the
employees at work, so that it can be responded to negatively or positively by employees depending on the
leadership in carrying out the policies of the organization to develop employee creativity at work (Ariani et al,,
2020). Organizational climate is a systematic study of the duties, obligations, and responsibilities of a job, as
well as the knowledge, abilities, and skills needed to do the job (Santiari et al., 2020). Organizational climate is
the starting point for almost all personnel functions and this analysis is essential for developing ways of
assessing human resources. Thus it is clear that organizational climate is very important for organizations to
be able to provide a clear picture of the work that will be given to employees (Hanafi and Sanosra 2018).
Organizational climate has 6 indicators, namely: (1) reward system, (2) convenience, (3) organizational
structure, (4) contribution, (5) infrastructure, and (6) trust.

Another factor that can increase productivity is when there is a strong organizational commitment from its
members. A person's commitment to an organization or company in the world of work is often a very
important issue. Commitment to the organization is acceptance of the goals and values of the organization,
where the degree of commitment is defined as the willingness to dedicate oneself to the values and goals of
the organization (Yakob et al,, 2019). Organizational commitment can moderate the influence of leadership on
teacher work productivity because commitment can strengthen this influence while for the influence of
organizational culture and job satisfaction on teacher work productivity organizational commitment is not
moderating because it does not strengthen the effect Organizational commitment has a negative but not
significant effect on teacher work productivity (Hayati et al., 2020).

Problems in commitment include a lack of understanding of school goals, a lack of feeling involved in
activities held at school, and low loyalty to the school. This problem can be seen from the high rates of
absenteeism and tardiness of teachers and employees and the lack of responsibility of teachers and employees
for the tasks they carry out (Sugihandara & Supartha, 2015). Organizational commitment is the degree to
which a person is involved in his organization and the strength of his identification with a particular
organization. Organizational commitment is also characterized by three things, namely a strong belief in the
organization as well as acceptance of the goals and values of an organization, a strong desire to maintain a
strong relationship with the organization, and readiness and willingness to give up hard work for the benefit
of the organization (Ariani et al., 2020). Organizational commitment is said to be a condition or degree to
which an employee is in favor of a particular organization and its goals and intends to maintain membership
in that organization (Fuadi, 2014). Mathis and Jackson (Retno et al, 2020), provide a definition,
"Organizational Commitment is the degree to which employees believe in and accept organizational goals and
desire to remain with the organization". organizational goals and will remain or will not leave the
organization). Organizational commitment variables include 5 indicators, namely: (1) Affective commitment,
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(2) Continuation commitment, (3) Normative commitment, (4) maximizing work contribution, (5) build
creativity.

The research concept framework is indispensable for describing research questions and testing for
knowledge. This study is to determine and explain the effect of the independent variable (X) on the dependent
variable and the role of the mediating variable. The conceptual framework is described as shown in the
following figure

Participatory
Leadership
(x1)

Organizational

Commitment

(1)

Work
Productivity
(v2)

Organizational
Climate
(x2)

Figure 1. Research model

Based on the research concept framework, the research hypothesis is formulated as follows: (1) Participative
leadership has a positive and significant direct effect on organizational commitment; (2) Participative
leadership has a positive and significant direct effect on work productivity; (3) Organizational climate has a
positive and significant direct effect on organizational commitment; (4) Organizational climate has a positive
and significant direct effect on work productivity; (5) Organizational commitment has a positive and
significant direct effect on work productivity; (6) Participative leadership has a positive and significant
indirect effect on work productivity through organizational commitment; and (7) Organizational climate has a
positive and significant indirect effect on work productivity through organizational commitment (Mowday,
1998; Shagholi et al,, 2011; Atak & Erturgut, 2010; Tnay et al., 2013).

2 Materials and Methods
Research design

In a study, a researcher must use the right type of research. This is so that researchers can obtain a clear
picture of the problems encountered and the steps used in overcoming the problem (Sugiyono, 2010). The
type of research used in this study is a quantitative research method. Quantitative research is a type of
research that uses a deductive-inductive approach (Surahman & Supardi, 2016). Quantitative research
methods can also be interpreted as research methods based on the philosophy of positivism, used to examine
certain populations or samples, data collection using research instruments, and data analysis is
quantitative/statistical, to test established hypotheses. This method is referred to as the positivistic method
because it is based on the philosophy of positivism. This method is a scientific method because it has met
scientific principles, namely concrete/empirical, objective, measurable, rational, and systematic. This method
is called a quantitative method because the research data is in the form of numbers and the analysis uses
statistics (Gulo W, 2012).

Subjects and research samples
The population is all research subjects (Husna, 2017). The population is all data that concerns us in the scope

and time that we determine. The population is a combination of all elements in the form of events, things, or
people who have similar characteristics which are the center of attention of a researcher because it is seen as
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aresearch universe. Based on some of these opinions, it can be concluded that the definition of the population
is the whole element of the object as a source of data with certain characteristics in a study. The population in
this study were all SMK teachers in Mataram City, totaling 721 teachers from all SMK in Mataram City, totaling
7 schools.

The sample is part of the population, consisting of several members of the population (Leavy, 2022). The
sample is part or representative of the population being studied because it is not possible to take the entire
population, so in this study, the sample was used as the research subject (Grimes, 2012). The basis for
sampling is to be able to conclude with some elements and the population as a sample for the entire
population. The benefits of sampling are that it is cheaper, the accuracy of the results is better, the data
collection is faster, and the availability of population elements. The sampling technique used by researchers is
a probability sampling technique, namely a sampling method that provides equal opportunity for each
element of the population to be selected as a sample. Sampling was carried out with certain considerations in
sampling (Setyawarno, 2016). In this study, the sampling technique used the R.V. table. Krejcie and D.W.
Morgan, from a population of 721 teachers, 186 teachers (respondents) were taken as a sample at random
with an accuracy level (d2) of 95% and a significance level (z2) of 5% to estimate the proportion of the
population (Gulo W, 2012).

Research instruments

Data are units of information recorded by media that are distinguishable from other data, can be analyzed,
and are relevant to a particular program. Data collection is a systematic and standard procedure to obtain the
required data. To collect research data, the authors use the questionnaire method (questionnaire). The
questionnaire method is a list containing a series of questions regarding a problem or area to be studied
(Agung, 2014). To obtain data, questionnaires were distributed to respondents (people who answered the
questions asked for research purposes), especially in survey research (Zhou et al., 2019).

In this case, the writer makes written questions and then answered the respondent. And the form
questionnaire is a closed questionnaire, which is a questionnaire in which the questions use a multiple-choice
technique or there are already choices of answers so that the respondent only has to choose the desired
answer. Data on work productivity, participative leadership, job satisfaction, organizational climate, and
organizational commitment variables were collected using a questionnaire. The questionnaire used refers to
the Likert scale model, with weights for positive statement answers as follows: Strongly Agree (SA) = 5, Agree
(A) = 4, Less Agree (LA) = 3, Disagree (D) = 2, and Strongly Disagree (SD) = 1. Then the variables and
indicators in the research instrument are as in the following table

Table 1
The grid of instruments on the variables studied

Number Variables Indicators Number
of Items
1 Participative X1.1 inspiring personality 8
Leadership (X1) X1.2 two-way communication 8
X1.3 subordinate participation 9
X1.4 work together 9
X1.5 openness 6
2 Organizational X2.1 reward system 7
Climate; (X2) X2.2 convenience 6
X2.3 organizational structure 7
X2.4 contribution, 7
X2.5 infrastructure 7
X2.6 trust 6
3 Organizational Y1.1 Affective commitment 8
Commitment Y1.2 Continuation commitment 8
(YD Y1.3 Normative commitment 8
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Y1.4 work contribution
Y1.5 builds creativity

4 Work Productivity Y2.1 Ability and work ethic

(Y2) Y2.2 quality

Y2.3 effective and efficiency
Y2.4 Self-development
Y2.5 Record of learning outcomes
Y2.6 promotion
Y2.7 Y2.7 Innovative Learning

AN OO OO o

The research instrument is a tool for researchers in using data collection methods. Functionally the diversity
of research instruments is to obtain the necessary data when the researcher has stepped on the step of
gathering information in the field. To measure the expected data, a tool called an instrument is needed
(Sinambela, 2014). The research instrument developed in this study was a questionnaire or questionnaire.
There are two types of questionnaires, namely filled-in questionnaires and a variety of choices (Samsu, 2021),
A questionnaire is a form in which respondents answer questions or statements by writing answers in writing
according to what they experience or feel, while the multiple-choice questionnaire is a questionnaire in which
respondents answer questions or statements by choosing one answer from the alternative answers provided
in the questionnaire. In this study, the questionnaire was given randomly by taking into account each group,
namely vocational teachers in various schools in the city of Mataram to achieve a balance (Agung, 2014).

Technical data analysis

Based on the research objectives in this dissertation and the characteristics of the PLS model analysis, the
selection of the SEM-PLS analysis technique model as a data analysis tool in this study is expected to be able to
show accurate data analysis results, especially in its predictive function of the variables that are the focus of
this study. To test the effect of exogenous variables on endogenous variables or independent variables on the
dependent variable, the “Structural Equation Model-Partial Least Square (SEM PLS) technique is used. This
PLS model approach is very suitable for prediction purposes. SEM PLS is a multivariate analysis that describes
the application of several models which include: (1) canonical correlation techniques, (2) redundancy
analysis, (3) multiple regression, (4) multivariate analysis of variance (Manova), and (5) principal component
analysis (Garson, 2016). It was explained that SEM PLS is also suitable for caus-predictive analysis in
situations of high complexity and is supported by weak theory.

3 Results and Discussions
Results
The results of the PLS-SEM analysis of the effect of Participative Leadership (1) Organizational Climate (X2)

Organizational Commitment (Y1) on Work Productivity (Y2) using the Smart PLS application and the results
of the analysis can be seen in the following figure
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Figure 2. Full structure model
Convergent validity

Based on the results of this analysis, an outer loading evaluation is carried out to see and determine whether
the indicators used to form constructs or latent variables have fulfilled the valid requirements, and the results
of the analysis of convergent validity are shown in the following table

Table 2
Outer loading each indicator of Participative Leadership (X1), Organizational Climate; (X2), Organizational
Commitment (Y1), and Work Productivity (Y2)

4 . Standard T- P-
Construct to indicator Loading deviation  Statistics  Values Result
X1.1 <- X1 Participative Leadership 0,876 0,017 52,912 0,000 Significant
X1.2 <- X1 Participative Leadership 0,908 0,012 76,531 0,000 Significant
X1.3 <- X1 Participative Leadership 0,906 0,014 63,988 0,000 Significant
X1.4 <- X1 Participative Leadership 0,849 0,027 31,356 0,000 Significant
X1.5 <- X1 Participative Leadership 0,827 0,018 44,949 0,000 Significant
X2.1 <- X2 Organizational Climate 0,776 0,037 21,159 0,000 Significant
X2.2 <- X2 Organizational Climate 0,799 0,033 24,080 0,000 Significant
X2.3 <- X2 Organizational Climate 0,831 0,024 34,377 0,000 Significant
X2.4 <- X2 Organizational Climate 0,810 0,024 33,505 0,000 Significant
X2.5 <- X2 Organizational Climate 0,798 0,031 25,618 0,000 Significant
X2.6 <- X2 Organizational Climate 0,791 0,031 25,466 0,000 Significant
Y1.1 <- Y1 Organizational Commitment 0,873 0,018 48,518 0,000 Significant
Y1.2 <- Y1 Organizational Commitment 0,837 0,020 42,494 0,000 Significant
Y1.3 <- Y1 Organizational Commitment 0,781 0,034 23,068 0,000 Significant
Y1.4 <- Y1 Organizational Commitment 0,835 0,034 24,278 0,000 Significant
Y1.5 <- Y1 Organizational Commitment 0,852 0,028 30,199 0,000 Significant
Y2.1 <- Y2 Work Productivity 0,589 0,055 10,743 0,000 Significant
Y2.2 <- Y2 Work Productivity 0,757 0,045 16,873 0,000 Significant
Y2.3 <- Y2 Work Productivity 0,723 0,037 19,559 0,000 Significant
Y2.4 <- Y2 Work Productivity 0,763 0,029 26,132 0,000 Significant
Y2.5 <- Y2 Work Productivity 0,824 0,024 34,783 0,000 Significant
Y2.6 <- Y2 Work Productivity 0,825 0,019 42,826 0,000 Significant
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Y2.7 <- Y2 Work Productivity 0,643 0,050 12,931 0,000 Significant

Based on the table above, convergent validity is the statistical value of the indicator factorial load of each
latent construct. This means that a set of indicators represents and underlies one latent variable. The factorial
load for each variable must be greater than 0.60 to show good convergent validity (Garson, 2016).

Discriminant validity

Discriminant validity is a path diagram process that shows the extent to which a latent construct
discriminates against another latent construct, discriminant validity simultaneously states that a latent
construct can explain the variance in the observed variables is greater than the variance of the unmeasured
construct associated with measurement error (Pering, 2020). Table 3 shows the correlation between
constructs based on discriminant validity.

Table 3
Discriminant validity Fornell-Larcker Criterion

Participative Organizational Organizational Work
Construct Leadership Climate Commitment Productivity
(x1) (X2) (Y1) (Y2)
X1 Participative Leadership 0,874
X2 Organizational Climate 0,742 0,801
Y1 Organizational Commitment 0,473 0,492 0,836
Y2 Work Productivity 0,540 0,504 0,368 0,737

Based on Table 3 it can be seen that Discriminant Validity has been fulfilled properly because the indicator has
greater cross-loading on the construct compared to other constructs that are on the left or below it. In this
study, there are two exogenous variables, namely Participative Leadership (X1) and Organizational Climate
(X2), and two endogenous variables, namely Organizational Commitment (Y1) and Work Productivity (Y2).

Then on Average Variance Extracted (AVE), Composite Reliability, and Cronbach's Alpha Composite
reliability are used as a reflective indicator that aims to measure the internal consistency of a construct and
Cronbach's Alpha (0.70). Construct feasibility can be seen from Discriminant Validity (DV) through Average
Variance Extracted (AVE). The results of the data analysis are presented in the following table

Table 4
Composite reliability, dan Cronbach's Alpha composite, average variance extracted (AVE)

Construct Cronbach's rho A Composite Average Variance

Alpha - Reliability Extracted (AVE)
X1 Participative Leadership 0,922 0,924 0,942 0,764
X2 Organizational Climate 0,889 0,893 0,915 0,642
Y1 Organizational Commitment 0,895 0,920 0,921 0,699
Y2 Work Productivity 0,860 0,880 0,891 0,543

The reliability criteria for Cronbach's Alpha are more than 0.70, the rho is more than 0.70 and the Average
Variance Extracted (AVE) is more than 0.50. It can be said that participative leadership (X1), organizational
climate (X2), organizational commitment (Y1), and work productivity (2) have met the requirements of
reliability. Thus the results of this analysis can be continued for hypothesis testing to determine the direct and
indirect effects of the independent variables on the dependent variable. After evaluating and then carrying out
the direct effect test is carried out to test the direct effect between the research variables whose results are
listed in the table below
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Direct effect test

For the direct influence of a construct on other constructs following the research hypothesis, it can be seen by
looking for the Path Coefficient accompanied by T-Statistics and P-Value which can be presented in Table 5

Table 5
The coefficient value of the direct effect

. . Standard T p .

Direct Effect Loading Deviation  Statistik  Values Hypothesis
X1 Participative Leadership -> Y1 0,240 0,076 3,162 0,002 accepted
Organizational Commitment
X1 Participative Leadership -> Y2 0,342 0,097 3,542 0,000 accepted
Work Productivity
X2 Organizational Climate -> Y1 0,313 0,087 3,597 0,000 accepted
Organizational Commitment
X2 Organizational Climate -> Y2 0,196 0,083 2,366 0,019 accepted
Work Productivity
Y1 Organizational Commitment -> 0,210 0,079 2,572 0,003  accepted
Y2 Work Productivity

Based on the results of the analysis in the table above, the results of the research are explained as follows:

1) Hypothesis-1; The direct relationship between participative leadership and organizational
commitment is shown by the coefficient of 0.240 and the T-statistic of 3.162 which is greater than 1.96
and the P-Values of 0.002 which is smaller than 0.05. The result is that HO is rejected while H1 is
accepted. significant to organizational commitment, this means that increased Participative leadership
makes organizational commitment increase.

2) Hypothesis-2; The direct relationship between participative leadership and work productivity is
shown in the coefficient of 0.342 and the T-statistic of 3.542 which is greater than 1.96 and the P-
Values of 0.000 which is smaller than 0.05. The result is that HO is rejected while H1 is accepted.
significant to work productivity. this means that the increase in Participative leadership makes work
productivity increase.

3) Hypothesis-3; The direct relationship between organizational climate and organizational commitment
is shown by the coefficient of 0.313 and the T-statistic of 3.597 which is greater than 1.96 and the P-
Values of 0.000 which is smaller than 0.05. The result is HO is rejected while H1 is accepted. It is said
that organizational climate has a direct positive effect and is significant to organizational commitment,
this means that an increase in organizational climate makes organizational commitment increase

4) Hypothesis-4; The direct relationship between organizational climate and work productivity is shown
in the coefficient of 0.196 and the T-statistic of 2.336 which is greater than 1.96 and the P-Values of
0.019 which is smaller than 0.05. The result is that HO is rejected while H1 is accepted. significant to
work productivity. this means that the increase in organizational climate makes work productivity
increase.

5) Hypothesis-5 The direct relationship between organizational commitment and work productivity is
shown by the coefficient of 0.210 and the T-statistic of 2.572 which is greater than 1.96 and the P-
Values of 0.003 which is smaller than 0.05. The result is that HO is rejected while H1 is accepted, it is
said that organizational commitment has a positive and significant direct effect on work productivity.
this means that the increase in organizational commitment makes work productivity increase

Furthermore, the results of the indirect influence test aim to see the role of job satisfaction (Y1) as a
mediating variable in the influence of leadership (X) on teacher performance (Y2), the results are as in the
following table
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Indirect effect test

Then the results of the analysis of indirect effects between variables are shown in the following table 6

Table 6
Coefficient value of indirect effect

Indirect Effect Mediation Loading S‘]?:\?izls‘(ij T Statistik P Values Hypothesis
X1 Participative Leadership -> Y1 0,076 0,019 4,034 0,000 accepted
Y1 Organizational Commitment
-> Y2 Work Productivity
X2 Organizational Climate -> Y1 Y1 0,085 0,026 3,239 0,002 accepted
Organizational Commitment ->
Y2 Work Productivity

6) Hypothesis-6; The indirect relationship between participative leadership and work productivity
through organizational commitment is shown in the coefficient of 0.076 and the T-statistic of 4.034
which is greater than 1.96 and the P-Values of 0.000 which is smaller than 0.05. The result is that HO is
rejected while H1 is accepted. in a positive and significant way toward work productivity through
organizational commitment. this means that organizational commitment can mediate the indirect
influence of Participative leadership on work productivity.

7) Hypothesis-7; The indirect relationship between organizational climate and work productivity is shown
in the coefficient of 0.085 and the T-statistic of 3.239 which is greater than 1.96 and the P-Values of
0.002 which is smaller than 0.05. The result is that HO is rejected while H1 is accepted. It is said that
organizational climate has an indirect effect positive and significant to work productivity. this means
that organizational commitment can mediate the indirect influence of Participative leadership on work
productivity

The findings of this study are that Participative leadership has a direct and significant effect on organizational
commitment and work productivity. Participative leadership has a direct and significant effect on
organizational commitment and work productivity Participative leadership has a direct and significant effect
on organizational commitment and work productivity. In addition, organizational commitment can mediate
participative leadership and organizational climate has an indirect effect on work productivity, so
organizational commitment becomes a full media (Bahrami et al., 2016; Pritchard & Karasick, 1973; Kawiana
etal, 2018; Pant & Yadav, 2016).

Discussion

This section will describe the discussion of research results based on the hypothesis about the direct and
indirect influence of the independent variables on the dependent variable as follows;

1) Participative leadership has a direct positive and significant effect on organizational commitment, this
means that increased Participative leadership makes organizational commitment increase. The
Participative leadership character that gives trust and the opportunity to be involved in thinking about
goals can increase commitment so that teachers are more solid in advancing and realizing school
programs together. This is in line with the results of research conducted by (Insan & Yuniawan, 2016)
and (Rokib & Santoso, 2018).

2) Participative leadership has a positive and significant direct effect on work productivity. this means that
the increase in Participative leadership makes work productivity increase. Participative leadership by
involving teachers being creative to improve their work results, especially in vocational schools that
require innovation that can produce products that are beneficial to the competence of students.
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Research conducted (Astinatria & Sarmawa, 2020), found that teachers are more productive when
given sufficient space to be creative (Yuneti et al.,, 2019).

3) Organizational climate has a positive and significant direct effect on organizational commitment, this
means that an increase in organizational climate makes organizational commitment increase.
Conducive school conditions and an atmosphere that guarantees increased performance and the
existence of rules and guarantees for the dedication of teachers will strengthen teacher loyalty to
schools. Research conducted by (Ani et al,, 2018), found that the occurrence of a school climate that
meets teacher expectations and accommodates teacher wishes can increase commitment to advancing
schools. The same thing was done in research (Azhari, 2019).

4) Organizational climate has a positive and significant direct effect on work productivity. this means that
the increase in organizational climate makes work productivity increase. The leadership's policy to
create a comfortable working atmosphere in schools, and service infrastructure becomes a
reinforcement for teachers to increase work productivity, which ultimately has an impact on improving
quality. In line with the results of research conducted (Suwandi & Syaefudin, 2018), and in line with the
results of research (Hardjana, 2013).

5) Organizational commitment has a positive and significant direct effect on work productivity. this means
that the increase in organizational commitment makes work productivity increase. The character of
organizational commitment to a teacher is always ready to support school programs. If teachers
commit, they will certainly be able to improve their performance. This is like the results of research
conducted (Nursanti, 2017), in line with the results of research (Yakob et al., 2019).

6) Participative leadership has a positive and significant tidal effect on work productivity through
organizational commitment. this means that organizational commitment can mediate the indirect
influence of Participative leadership on work productivity. Participative leadership has a direct effect on
teacher work productivity, and leadership also has a direct effect on commitment, so indirectly
participative leadership certainly influences work productivity through commitment as a mediating
variable. Similar research was carried out by (Fuadi, 2014) and (Lestari et al,, 2022).

7) Organizational climate has a positive and significant indirect effect on work productivity. this means
that organizational commitment can mediate the indirect influence of Participative leadership on work
productivity. Organizational climate has been able to influence productivity, then indirectly through
organizational commitment also has an effect. This organizational commitment can mediate
organizational climate on work productivity. Similar research results were conducted by (Sanosra et al.,
2021) and (Saragih & Suhendro, 2020).

The research findings are that Participative leadership and organizational climate influence directly or
indirectly the work productivity of teachers in SMK Kota Mataram. Organizational commitment can mediate the
indirect influence of Participative leadership and organizational climate on work productivity, thus
commitment acts as a full mediation.

4 Conclusion

Based on the results of the analysis and discussion it can be concluded that; (1) Participative leadership has a
direct positive and significant effect on the commitment and work productivity of SMK teachers in the city of
Mataram; (2) organizational climate has a direct positive and significant effect on the commitment and work
productivity of SMK teachers in the city of Mataram; (3) participative leadership and organizational climate
have an indirect effect on the work productivity of SMK teachers in Mataram City through organizational
commitment. Thus, it can be said that organizational commitment can play a full mediation role.

Recommendations from the results of this study to education providers in Mataram City, especially those
in charge of Vocational Schools, to apply Participative leadership and maintain an organizational climate in
increasing work productivity by involving organizational commitment as a mediating variable. For other
researchers, the results of this study can be used as a reference in addition to scientific research studies
related to the work productivity of vocational school teachers.

1JSSH Vol. 7 No. 2, August 2023, pages: 171-187



1JSSH e-1SSN: 2550-7001 LI p-1ISSN: 2550-701X 183

Acknowledgments
The author would like to thank the Principal of the Vocational School in Mataram City who has been permitted

to carry out the research and the teachers who have agreed to fill out the questionnaire in this study. In
addition, the authors also thank the supervisor for their input in writing this article. Hopefully, this article can
be useful for developing teacher competence in improving education.

Jaelani, A. K., Agung, A. A. G,, Yudana, M., & Dantes, K. R. (2023). The influence of participative leadership, organizational
climate, organizational commitment to work productivity of vocational high school teachers in Mataram City. International
Journal of Social Sciences and Humanities, 7(2), 171-187. https://doi.org/10.53730/ijssh.v7n2.14507



184 e-1SSN : 2550-7001 -] p-ISSN : 2550-701X

References

Agung, A. A. G. (2014). Educational Research Methodology. Malang: Aditya Media Publishing.

Ani, L., Hidayat, N., & Putra, K. S. (2018). Organization With Teacher Work Productivity Teachers at SDN
Sukadamai 2 , Bogor , West Java Pakuan University Postgraduate Program , Email: post@unpak.ac.id
Teachers in Tanah Sareal Bogor in 2017 . The research a p p11i e s survey method with Researcher
ABSTRACT. Journal of Education Management, 6(2), 672-682.

Ariani, D., Saputri, I. P, & Suhendar, I. A. (2020). Pengaruh Disiplin Kerja, Iklim Organisasi Dan Komitmen
Organisasi Terhadap Produktivitas Kerja Guru. Jurnal [Imu Manajemen Terapan, 1(3), 268-279.

Astinatria, I. N. P, & Sarmawa, I. W. G. (2020). The Effect of Participatory Leadership Style and Physical Work
Environment on Employee Morale. Widya Management, 2(1), 47-59.

Atak, M., & Erturgut, R. (2010). An empirical analysis on the relation between learning organization and
organizational commitment. Procedia-social and behavioral sciences, 2(2), 3472-3476.
https://doi.org/10.1016/j.sbspro.2010.03.537

Azhari, M. (2019). Organizational Climate With Work Productivity Of State Elementary School Teachers In
Tenggarong M District. Azhari University of Kutai Kartanegara. Mahakan Education Journal, 4(1).

Bahrami, M. A,, Barati, 0., Ghoroghchian, M. S., Montazer-Alfaraj, R, & Ezzatabadi, M. R. (2016). Role of
organizational climate in organizational commitment: The case of teaching hospitals. Osong public health
and research perspectives, 7(2), 96-100. https://doi.org/10.1016/j.phrp.2015.11.009

Dapodik, K. M. (2023). Mataram City School Data - Dapodikdasmen.

Fuadi, A. A. (2014). The influence of leadership, organizational culture and job satisfaction on teacher work
productivity with organizational commitment as moderating. Informatics, 1(2), 2337-5213.

Garson, G.D. (2016). Partial Least Squares. In Multi-Label Dimensionality Reduction. Web:
www.statisticalassociates.com.

Grimes, A. (2012). The Art and Science of Technical. Canada: John Wiley & Sons, Inc., Hoboken, New Jersey.

Gulo W. (2012). Research methodology. JakartaL. Gramedia Widiasarana Indonesia: ISBN. 978979696456.

Hanbali, 1. (2021). The Effect Of Motivation And Work Experience On Teacher Productivity. Journal of
Management, Economics, and Accounting, 5(1), 316-323.

Hardjana, A. (2013). Organizational Climate: Humane Work Environment. Journal of COMMUNICATION
SCIENCES, 3(1), 1-35.

Harris, D. N., & Sass, T. R. (2014). Skills, productivity and the evaluation of teacher performance. Economics of
Education Review, 40, 183-204. https://doi.org/10.1016/j.econedurev.2014.03.002

Hayati, R., Arafat, Y., & Sari, A. P. (2020). Pengaruh Komitmen Organisasi dan Motivasi Kerja terhadap Kinerja
Guru. JMKSP (jurnal manajemen, kepemimpinan, dan supervisi pendidikan), 5(2), 100-111.

Husna. (2017). Statistical Research Methodology. Jakarta: Center for Human Resources and Health Education.

Insan, P. D., & Yuniawan, A. (2016). Pengaruh Gaya Kepemimpinan Partisipatif, Lingkungan Kerja, Kompensasi
Dan Budaya Organisasi Terhadap Kinerja Karyawan (Studi Pada Bagian Keperawatan Rsud Tugurejo
Semarang). Diponegoro Journal of Management, 40-52.

Kawiana, I. G. P., Dewi, L. K. C,, Martini, L. K. B,, & Suardana, I. B. R. (2018). The influence of organizational
culture, employee satisfaction, personality, and organizational commitment towards employee
performance. International research journal of management, IT and social sciences, 5(3), 35-45.

Leavy, P. (2022). Research design: Quantitative, qualitative, mixed methods, arts-based, and community-based
participatory research approaches. Guilford Publications.

Lestari, K. P, Hendarman, & Hidayat, R. (2022). Increasing Teacher Productivity Through Development.
Journal of Educational Management, 10(01), 37-42.

Mowday, R. T. (1998). Reflections on the study and relevance of organizational commitment. Human resource
management review, 8(4), 387-401. https://doi.org/10.1016/51053-4822(99)00006-6

Mukti, S. (2017). The Effect of Educational Qualifications and Career Development on Teacher Work
Productivity. Scientific Journal of Education, 11(1), 81-90.

Neal, A, Griffin, M. A, & Hart, P. M. (2000). The impact of organizational climate on safety climate and
individual behavior. Safety science, 34(1-3), 99-109. https://doi.org/10.1016/S0925-7535(00)00008-4
Nursanti, I. (2017). Employee performance, organizational commitment in employee work productivity.

Journal of Educational Administration.
Oupen, S. M., Agung, A. A. G, & Yudana, I. M. (2020). Kontribusi kepemimpinan transformasional, budaya

1JSSH Vol. 7 No. 2, August 2023, pages: 171-187


https://doi.org/10.1016/j.sbspro.2010.03.537
https://doi.org/10.1016/j.phrp.2015.11.009
https://doi.org/10.1016/j.econedurev.2014.03.002
https://doi.org/10.1016/S1053-4822(99)00006-6
https://doi.org/10.1016/S0925-7535(00)00008-4

1JSSH e-1SSN: 2550-7001 LI p-1ISSN: 2550-701X 185

organisasi, disiplin kerja, dan motivasi kerja, terhadap komitmen organisasional Guru SD. jurnal
Administrasi Pendidikan Indonesia, 11(1), 32-41.

Pant, I, & Yadav, R. K (2016). Impact of emotional intelligence on the job performance of
employee. International Research Journal of Management, IT and Social Sciences, 3(1), 7-14.

Pering, I. M. A. A. (2020). Kajian Analisis Jalur Dengan Structural Equation Modeling (Sem) Smart-Pls
3.0. Jurnal Ilmiah Satyagraha, 3(2), 28-48.

Permana, A. W., Education, ]. M., Education, F. I., & Surabaya, U. N. (2019). Participatory leadership style in an
effort to improve teacher professionalism.

Permarupan, P. Y., Saufi, R. A, Kasim, R. S. R,, & Balakrishnan, B. K. (2013). The impact of organizational
climate on employee's work passion and organizational commitment. Procedia-Social and Behavioral
Sciences, 107, 88-95. https://doi.org/10.1016/j.sbspro.2013.12.403

Permendiknas No. 16, 2007. (2007). Regulation of the Minister of National Education Number 16 of 2007
concerning Teacher Qualification and Competency Standards. In Minister of National Education (pp. 12-
26).

Pritchard, R. D., & Karasick, B. W. (1973). The effects of organizational climate on managerial job performance
and job  satisfaction. Organizational ~ behavior =~ and  human  performance, 9(1), 126-146.
https://doi.org/10.1016/0030-5073(73)90042-1

Purwanto, A., Asbari, M., Santoso, P. B., Wijayanti, L. M., Hyun, C. C, Sihite, O. B., & Saifuddin, M. P. (2020). The
Effect of Participatory and Autocratic Leadership Style on the Performance of the HAS 23000 Halal
Assurance System in the Packaged Food Industry. Edumaspul: Journal of Education, 4(1), 156-179.

Rahadian, M. A,, & Suwandana, I. G. M. (2017). Pengaruh gaya kepemimpinan dan iklim organisasi terhadap
kepuasan kerja karyawan (Doctoral dissertation, Udayana University).

Rapareni, Y. (2013). The Influence Of Education And Training On Teacher Productivity Of Jihadiyah
Palembang Foundation. Journal Of Economics And Accounting Information, 3(3), 216-229.

Retno, Setiawan, M. Surachman, & Dodi. (2020). Servant Leadership Characteristics, Organizational
Commitment, Followers' Trust, Employees' Performance Outcomes: A Literature Review. European
Research Studies Journal, XXIII(Issue 4), 902-911.

Rokib, M. N, & Santoso, D. (2018). The Effect of Participatory Leadership Style and Organizational
Communication on Employee Performance Through Job Satisfaction as an Intervening Variable. Journal of
Economics and Business Research, 11(2), 108.

Samsu, S. (2021). Metode Penelitian:(Teori Dan Aplikasi Penelitian Kualitatif, Kuantitatif, Mixed Methods,
Serta Research & Development).

Sanosra, A., Martini, N. N. P., & Asyari, H. (2021). Analisis pengaruh pelatihan kerja dan karakteristik individu
terhadap produktivitas guru sd/mi muhammadiyah se-kabupaten lumajang dimediasi oleh kompetensi
guru. AKUNTABEL, 18(1), 153-161.

Santiari, L. P, Sunu, L. G. K. A, & Dantes, K. R. (2020). Kontribusi kepemimpinan kepala sekolah, iklim kerja,
dan motivasi kerja terhadap kinerja guru. Jurnal Administrasi Pendidikan Indonesia, 11(1), 1-10.

Saragih, I. S., & Suhendro, D. (2020). Pengaruh iklim organisasi sekolah, budaya kerja guru, dan kepuasan
kerja terhadap komitmen kerja guru. Jurnal Akuntabilitas Manajemen Pendidikan, 8(1), 44-52.

Setiawan, A. (2017). Pengaruh gaya kepemimpinan partisipatif terhadap kinerja karyawan melalui motivasi
kerja dan kepuasan kerja. Agora, 5(2).

Setyawarno, D. (2016). Panduan statistik terapan untuk penelitian pendidikan. Yogyakarta: Pendidikan IPA
FMIPA UNY.

Shagholi, R,, Zabihi, M. R,, Atefi, M., & Moayedi, F. (2011). The consequences of organizational commitment in
education. Procedia-Social and Behavioral Sciences, 15, 246-250.
https://doi.org/10.1016/j.sbspro.2011.03.081

Shikdar, A. A., & Sawaqged, N. M. (2003). Worker productivity, and occupational health and safety issues in
selected industries. Computers & industrial engineering, 45(4), 563-572. https://doi.org/10.1016/S0360-
8352(03)00074-3

Sinambela, L. P. (2014). Quantitative research methodology. Yogyakarta: Graha IImu.

Sugihandara, I. B., & Supartha, I. W. G. (2015). Pengaruh Kepemimpinan Partisipatif, Komitmen Organisasional
Dan Imbalan Finansial Terhadap Kepuasan Kerja Karyawan (Doctoral dissertation, Udayana University).

Sugiyono, D. (2010). Memahami penelitian kualitatif.

Jaelani, A. K., Agung, A. A. G,, Yudana, M., & Dantes, K. R. (2023). The influence of participative leadership, organizational
climate, organizational commitment to work productivity of vocational high school teachers in Mataram City. International
Journal of Social Sciences and Humanities, 7(2), 171-187. https://doi.org/10.53730/ijssh.v7n2.14507


https://doi.org/10.1016/j.sbspro.2013.12.403
https://doi.org/10.1016/0030-5073(73)90042-1
https://doi.org/10.1016/j.sbspro.2011.03.081
https://doi.org/10.1016/S0360-8352(03)00074-3
https://doi.org/10.1016/S0360-8352(03)00074-3

186 e-1ISSN : 2550-7001 ! p-ISSN : 2550-701X

Surahman, R. M., & Supardi, S. (2016). Metodologi Penelitian. Jakarta: Kementerian Kesehatan RI.

Sutikno, T. A. (2012). Indikator Produktivitas Kerja Guru Sekolah Menengah Kejuruan. Teknologi dan
Kejuruan: Jurnal teknologi, Kejuruan dan Pengajarannya, 32(1).

Suwandji, A., & Syaefudin, M. H. (2018). The Effect Of Job Motivation And Job Discipline Upon Job Performance
Of Employees In The Personal Care Department At PT. Reckitt Benckiser Indonesia. The Management
Journal of Binaniaga, 3(01), 9-22.

Tnay, E.,, Othman, A. E. A, Siong, H. C, & Lim, S. L. 0. (2013). The influences of job satisfaction and
organizational commitment on turnover intention. Procedia-Social and Behavioral Sciences, 97, 201-208.
https://doi.org/10.1016/j.sbspro.2013.10.223

Wahyuni, W., Entang, M., & Herfina, H. (2019). Peningkatan Produktivitas Kerja Guru Melalui Pengembangan
Supervisi Kepala Sekolah Dan Kreativitas Kerja. Jurnal Manajemen Pendidikan, 7(1), 725-730.

Yakob, M., Sari, R. P., & Khairuddin, K. (2019). Komitmen Guru Dan Motivasi Kerja Dalam Meningkatkan
Produktivitas Kerja. Jurnal Administrasi Pendidikan, 16(2), 328-335.

Yuneti, A.,, Hamdan, H., & Prananosa, A. G. (2019). Kepemimpinan Partisipatif dan Komunikasi Kepala Sekolah
terhadap Kinerja Guru. Journal of Administration and Educational Management (Alignment), 2(2), 113-125.

Zhou, M., Yan, ], & Feng, D. (2019). Digital twin framework and its application to power grid online
analysis. CSEE Journal of Power and Energy Systems, 5(3), 391-398.

Zuliawati, N. (2016). Pengaruh kreativitas dan motivasi kerja terhadap produktivitas guru pendidikan agama
islam sekolah dasar sekecamatan Baturetno Kabupaten Wonogiri. At-Tarbawi: Jurnal Kajian Kependidikan
Islam, 1(1), 23-38.

1JSSH Vol. 7 No. 2, August 2023, pages: 171-187


https://doi.org/10.1016/j.sbspro.2013.10.223

1IJSSH e-1SSN: 2550-7001 LI p-1SSN: 2550-701X 187
Biography of Authors
Abdul Kadir Jaelani

W || Pariwisata Polytechnic in Bali, Indonesia

He is a Doctoral Student Program at Ganesha University of Education. A lecturer at

Email: abdul kadir.2@undiksha.ac.id

Prof. Dr. Anak Agung Gede Agung, M.Pd,

He is a Lecturer of the Postgraduate Program at Ganesha Singaraja University of
Education, Singaraja. Indonesia

Email: agung2056 @undiksha.ac.id

Prof. Dr. Made Yudana, M.Pd.

He is a Lecturer of the Postgraduate Program at Ganesha Singaraja University of
Education, Singaraja. Indonesia

Email: madeyudana@undiksha.ac.id

Dr. Kadek Rihendra Dantes, ST, MT

He is a Lecturer of the Postgraduate Program at Ganesha Singaraja University of
Education, Singaraja. Indonesia

Email: rihendra.dantes@pasca.undiksha.ac.id

Jaelani, A. K., Agung, A. A. G,, Yudana, M., & Dantes, K. R. (2023). The influence of participative leadership, organizational
climate, organizational commitment to work productivity of vocational high school teachers in Mataram City. International

Journal of Social Sciences and Humanities, 7(2), 171-187. https://doi.org/10.53730/ijssh.v7n2.14507


mailto:abdul.kadir.2@undiksha.ac.id
mailto:agung2056@undiksha.ac.id
mailto:madeyudana@undiksha.ac.id
mailto:rihendra.dantes@pasca.undiksha.ac.id

