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 The purpose of this study is to create a model for measuring suburban teachers' 
commitments in Kelantan, Malaysia. In this quantitative analysis, a cross-sectional 
study design was adopted. A total of 182 teachers from elementary schools in the 
Pasir Puteh district of Kelantan were selected using a stratified random sample 
procedure to complete the online questionnaire. The data was gathered and 
evaluated using SEM AMOS, which revealed that 19 of the 24 indicated 
behaviours are acceptable. Finally, the study's findings effectively verified and 
validated three constructs: affective commitment, normative commitment, and 
continuance commitment, and effectively developed a measurement model of 
suburban teachers' commitments in Kelantan. The outcomes of this study can be 
used to assess teachers' commitment to their profession. Following that, the 
Ministry of Education (MOE) can design relevant courses or workshops to assist 
instructors in gaining a better knowledge of instructors. dedication Future scholars 
are also encouraged to do research in other Malaysian states so that the study's 
findings may be generalised. 

Keywords: teacher commitment, affective commitment, normative commitment, 
continuance commitment, suburban teachers 

INTRODUCTION 

The government's aim, as stated in the national curriculum goals, is to ensure that the 
next generation is stable and capable of mastering new skills by the twenty-first century. 
This situation is very similar to the six student aspirations found in the Malaysia 
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Educational Blueprint, which can help students become more innovative, and teachers 
should be in charge of bringing these aspirations to fruition (Roselizam et al., 2020). 
Educators must fully understand, appreciate, and implement all policies and 
improvements made  (Kementerian Pendidikan Malaysia, 2013; Roselizam et al., 2020).  

In this situation, teachers must emphasise the importance of teacher commitment as a 
critical component. According to studies, the improvement in a school's performance is 
directly linked to teachers' work engagement (Munian & Hasan, 2020). As a result, if the 
engagement of teachers is given special attention in producing human capital as desired 
by the National Education Philosophy, the MOE's aim of producing human beings who 
can compete globally can be realised. As a result, teachers' commitment is critical and 
should be prioritised in order to ensure students' success (Kasa et al., 2020; Kementerian 
Pendidikan Malaysia, 2015; Zee & Koomen, 2016).  

Research Background 

"Let us appreciate their blood, sweat, and tears." This is the message that needs to be 
conveyed in recognition of a teacher's sacrifice and devotion. Commitment is the ability 
to understand oneself and a task from both internal and external strengths, which drives 
a sense of responsibility towards a task until it is completed with sincerity. (Saragih & 
Suhendro, 2020). Commitment also generally requires the loyalty of every person, as 
well as a full sense of duty, to understand the organisation's vision and mission. 

Employees who have been with the company for a long time have a higher level of 
organizational loyalty than those who have been with the company for a short time. 
Employees who are highly committed have better work attitudes and longer working 
hours compared to those who are less committed (Don et al., 2021; Malthis, Robert L. 
Jackson, 2001; Slocum & Hellriegel, 2011) Commitment is interrelated with behaviours 
such as attending work on time, attending school when necessary, and often promoting 
work achievement (Munian & Hasan, 2020).  

Similarly, in the context of educational organisations, teacher commitment is a variable 
often studied by researchers. Teachers' commitment to the school underpins the concept 
of the views, acceptance as well as their attempts to achieve school goals. On the other 
hand, teachers' commitment to students is related to their involvement and 
responsibilities in all student learning activities. This is in contrast to the concept of 
teachers’ commitment to teaching that refers to their readiness to provide effective 
instruction, demonstrating enthusiasm and allocating extra time to students. Finally, 
teachers' dedication to the profession is regarded as a motivating factor, in which the 
participation in work could improve their professional skills, knowledge, and teaching 
abilities (Jusoh et al., 2020; Karakuş & Aslan, 2009; Nik Mustafa et al., 2015). 

However as a result, many factors influence teacher commitment such as school leader 
leadership, school climate, teacher workload, teacher attitude, and student discipline 
(Kasa et al., 2020; Lela et al., 2020; Mustafa et al., 2019). Successful leaders are usually 
able to increase teacher engagement in their schools (Don et al., 2021; Setyaningsih & 
Sunaryo, 2021). This quality of leadership becomes a measure because imperial studies 
show that wise school leaders are capable of producing committed teachers (Amhag et 



Ismail, Yusof, Ibrahim, Fauzee & Ismail      105 

International Journal of Instruction, July 2022 ● Vol.15, No.3 

al., 2019; Raman & Shariff, 2017). In addition to school leadership, the school climate 
has a significant impact on teachers’ commitment (Raman & Shariff, 2017; Saidin et al., 
2020).   

Teachers with high commitment would dedicate themselves in school to their students' 
success (Jusoh et al., 2020; Nik Mustafa et al., 2015). Teacher commitment is regarded 
as one of the factors influencing teachers the capability to innovate and incorporate new 
ideas into teaching practice (Jones et al., 2014). High-commitment teachers will 
contribute to student's academic success (Jusoh et al., 2020). Uncommitted teachers will 
cause big issues for the school administration and principals (Hallinger et al., 2014). 

Teachers should have a high awareness that job satisfaction and commitment can 
contribute a positive impact on school should play a proactive role by creating a 
conducive school culture and climate to increase the level of work commitment of 
teachers who can form an excellent organisation performance and improve job 
performance (Jusoh et al., 2020; Mohd Yusri & Mohd Hazlami, 2015; Munian & Hasan, 
2020; Saragih & Suhendro, 2020).  

Yet the results of the study show that some teachers who do not understand the 
importance of engagement in schools do not focus particular attention on the work of the 
education system, and they can run smoothly and effectively. In reality, most teachers 
feel that commitment is part of professional values by setting aside commitment as an 
obligation which is a requirement for teacher success (Gu & Day, 2007). Teacher 
commitment is not only directly linked to school and student performance, but 
commitment is also related to teaching and learning problems, school success, and 
overall well-being (Day, 2008; I. Park, 2005). 

However, in addition to teaching, teachers' dedication is affected by their workload, 
which puts pressure on them and affects their performance. Teachers who skipped work 
and were late for work, misused leave permission letters, and tended toward negative 
work habits (Billy & Taat, 2020) also affected internal emotions that will affect 
teachers’ commitments (Munian & Hasan, 2020). Therefore, the issue of teacher 
commitment should be highlighted because affects the teaching profession's dignity. 
Thus, this study generally aims to analyse the constructs and indicators or behaviours 
that are accepted and validated in measuring teachers’ commitments. 

Organisational Commitment Theory  

As we can see, relate to the previous study commitment in organisation has spanned 
over two centuries and still ongoing related to individual performance and commitment, 
organisational performance, and effectiveness in organisations (Sharina et al., 2014; 
Vazirani, 2010). Commitment refers to work commitment, career commitment, and 
organisational commitment. Individuals’ commitment relates to the individual's strength 
and engagement in the organisation, whereas organisational commitment relates to the 
organization's commitment to the individual. Meyer and Allen (1997) describe 
organisational commitment as a psychological term that describes an employee's 
relationships with the organisation and has implications for an individual's decision to 
continue working there (Retnowati et al., 2021).  
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Employees who commit to the organisation will be better able to survive as members of 
the organisation when compared to employees who do not commit to the organisation 
Several models of organisational commitment have been developed as findings of 
the study (Meyer et al., 1993; Mustafa et al., 2019; Steers, 1977). However, the Meyer 
and Allen (1991) model were popular in the study because it is the most common among 
previous researchers (Culpepper, 2000; Nik Mustafa et al., 2015; Vandenberghe & 
Tremblay, 2008) as shown in figure 1. 

Allen and Meyer (1984) distinguish three categories of organisational commitment: 
affective, Continuance, and normative. Affective commitment is described as emotional 
feelings about the organisation's values (Robbins & Judge, 2013). It may also be defined 
as an individual's emotional attachment to and engagement throughout the organisation  
(Meyer et al., 2002).  

Normative commitment is related to the employees' sense of obligation toward the 
organisation (Meyer et al., 2002; Robbins & Judge, 2013). Whereas Continuance 
commitment is concerned with an individual’s judgement of the losses someone will 
face if they leaves the organisation or someone who considers the costs incurred if the 
organisation is left (Mahmmud et al., 2019). Individuals who work based on this 
Continuance commitment will be able to stay in the organisation because indeed they do 
so. After all, there is no other option (Meyer et al., 2002). 

 
Figure 1 
Modification from Meyer and Allen commitment model 

METHOD 

This research used a cross-sectional quantitative design. The Structural Equation Model 
(SEM) AMOS version 26 was used to analyse and evaluate the suggested teacher 
commitment measurement model. The researchers chose this technique because it has 
been applied effectively in various fields, including healthcare, psychology, marketing, 
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finance, and tourism management (Lu et al., 2007). A total of 200 online surveys 
modified from Meyer and Allen (1991) were delivered through WhatsApp to the chosen 
respondents from a suburban teacher in Pasir Puteh District of Kelantan in Malaysia. 
Additionally, data normalisation was conducted before the analysis to detect any 
outliers. As a result, the Mahalanobis distance value was set at a greater value than 
143.44 as an outlier’s data, and the Chi-squares Distribution Table at the significant 
level, p<0.001 (Tabachnick and Fidell, 2001). Finally, a total of 182 complete responses 
proceeded for further analysis. 

The procedure of confirmatory factor analysis (CFA) approach was used to develop the 
measurement model. The decision process took into account four essential parts of CFA: 
loading factor, convergent validity, composite reliability, and discriminant validity. The 
items, constructs and variables will be consider and accepted as model’s elements if the 
regression weight (β) for factors loading was 0.708 and above, the average variance 
extracted (AVE) for the convergent validity was 0.5 and above, the composite reliability 
(CR) value was 0.708 and above, and value of AVE's square root was greater than the 
inter-correlation values between items or between constructs for discriminant validity 
(Elastika et al., 2021; Fornell & Larcker, 1981; Hair et al., 2012; Zainuddin, 2015). 
Even though the required factor loading value was 0.708 or higher, a regression 
coefficient of more than 0.4 items was still acceptable if the AVE value was greater than 
0.5. (Hair et al., 2012; Yusof et al., 2019). 

Some fit indexes were observed to determine the fitness between the field data and the 
proposed model, such as the ratio of Khi square, CFI, NFI, PCFI, PNFI, and RMSEA. 
Once the values of Khi square 5, CFI and NFI > 0.90, PCFI and NFI > 0.50, and 
RMSEA 0.1 were obtained, the model was considered fit  (Meyers et al., 2013). When 
at least one of each category of absolute, relative, and parsimony indexes was fit, the 
final model was considered fit. 

FINDINGS 

Preliminary Result 

Gravetter et al. (2018) and Chua (2009) mentioned that the acceptable skewness and 
kurtosis is between ± 1. Meanwhile, Tabachnik and Fidell (2007) suggested a value 
between ± 2 for large sample sizes. Table 1 shows the results of skewness and kurtosis. 
As shown, the values are between the acceptable range of ± 2. Therefore, all the 
variables are considered normally distributed, and further parametric analysis may be 
carried out. 

Table 1 
The preliminary result 

 Mean SP Skew Kurt. 

Affective 4.010 .612 -.391 1.913 

Continuous 3.467 .691 .039 .288 

Normative 3.520 .760 -.549 .939 

Teachers’ Commitments 3.688 .586 -.086 2.04 
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The Regression Weight 

The value of the critical ratio (C.R) and the significance of Chi-Square use to confirm 
the factor. The C.R value must be greater than ± 1.96 for the proposed factor to be 
accepted (Chua, 2014; Hair et al., 2010). Table 3 shows that all the C.R value of the 
teachers' commitments construct exceeds ± 1.96. This finding indicates the Normative 
commitment C.R at 8.562 (p=.000), Affective commitment C.R at 7.508 (p=.000), and 
Continuance commitment C.R at 8.223 (p=.000). Thus, all the constructs are 
contributing significantly to the proposed factors. As a result, it was shown that all three 
constructs strongly measured teachers' commitment in school. 

Table 2  
Regression coefficient result 

      Estimate SE C.R. ±1.96 P .000 Result 

Normative 
commitment  

<--- 
Teachers’ 
commitment 

.713 .083 8.562 ***  Significant 

Affective 
commitment 

<--- 
Teachers’ 
commitment 

.476 .063 7.508 *** Significant 

Continuance 
commitment 

<--- 
Teachers’ 
commitment 

1.000 Reference point 

The Discriminant Validity 

Table 3 shows the result of the discriminant validity for all the constructs. Discriminant 
validity is achieved when the square root of the AVE's values is greater than the 
correlation value between the constructs (Zainuddin, 2015). Therefore, as shown in 
Table 3, the Normative Commitment had a value of 0.738, higher than the Continuance 
and Affective Commitment. Meanwhile, the Continuance Commitment also had a value 
greater than Affective Commitment at 0.748 compared to 0.725. As a result, the 
suggested constructs in this model were deemed to fulfil the discriminant validity 
criteria. 

Table 3 
Discriminant validity: Inter- Construct Correlation (√AVE shows in diagonal) 

  Normative Continuance Affective 

Normative Commitment 0.738 
  Continuance Commitment 0.676 0.748 

 Affective Commitment 0.69 0.725 0.79 

The Convergent Validity 

As we can see in Table 4 show the result of the measurement model through convergent 
validity. According to David F. L. and Fornell. C., (1981),  Hair et al., (2012),; Ibrahim, 
Yusof, Morni, et al., (2019), Meyers et al., (2013), Yusof et al., (2019), and  Zainuddin 
(2015) suggested that all items, constructs, and variables of the model will be accepted 
when regression weight for every factor loading (exceed 0.708), composite reliability 
(exceed 0.708), Average Variance Extracted (AVE) (exceed 0.5), and square root AVE 
(√AVE) for discriminant validity biggest than the value of correlation between an item 
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and construct. This study found that items, constructs, and variable are accepted except 
some items because of low factor loading.   

The FL, C.R, AVE, and √AVE for Affective Commitments (FL:0.54–0.91, C.R: 0.925, 
AVE:0.587, √AVE:0.766), Continuant Commitment (FL:0.34–0.81, C.R:0.820, AVE: 
0.359, √AVE:0.599), and Normative Commitment (FL:0.62–0.91, C.R: 0.892, AVE: 
0.545, √AVE: 0.798).  

Table 4  
Convergent validity: Regression weight for teachers’ commitment construct 
Construct Item FL C.R > .708 AVE > 0.5 √ AVE 

Affective 
Commitment 

C1 0.66 0.925 0.587 0.766 

C2 0.74       

C3 0.65       

C4 0.54 
low 
factor loading item was removed 

C5 0.91       

C6 0.91       

C7 0.9       

C8 0.81       

C9 0.68       

Continuance 
Commitment 

C10 0.8 0.802 0.359 0.599 

C11 0.4 
low 
factor loading item was removed 

C12 0.7       

C13 0.73       

C14 0.34 
low 
factor loading item was removed 

C15 0.46 
low 
factor loading item was removed 

C16 0.77       

C17 0.36 
low 
factor loading item was removed 

Normative 
Commitments 

C18 0.71 0.892 0.545 0.738 

C19 0.62       

C20 0.91       

C21 0.73       

C22 0.79       

C23 0.71       

C24 0.67       

However, low factor loading item should be deleted (Zainuddin, 2015). According to 
Hair, et al., (2010) the external load value ≥0.4 is acceptable if the AVE value reaches 
the recommended value of >0.5.  Referring to table 5, items C4 (Affective 
Commitments), and C11, C14, C15, C17 (Continuant Commitment) are deleted due to 
low factor loading.  
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Table 5 
Deleted item for affective commitment, and continuant commitment 
Constructs Items Indicators/behaviours FL 

Affective 
Commitments 

C4 I do not feel obligated to attend another school 0.54 

Continuant 
Commitment 

C11 
I was concerned about what would happen if I left my job without a 
replacement. 

0.4 

C14 I didn't have a lot of choices when it came to quitting my job 0.34 

C15 If I leave this school, there's a good chance I won't be able to find work 0.46 

C17 
Employees nowadays, in my opinion, move from one school to another 
far too often 

0.36 

After items were deleted, the value of factor loading, composite Average Variance 
Extracted, and square root AVE are increasing as shown in table 6.   

Table 6 
Values after delete items 

Construct Item FL C.R > .708 AVE > 0.5 √ AVE 

Affective Commitment 

C1 0.662 0.929 
  
  
  
  
  
  

0.624 
  
  
  
  
  
  

0.79 
  
  
  
  
  
  

C2 0.738 

C3 0.645 

C5 0.913 

C6 0.905 

C7 0.906 

C8 0.81 

C9 0.683   
0.835 
  
  
  

  
0.559 
  
  
  

  
0.748 
  
  
  

Continuant Commitment 

C10 0.813 

C12 0.662 

C13 0.733 

C16 0.775 

Next Table 7 shows the constructs and numbers of indicators that were accepted. They 
are three constructs, and 19 behaviours were accepted to measure the teachers’ 
commitments.  

Table 7 
Summaries of accepted constructs and indicators 
Constructs Suggested Indicators Accepted Indicators 

Normative commitment  9 8 

Affective commitment 8 4 

Continuance commitment 7 7 

Total 24 19 

The Final Suburban Teachers’ Commitments Measurement Model  

Several fit indices, including Chi Square (CMIN), CFI, RMSEA, PNFI, and PCFI, were 
used in this study to justify the model's fitness. When the significant values of Chi 
Square (CMIN) exceeded 0.05, the hypothesis model was judged fit with the obtained 
data. When the CFI exceeds 0.90, the hypothesis model is considered fit, however 
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values between 0.80 and 0.89 are still within the acceptable limit. The acceptable 
RMSEA value is less than 0.08 (Byrne, 2010; Ibrahim, Yusof, Yaakob, et al., 2019). 
The PCFI and PNFI index values must exceed 0.5 for the fit of the model (Byrne, 2013; 
Elastika et al., 2021; Ibrahim, Yusof, Morni, et al., 2019; Meyers et al., 2013). If at least 
one of each category of absolute relative and parsimony indices was fit, the final model 
was considered fit. According to table 8, all indices for each category were fit.  

Table 8  
The fitness indexes for the Suburban Teachers’ Commitments measurement model  
Categories Index’s Value Result 

Absolute 
Ratio 2.648 The required level has been achieved. 

RMSEA 0.095 The required level has been achieved. 

Relative CFI 0.903 The required level has been achieved. 

Parsimonious 
PCFI 0.771 The required level has been achieved. 

PNFI 0.729 The required level has been achieved. 
Note: 
RMSEA : Root Mean Square Error of Approximation 

CFI : Comparative Fit index 
PCFI : Parsimony Comparative Fit index 
PNFI : Parsimony Norm Fit index 

Finally, this study successfully developed the final measurement model of suburban 
Teachers’ Commitments. This model consists of 19 indicators or behaviours and three 
constructs namely Affective Commitments, Continuant Commitment, and Normative 
Commitment as shown in Figure 2.  

 
Figure 2  
The final measurement Suburban Teachers’ Commitments model 
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DISCUSSION 

Subordinate must demonstrate their commitment to the organisation by living it. 
Similarly, with the organisation of Education, teacher commitment is one of the factors 
that influence the effectiveness of the organisation and the well-being of students. A 
study was using Meyer and Allen's (1991) organisational commitment model conducted 
on suburban teachers in Pasir Puteh district, Kelantan successfully identified and 
confirmed three categories of teacher commitment, namely affective commitment, 
normative commitment, and continuous commitment. However, the findings of the study 
successfully accepted and validated 19 different behaviours with 24 behaviours by 
Meyer and Allen (1991).  

The rejection behaviour, such as "I will not feel attached to another school," represents 
the teacher's loyalty to the organisation. Thus, based on the behaviours accepted in the 
study's findings, it can be concluded that teachers continue to have a high level of 
commitment. In this case, teachers with a high level of commitment have a better work 
attitude and a longer and more flexible working period than less committed teachers 
(Malthis, Robert L. Jackson, 2001) 

Indirectly, this behaviour indicates a high level of commitment among suburban teachers 
in Pasir Puteh, Kelantan. Teachers with a high level of commitment can be identified by 
habits such as arriving at work on time, attending school when necessary, and 
consistently delivering excellent work results. Munian and Hasan (2020) and will 
dedicate themselves to their student's success at school by continuously innovating and 
incorporating new concepts into teaching practice. The findings of this study also show 
that teachers understand commitment better than is stated, as most teachers believe 
commitment is a part of their professional values, rather than an obligation that is an 
important condition for teacher success (Gu & Day, 2007).  

According to the findings of this study, affective commitment, normative commitment, 
and continuous commitment are reflect the psychological state of employees and 
organisations. In the context of education, this commitment has significant implications 
for teachers' decisions to remain loyal or leave the school. Commitment to the 
organisation, on the other hand, is determined by the psychology of each individual. As 
a result, all teachers should value these three dimensions in order to increase teachers' 
commitment to the school. This is because previous research has shown that student 
excellence is closely related to teacher commitment (Kasa et al., 2020). 

CONCLUSION 

Generally, this study has successfully developed a measurement model for measuring 
suburban teachers' commitment in Pasir Putih, District, Kelantan. The study's findings 
also successfully confirmed 19 indicators or behaviours that contribute to the teachers' 
commitment. We anticipate that the outcomes of this research will assist specific parties 
in measuring the commitment of teachers via the use of a set of questions that have been 
tested and shown to be effective. At the same time, school administrators might utilise 
the findings of this research to establish a healthy school climate and culture that would 
encourage teachers to remain committed to their jobs in the classroom. Finally, future 
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researchers are invited to replicate this study in other Malaysian states in order to ensure 
that the results are applicable across a broader range of contexts. 
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