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Abstract

The influence of teachers' commitment and burnout on student learning outcomes and their
performance requires astute research to identify the antecedent factors of these two variables.
Commitment and burnout are peremptorily related to the positive and negative aspects of
performance, respectively. Most of the previous research showed inconsistency, therefore, a new
assay is needed to produce more convincing findings. This study aims to identify the antecedent

variables of teachers' commitment and job burnout by using meaning at work as a mediating variable.

Based on the random sampling technique, 304 respondents were selected among the teachers in
private primary and secondary education levels in the East Kalimantan Province, Indonesia. A
structural equation model (SEM) was used in the data analysis. The results showed that school

support, self-actualization, and meaning at work were antecedent variables for teachers' commitment

and burnout. The meaning at work also mediates the relationship between school support and self-

actualization. Meanwhile, the remaining four mediating roles were not proven in this research. These

findings offer a framework for principals to increase commitment and reduce teachers' burnout by
increasing school support and self-actualization through meaning at work.

1 Introduction

The empirical evidence of teacher's role in student learning outcome (Aliakbari & Amoli, 2016)
require an astute research on the collection of factors associated with successful educational system
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The Mediating Role of Meaning at Work

(Faskhodi & Siyyari, 2018). A productive teacher has certain characteristics however, previous
research has succeeded in indicating various related variables, such as commitment (Tran et al.,
2020) and burnout (Hakanen & Schaufeli, 2012), which greatly influence the performance of student
learning outcomes (Lee et al., 2011). The personal intervention related to the two variables has a
positive effect on their performance as well as on student learning achievement (Van Wingerden et
al., 2017). Commitment and burnout are in correlation with the positive and negative aspects of
teachers' performance (Madigan & Kim, 2021).

Commitment is important in maintaining professional motivation and promote teachers to be
responsive to changes in learning practices (Han et al., 2016), and is further classified into two,
namely organizational and professional aspects (Lee & Nie, 2014; Ni, 2017). Organizational
commitment is the relative strength of teacher's involvement and the willingness to make sacrificial
efforts on behalf of the school (Han et al., 2016). Professional commitment describes the teacher's
involvement level and the importance of work rendered in general. This research (Mclnerney et al.,
2015) also explained that commitment, both affective and normative, predicts well-being, growth
opportunities, recognition, and job satisfaction. Contrary to commitment which is a positive aspect of
teaching, tutors' burnout is a variable that reduces negative elements related to other performance.
Research (lancu et al., 2018) stated that burnout manifest in all types of work, but it is mainly
experienced by teachers because their daily job demands and pressures (McCarthy et al., 2016).

Teachers' burnout is associated with multiple experiences and negative outcomes. The teaching
profession is reported as a job with a high risk of burnout (Madigan & Curran, 2021). In the work
environment, they often face challenges, such as getting cynicism from co-workers or unpleasant
treatment. Emotional exhaustion and mood swings eventually lead to burnout (Capone et al., 2019;
Hakanen et al., 2006). This provides a lower impetus in responding to student learning achievements
(Madigan & Kim, 2021). Teachers also tend to have a negative relationship with students for
example, getting angry when pupils do not follow instructions and have contradicting views (Pietsch
et al., 2019). The burnout that occurs also affect the probability of staying in the job (Ibrahim et al.,
2017). This is because it leads to increased absenteeism, lower work commitment, and enhanced
desire (Brouwers & Tomic, 2000). Teachers' fatigue also have an impact on students through a
contagion effect, where burnout passes from tutors to their pupils (Bakker & Schaufeli, 2000),
because learners have a tendency to pick up and imitate emotional cues (Chung, 2019). This implies
that students also face direct consequences of burnout, such as decreased achievement (Madigan &
Curran, 2021), increased forms of controlled motivation (Zhang & Bartol, 2010), and depression
(IsHak et al., 2013). Due to the significance of teachers' commitment and burnout on their
performance and pupils' achievement, the antecedents of these two variables required to be
determine.

This research outlined three independent variables, namely transformational leadership, school
support, and self-actualization, which are predicted to affect teachers' commitment and job burnout.
The empirical relationship between these variables was investigated, but there are still inconsistencies
in results of these studies. In research that expressed transformational leadership as an independent
variable, the majority of the results showed a positive effect on teacher commitment. In line with
these findings, Pietsch et al. (2019) stated that "teachers who feel that their principals have better
understanding of their intrinsic needs, recognize their abilities, develop and empower them
individually are more strongly committed to their schools than their peers"”. Research with similar
results stated that transformational leadership predicts commitment to both organizational and
professional commitment (Chung, 2019; Hosseingholizadeh et al., 2020; Jeong et al., 2016; Ibrahim
etal., 2017; Khumalo, 2019; Skelton, 2019; To et al., 2021; Qadach et al., 2020). The principal’s role
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as a transformational leader is key in ensuring teacher commitment (Berkovich & Eyal, 2017). Other
results (Cansoy, 2018; Jeong et al., 2016; Ninkovi¢ & Knezevi¢ Flori¢, 2018; Zacharo et al., 2018)
also showed that when principals act as transformational leaders, teachers feel a higher commitment
to the school. Headteacher who apply leadership that builds positive relationships affect commitment
(M Almandeel & Dawood, 2019) and negatively impact burnout (Eslamieh & Mohammad Davoudi,
2016). Principal and teacher relationships increase work commitment (Bogler & Nir, 2012).
Although many results showed that there is a significant effect of transformational leadership on
teachers' commitment and burnout. Freeman and Fields (2020) explored the relationship between
teachers' perceptions of principals' leadership and commitment. The results showed that
transformational leadership was uniquely associated with organizational trust and efficacy, but not
with teachers' commitment. Additionally, similar research was also conducted by Cahyono et al.
(2020), although the context is slightly different, it showed that, among the 4 transformational
leadership sub-variables, only one affects teachers' commitment (namely intellectual stimulation).
While the other three sub-variables (ideal effect, inspirational motivation, and individual
considerations) do not affect organizational commitment in higher education. This trend is also
supported by Ling et al. (2013), although it has a correlation between transformational leadership and
teachers' commitment, but it has a weak effect.

The influence of the second independent variable (school support) on teachers' commitment and
burnout also contains inconsistencies. Most research showed that employee perceived support is
positively related to adaptability and negatively related to burnout and disengagement (Collie et al.,
2018). Organizational support has an impact on several indicators of employee performance, such as
decreased absenteeism and increased commitment and job satisfaction (Johlke et al., 2002). Support
and quality of leader relationships affect teachers' commitment and burnout (Ford et al., 2019).
Perceived organizational support (POS) serves to meet socio-emotional needs (for example rewards,
affiliation, and emotional support) and leads to affective commitment (Allen & Meyer, 1990). POS
which involves employees’ perception that the organization values their contributions and cares about
their well-being, is the most strongly associated work experience with the emotional attachment to
the establishment (Kim et al., 2016). However, little is known about the effect of perceived
organizational support on education (Bogler & Nir, 2012), which is similar to the self-actualization
variable. Several studies have stated that self-actualization affects organizational commitment
(Gopinath, 2021b; Gopinath & L.itt, 2020), but there is no very convincing empirical evidence about
this relationship. Based on the inconsistency of independent influence on the dependent variable, this
research used meaning at work as a mediating factor. This is predicted to mediate between the three
independent variables on the two dependents.

Based on the above background, this research aims to: (1) Investigate the effect of transformational
leadership, school support, and self-actualization on meaning at work, (2) Examine the impact of
transformational leadership, school support, self-actualization, and the meaning at work on teachers'
commitment and burnout (3) Determine whether the meaning at work mediates this relationship.
These results contribute (1) to filling the gap in the literature on the relationship between teachers'
commitment, burnout, and the meaning at work, because, there is few empirical research that
examine the antecedents and consequences of meaning at work. (2) Based on the education
management perspective, teachers' commitment and burnout are important outcomes of school
support, transformational leadership, and self-actualization. Given the importance of commitment
and the low level of burnout in education, school management should maintain the commitment by
minimizing teachers' burnout. Furthermore, (3) this research used the meaning at work as a mediator,
in respect to this model, schools have more opportunities to recruit productive teachers with the
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assurance of school support and recognizing the teaching profession as meaningful work. The
research model scheme is represented in Figure 1.

Based on the research model scheme described in the Figure 1, the research hypothesis is formulated
as follows:

H1: School transformational leadership increases the teacher's meaning at work

H2: School support increases the teacher's meaning at work

H3: Self-actualization increases the teacher's meaning at work

H4: Meaning at work increases teachers' commitment

H5: The meaning reduces their burnout

H6a: Meaning at work mediates the positive influence of school transformational leadership on
teaching commitment

H6b: Meaning at work mediates the positive effect of school support on teaching commitment

H6c: Meaning at work mediates the positive effect of self-actualization on teaching commitment

H6d: Meaning at work mediates the negative effect of self-actualization on the burnout

H6e: Meaning at work mediates the negative effect of school support on the burnout

H6f: Meaning at work mediates the negative effect of transformational leadership on the burnout

2 Methods

2.1 Data Collection

This cross-sectional research aims to determine the relationship between the independent and
dependent variables as the basis for discovering the factors that influence teachers' commitment and
job burnout using the AMOS SEM model (Kurtessis et al., 2017). It includes 6 types of variables,
namely; 1) three exogenous (the principal's transformational leadership, school support, and student
self-actualization); 2) one mediator (meaning at work), and 3) two endogenous (the commitment and
the level of burnout).

2.2 Research respondents

The research respondents consisted of 304 teachers from Private Elementary, Junior High, and Senior
High School/Vocational in East Kalimantan Province, Indonesia with the demographic details
described in Table 1.

2.3 Data Collection Instruments

The data collection was carried out using 6 types of questionnaires representing each research
variable, namely (a) The principal transformational leadership adopted from Bass and Riggio (2010),
(b) The school support obtained from Lam et al. (Lam et al., 2010), (c) Student self-actualization
adopted from Robbins and Judge (2009), (d) Meaning at work obtained from Steger & Duffy (Steger
et al., 2012) (e) Teachers' commitment adopted from Allen and Meyer (1990), as well as (f) Teachers'
burnout level obtained from Dorman (Dorman, 2003). Each variable was developed into several
indicators as described in Table 2.

The questionnaire was made using a Likert scale from a score of 1 to 5, with the information
collected in the form of interval data. The score of 1 for “strongly disagree”, 2 for “disagree”, 3 for
“undecided”, 4 for “agree”, and 5 for “strongly agree”. These are different for negative statements,
i.e., a score of 5 for "strongly disagree", 4 for "disagree", 3 for "undecided", 2 for "agree", and 1 for
"strongly agree”.
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2.4 Data Analysis

The data analysis used a structural equation modeling (SEM) with the AMOS application (Collier,
2020). The SEM analysis was used to determine the relationship between the principal
transformational leadership, school support, and student self-actualization as exogenous variables
with meaning at work as mediating variables and teaching commitment and burnout levels as the
endogenous. The considerations for using AMOS as SEM analysis software are; 1) the availability of
various SEM imaging tools, and 2) accuracy, speed, and ease of AMOS in SEM path analysis
(Byrne, 2001). SEM analysis is divided into two, namely the measurement model for explaining the
relationship between variables with their indicators. While structural design is used for expressing the
relationship between variables (Gerbing & Anderson, 1988). In the AMOS SEM, Regression Weight
Output is obtained to determine the acceptable level of the proposed hypothesis.

3 Findings

Based on data analysis, these findings are divided into three, namely the measurement, structural, and
hypothesis model.

3.1 Measurement model

The measurement model provides the relationship of values between the observed indicator and the
constructs that are designed to be measured (unobserved latent variables). It was analyzed using
Confirmatory Factor Analysis (CFA) to produce the validity of the indicator variables (Collier,

2020). The variable indicators described in table 2 have passed the validity test with CFA analysis on
AMOS. The validity of the indicators was determined from the results of the CFA (confirmatory
factor analysis) test with the provisions of the CR (critical ratio) > 1.96 and probability or p < 0.05. In
this research, the validity of each indicator is shown in Table 3.

CR value > 1.96 and probability < 0.05 from table 3 shows that each variable indicator has met the
validity requirements and reflected the variables. The validity test was also carried out by using the
standardized loading estimate or factor > 0.5 as shown in table 4. It shows when the indicator for
each variable has exceeded the required loading factor.

3.2 Structural model

The structural model describes the relationship between latent variables (Civelek, 2018; Mueller &
Hancock, 2018), such as exogenous, mediating, and endogenous. The validity of the structural model
is measured by the GOF (Goodness of Fit) value or the feasibility test by using the achievement of
the index suitability criteria and the cut-off point (Schumacker, 2017). These indices are GFI, AGFI,
CMIN/DF, TLI, CFl, and RMSEA. The GFI and AGFI are references to describe the level of model
suitability with a size range of 0 (poor fit) to 1.0 (perfect fit). The GFI and AGFI values are close to
1.0, indicating that the tested model has a good fit (Arbuckle, 2014). The results obtained for the
value of GFI 0.915 and AGFI 0.883 proved that the model is a good fit. The CMIN/DF and TLI
become indicators to measure the fitness level of the model with the criteria of CMIN/DF 2.0 and
TLI10.95 (Byrne et al., 1989). The analysis indicated the value of CMIN/DF at 1.966 and TLI at
0.935, stating that the criteria for the model acceptance were met. The next two criteria that
determine the model acceptance level include (a) the CFI with a value criterion of 0 — 1, where the
closer to 1, the higher the level of acceptance (Arbuckle, 2014), and (b) the RMSEA with criteria of
0.08 (Cudeck & Browne, 1983). The CFI was 0.947 and the RMSEA was 0.058, indicating a high
model acceptance level, as described in Table 5.



207
208

209

210
211
212
213

214

215
216
217
218

219
220
221

222
223
224

225
226
227

228
229
230

231
232
233
234

235
236
237

238
239
240

241
242
243
244
245
246
247
248
249

250

The Mediating Role of Meaning at Work

Based on the analysis as described in table 5, the resulting research model scheme is represented in
Figure 2.

3.3 Hypothesis testing

The hypothesis test in the SEM AMOS was carried out using the Critical Ratio (CR) and p-value in
the output regression weights table, with the condition that the hypothesis is accepted when the CR
value is > 1.96 and p < 0.05. The influence between variables is determined by the existing estimate

value. The results of the hypothesis testing are shown in Tables 6 and 7.

Based on the hypothesis testing shown in Tables 6 and 7, the following proofs were obtained:

1.

10.

11.

H1.1: There is an effect of the principal's transformational leadership (TL) on the teacher's meaning
of work (MOW). The hypothesis of the effect of TL on MOW has a CR value of 0.435 and p 0.663.
Therefore, this hypothesis is rejected, because it does not meet the criteria for CR values> 1.96 and
p < 0.05.

H1.2: There is an effect of school support (SS) on the teacher's meaning of work (MOW). The
hypothesis of the effect of SS on MOW has a CR value of 2.708 and p 0.007. Therefore, this
hypothesis is declared accepted, because it has met the criteria for CR values > 1.96 and p < 0.05.

H1.3: There is an effect of self-actualization (SA) on the teacher's meaning of work (MOW). The
hypothesis of the effect of SA on MOW has a CR value of 2.188 and p 0.029. Therefore, this
hypothesis is accepted, because it has met the criteria for CR > 1.96 and p < 0.05.

H1.4: There is an effect of the teacher's meaning of work (MOW) on teaching commitment (TC).
The hypothesis of the effect of MOW on TC has a CR value of 7.086 and p 0.000. Therefore, this
hypothesis is declared accepted, because it meets the criteria for CR value > 1.96 and p < 0.05.

H1.5: There is an effect of teacher's meaning of work (MOW) on the level of teacher's burnout
(TB). The hypothesis of the effect of MOW on TB has a CR value of 6.267 and p 0.000. Therefore,
this hypothesis is declared accepted, because it has met the criteria for CR > 1.96 and p < 0.05.

H1.6a: There is an indirect effect of transformational leadership (TL) on the level of teacher's
fatigue (TB) mediated by Meaning Of Work (MOW). Based on table 7, this hypothesis is rejected,
because the indirect effect of TL on TB mediated by MOW has an estimated value (B) of -0.045 <
0.000.

H1.6b: There is an indirect effect of transformational leadership (TL) on teacher's commitment
(TC) mediated by Meaning of Work (MOW). Based on table 7, this hypothesis is rejected because
the indirect effect of TL on TB mediated by MOW has an estimated value (B) of — 0.062 < 0.000.

H1.6¢: There is an indirect effect of school support (SS) on the level of teacher's fatigue (TB)
mediated by Meaning of Work (MOW). Based on table 7, this hypothesis is accepted, because the
indirect effect of SS on TB mediated by MOW has an estimated value () of 0.385 > 0.000.

H1.6d: There is an indirect effect of school support (SS) on teaching commitment (TC) mediated
by Meaning of Work (MOW). Based on table 7, this hypothesis is rejected, because the indirect
effect of SS on TC mediated by MOW has an estimated value () of 0.522 > 0.000.

H1.6c¢: There is an indirect effect of self-actualization (SA) on the level of teacher's fatigue (TB)
mediated by Meaning of Work (MOW). Based on table 7, this hypothesis is accepted because the
indirect effect of SS on TB mediated by MOW has an estimated value (B) of 0.196 > 0.000.

H1.6d: There is an indirect effect of self-actualization (SA) on teaching commitment (TC) mediated

by Meaning of Work (MOW). Based on table 7, this hypothesis is rejected, because the indirect
effect of SS on TC mediated by MOW has an estimated value () of 0.266 > 0.000.
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4 Discussion and Conclusion

The data analysis, in general is divided into two, namely: six accepted and five rejected hypotheses.
Hypothesis 2 which showed that school support has an effect on teacher's meaning of work is
accepted. Hypothesis 3 which indicated that self-actualization affects the teacher's meaning of work
is accepted. Hypothesis 4 which expressed the effect of teacher's meaning of work on teaching
commitment is accepted. Hypothesis 5 which explained the effect of teacher's meaning of work on
tutor's burnout is accepted. Meanwhile, hypothesis 6 which showed the meaning of work mediates
the relationship between the antecedent and the consequence variables is partly supported and
rejected.

The results indicated that the teacher's meaning of work has two antecedent factors, namely school
support and self-actualization. School support received by teachers is their general perception about
how important it is for institutions to contribute to their interests and well-being. Teachers who feel
they received more support from the organization recognize the efforts. According to the theory of
perceived organizational support (POS), members who received valuable resources from the
organization, for example in the form of salary increment, opportunities to attend training, and
various self-development activities, have a higher sense of responsibility in helping to achieve
organizational goals, as a form of reciprocation to the organization according to the norm of
reciprocity (Kurtessis et al., 2017; Neves & Eisenberger, 2014). Organizational support has an
impact on several indicators of employee performance, such as decreased absenteeism, increased
commitment, and job satisfaction (Johlke et al., 2002). Perceived organizational support is an
indicator of organizational concern (Perrot et al., 2014). It makes members feel that the organization
is willing to provide the resources they needed, to support the growth and development in their
capacities (Armeli et al., 1998). Based on the conceptual framework of the POS theory, the support
felt by teachers from schools is seen as their perception of how the institution values their efforts,
cares about their welfare, and appreciates all their performance. Based on the theory (Lee, 2015), this
conceptual framework enable teachers to feel positive in carrying out their duties. Feeling positive at
work is one of the four critical attributes of meaning at work. Meaning at work is obtained when
someone feels that their job is important and has a valuable purpose (Steger et al., 2012). This
framework is also related to one of the three aspects of the conceptualization belonging to (Hicks &
King, 2009), which stated that the support they receive from the organization enables an individual to
gain sense of meaning at work. Teachers' involvement in school-wide policy-making is positively
related to individual professional commitment (Park et al., 2020).

The meaning at work is also influenced by the self-actualization variable, enabling individuals to use
their full potential (Ozaslan, 2018). According to Maslow, self-actualization is the highest human
need (Maslow, 1971). The fulfillment of this need lead an individual to achieve mental health and
desired personal goals. For teachers, self-actualization is important after carrying out various
activities that boost their potential and competence to become professional educators (Hendriani,
2017). Forms of self-actualization are carried out by building awareness of the main role of a teacher
and developing strategic steps to continue to improve their competencies. The research conducted by
(Nasseri & Sarkhosh, 2019), showed that self-actualization improved teachers' performance. A self-
actualizing individual is able to think about the complexities of life, balance, and integrate emotions
into real-life realities. Teachers make choices that support their growth even in difficult conditions.
They also overcome various dilemmas they face, such as anxiety, disappointment, and doubt
(Compton, 2018). People who have achieved self-actualization become servants of life. These
findings are in line with several previous research which explained that, self-actualization is a major
source of sense of meaning at work (Kenrick, 2017; Suyatno et al., 2020). Research (Delle Fave et
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al., 2016) explains that self-actualization is a source of meaning at work, which accounts for 8.5% of
an individual lifestyle.

The meaning at work also fully supports the consequence variables, namely teacher's commitment
and fatigue. This implies that the high meaning of work increases their commitment and reduces
work fatigue. In the first case, this finding supports previous research that meaning at work affects
one's work commitment (Heintzelman et al., 2013; Sarensen et al., 2019; Trevisan et al., 2017,
Suyatno et al., 2021). It succeeded in confirming a positive relationship with organizational
commitment (Maharaj & Schlechter, 2007). According to Morrison et al. (2007) and Leape et al.
(2009), the concept of meaning of work has been suggested as an approach to increase one's job
commitment. Some literature showed that a person's commitment grows when the values and goals
of the organization are identified. The identification enhances a person's willingness to work on
behalf of and remain in the organization (Jo, 2014). Awards and support, achievements achieved, and
organizational involvement affects a teacher's commitment (Rani, 2019). The meaning of work helps
create a school environment that encourages teacher's commitment, prevents dropouts from their
profession, and improves the quality of education (Saloviita & Pakarinen, 2021).

Besides fully support the commitment of teachers, meaning at work also has a negative effect on
burnout level. Those with high meaning at work reduce burnout levels, and vice versa. The burnout
level is a description of the gradual process of fatigue and the loss of commitment at work (Madigan
& Kim, 2021). The reduced burnout is directly proportional to work involvement, which is a positive
factor in performance (Gonzélez-Roma et al., 2006). It has a lot of negative impacts on teachers, for
example, they become more critical and respond slower to student success (Madigan & Kim, 2021),
teacher's intention to quit (Liu & Onwuegbuzie, 2012), lower pupils' motivation and academic
achievement (Shen et al., 2015; Sutcher et al., 2019), lower job satisfaction (Skaalvik & Skaalvik,
2009), and even detrimental to health (Kovess-Masféty et al., 2007). Furthermore, 19-30% of
teachers stop working because of burnout (Pressley, 2021). High burnout is influenced by anxiety,
stress, lack of administrative support (Pressley, 2021), and low quality of social interaction in schools
(Fernet et al., 2012; VVan Droogenbroeck et al., 2014). This research supports several previous
findings that, low meaning at work is a predictor of teacher's burnout. The fulfillment of existential
needs prevents burnout (Loonstra et al., 2009). An individual who is oriented towards achievement
and meaningful goals is able to reduce burnout (Devos et al., 2012; Pietarinen et al., 2013). The
findings indicated that meaning at work is an important variable in reducing burnout. Meaning at
work is influenced by the existence of a calling orientation, where someone works because they
perceive the calling (Fouché et al., 2017). Increased meaning at work intensified awareness in daily
work (Lavy & Bocker, 2018). Therefore, the results help in establishing schools that promote job
satisfaction and the delivery of high-quality education (Saloviita & Pakarinen, 2021).

In contrast to the findings of this research, the hypothesis that considers the effect of transformational
leadership on teachers' sense of meaning at work is not significantly supported by the data. This
finding is in contradiction with most of the previous research, which showed that transformational
leadership is an important predictor of meaning at work (Bernarto et al., 2020). This makes teachers
feel respected and trusted (Yang, 2014). Transformational leaders maintain good relationship with
employees and cause perceptions of the organization's reputation to be better (Men, 2012). The four
hypotheses linking the mediating role of meaning at work are also not significantly supported by the
empirical data. This is because, it did not mediate the effect of transformational leadership on burnout
and commitment, school support on commitment, and self-actualization on commitment. The reason
behind these findings is related to the population. The main objective of this research is to identify
the antecedent factors of teachers' commitment and burnout. Considering this objective, this research
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focuses on teachers in private schools, from primary and secondary education levels. The results of
Sun et al. (Sun et al., 2017) explained the context of this research, in which the principal's
transformational leadership is associated with three sets of antecedents, namely leader qualities
(including self-efficacy, values, traits, and emotional intelligence), organizational features, and the
leader's colleagues' characteristics ( e.g., follower's initial developmental level). In the context of
schools in Indonesia, these three sets of leadership qualities are lacking in private institutions
compared to the government-owned.

This research has both theoretical and practical contributions. Theoretically, it indicated that teachers'
commitment increases when they recognize their meaning at work. This indicates that when teachers
complete the important and valuable tasks, they conduct this with all their mind, knowledge, skills,
and dedication to the school organization. The meaning at work also reduces teachers' burnout levels.
The feeling that their work is meaningful, amplifies positive emotions, creates meaningful goals, and
job satisfaction (Lee, 2015) Therefore, making the level of burnout at work to decrease, which in turn
have an impact on their intention to stop teaching (Liu & Onwuegbuzie, 2012), increase job
satisfaction (Skaalvik & Skaalvik, 2009), improve mental health quality (Kovess-Masféty et al.,
2007), decrease anxiety in teaching (Pressley, 2021), and enhance the care for student learning
achievement (Madigan & Kim, 2021; Shen et al., 2015; Sutcher et al., 2019). For sense of meaning at
work to increase, there is need for support from school organizations and teacher self-actualization.
In this research, these two variables simultaneously increase the sense of meaning at work.
Furthermore, the mediating effect is partly supported by this research, which increases the
understanding of how school support and self-actualization increase commitment and reduce burnout.
The mediating role of meaning at work shows that the teachers' perception of their work is an
important factor in determining commitment. The findings supported the argument that meaning at
work plays a mediating role in the relationship between school support and self-actualization with
teachers' commitment and burnout. Finally, this research offers a more comprehensive concept of
sense of meaning at work and provides empirical evidence that school support and self-actualization
lead to higher levels of teachers' commitment and reduce burnout in their profession.

The findings offer a framework for principals to increase commitment and reduce teachers' burnout
by increasing school support and self-actualization through meaning at work at work. It is observed
that school support and self-actualization increase meaning at work, therefore, principals should
emphasize that school organizations provide full support and the widest opportunity for teachers to
achieve self-actualization. To increase school support, principals are required to create a fair
institution climate (Cheng et al., 2013; Jacobs et al., 2014), provide opportunities for growth
(Mendelson et al., 2011), support superiors (Simosi, 2012), and colleagues (Ahmed & Nawaz, 2015;
Zagenczyk et al., 2010). Meanwhile, to increase self-actualization, principals should increase
teachers' involvement and job satisfaction (Gopinath, 2020; Gopinath, 2021a), provide freedom of
choice (Arslan, 2017), growth opportunities, psychological comfort, and security (Alaghmand et al.,
2018). The principal's ability to establish good interactions also predicts the perception of school
support toward teachers' well-being (Bogler & Nir, 2015).
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Abstract

The influence of teachers' commitment and burnout on student learning outcomes and their
performance requires astute research to identify the antecedent factors of these two variables.
Commitment and burnout are peremptorily related to the positive and negative aspects of
performance, respectively. Most of the previous research showed inconsistency, therefore, a new
assay is needed to produce more convincing findings. This study aims to identify the antecedent

variables of teachers' commitment and job burnout by using meaning at work as a mediating variable.

Based on the convenience sampling technique, 304 respondents were selected among the teachers in
private primary and secondary education levels in the East Kalimantan Province, Indonesia. A
structural equation model (SEM) was used in the data analysis. The results showed that school

support, self-actualization, and meaning at work were antecedent variables for teachers' commitment

and burnout. The meaning at work also mediates the relationship between school support and self-

actualization. Meanwhile, the remaining four mediating roles were not proven in this research. These

findings offer a framework for principals to increase commitment and reduce teachers' burnout by
increasing school support and self-actualization through meaning at work.

1 Introduction

The empirical evidence of teacher's role in student learning outcome (Aliakbari & Amoli, 2016)
require an astute research on the collection of factors associated with successful educational system
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(Faskhodi & Siyyari, 2018). A productive teacher has certain characteristics however, previous
research has succeeded in indicating various related variables, such as commitment (Tran et al.,
2020) and burnout (Hakanen & Schaufeli, 2012), which greatly influence the performance of student
learning outcomes (Lee et al., 2011). The personal intervention related to the two variables has a
positive effect on their performance as well as on student learning achievement (Van Wingerden et
al., 2017). Commitment and burnout are in correlation with the positive and negative aspects of
teachers' performance (Madigan & Kim, 2021).

Commitment is important in maintaining professional motivation and promote teachers to be
responsive to changes in learning practices (Han et al., 2016), and is further classified into two,
namely organizational and professional aspects (Lee & Nie, 2014; Ni, 2017). Organizational
commitment is the relative strength of teacher's involvement and the willingness to make sacrificial
efforts on behalf of the school (Han et al., 2016). Professional commitment describes the teacher's
involvement level and the importance of work rendered in general. This research (Mclnerney et al.,
2015) also explained that commitment, both affective and normative, predicts well-being, growth
opportunities, recognition, and job satisfaction. Contrary to commitment which is a positive aspect of
teaching, tutors' burnout is a variable that reduces negative elements related to other performance.
Research (lancu et al., 2018) stated that burnout manifest in all types of work, but it is mainly
experienced by teachers because their daily job demands and pressures (McCarthy et al., 2016).

Teachers' burnout is associated with multiple experiences and negative outcomes. The teaching
profession is reported as a job with a high risk of burnout (Madigan & Curran, 2021). In the work
environment, they often face challenges, such as getting cynicism from co-workers or unpleasant
treatment. Emotional exhaustion and mood swings eventually lead to burnout (Capone et al., 2019;
Hakanen et al., 2006). This provides a lower impetus in responding to student learning achievements
(Madigan & Kim, 2021). Teachers also tend to have a negative relationship with students for
example, getting angry when pupils do not follow instructions and have contradicting views (Pietsch
et al., 2019). The burnout that occurs also affect the probability of staying in the job (Ibrahim et al.,
2017). This is because it leads to increased absenteeism, lower work commitment, and enhanced
desire (Brouwers & Tomic, 2000). Teachers' fatigue also have an impact on students through a
contagion effect, where burnout passes from tutors to their pupils (Bakker & Schaufeli, 2000),
because learners have a tendency to pick up and imitate emotional cues (Chung, 2019). This implies
that students also face direct consequences of burnout, such as decreased achievement (Madigan &
Curran, 2021), increased forms of controlled motivation (Zhang & Bartol, 2010), and depression
(IsHak et al., 2013). Due to the significance of teachers' commitment and burnout on their
performance and pupils' achievement, the antecedents of these two variables required to be
determine.

This research outlined three independent variables, namely transformational leadership, school
support, and self-actualization, which are predicted to affect teachers' commitment and job burnout.
The empirical relationship between these variables was investigated, but there are still inconsistencies
in results of these studies. In research that expressed transformational leadership as an independent
variable, the majority of the results showed a positive effect on teacher commitment. In line with
these findings, Pietsch et al. (2019) stated that "teachers who feel that their principals have better
understanding of their intrinsic needs, recognize their abilities, develop and empower them
individually are more strongly committed to their schools than their peers". Research with similar
results stated that transformational leadership predicts commitment to both organizational and
professional commitment (Chung, 2019; Hosseingholizadeh et al., 2020; Jeong et al., 2016; Ibrahim
etal., 2017; Khumalo, 2019; Skelton, 2019; To et al., 2021; Qadach et al., 2020). The principal’s role
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as a transformational leader is key in ensuring teacher commitment (Berkovich & Eyal, 2017). Other
results (Cansoy, 2018; Jeong et al., 2016; Ninkovi¢ & Knezevi¢ Flori¢, 2018; Zacharo et al., 2018)
also showed that when principals act as transformational leaders, teachers feel a higher commitment
to the school. Headteacher who apply leadership that builds positive relationships affect commitment
(M Almandeel & Dawood, 2019) and negatively impact burnout (Eslamieh & Mohammad Davoudi,
2016). Principal and teacher relationships increase work commitment (Bogler & Nir, 2012).
Although many results showed that there is a significant effect of transformational leadership on
teachers' commitment and burnout. Freeman and Fields (2020) explored the relationship between
teachers' perceptions of principals' leadership and commitment. The results showed that
transformational leadership was uniquely associated with organizational trust and efficacy, but not
with teachers' commitment. Additionally, similar research was also conducted by Cahyono et al.
(2020), although the context is slightly different, it showed that, among the 4 transformational
leadership sub-variables, only one affects teachers' commitment (namely intellectual stimulation).
While the other three sub-variables (ideal effect, inspirational motivation, and individual
considerations) do not affect organizational commitment in higher education. This trend is also
supported by Ling et al. (2013), although it has a correlation between transformational leadership and
teachers' commitment, but it has a weak effect.

The influence of the second independent variable (school support) on teachers' commitment and
burnout also contains inconsistencies. Most research showed that employee perceived support is
positively related to adaptability and negatively related to burnout and disengagement (Collie et al.,
2018). Organizational support has an impact on several indicators of employee performance, such as
decreased absenteeism and increased commitment and job satisfaction (Johlke et al., 2002). Support
and quality of leader relationships affect teachers' commitment and burnout (Ford et al., 2019).
Perceived organizational support (POS) serves to meet socio-emotional needs (for example rewards,
affiliation, and emotional support) and leads to affective commitment (Allen & Meyer, 1990). POS
which involves employees' perception that the organization values their contributions and cares about
their well-being, is the most strongly associated work experience with the emotional attachment to
the establishment (Kim et al., 2016). However, little is known about the effect of perceived
organizational support on education (Bogler & Nir, 2012), which is similar to the self-actualization
variable. Several studies have stated that self-actualization affects organizational commitment
(Gopinath, 2021b; Gopinath & L.itt, 2020), but there is no very convincing empirical evidence about
this relationship. Based on the inconsistency of independent influence on the dependent variable, this
research used meaning at work as a mediating factor. This is predicted to mediate between the three
independent variables on the two dependents.

Based on the above background, this research aims to: (1) Investigate the effect of transformational
leadership, school support, and self-actualization on meaning at work, (2) Examine the impact of
transformational leadership, school support, self-actualization, and the meaning at work on teachers'
commitment and burnout (3) Determine whether the meaning at work mediates this relationship.
These results contribute (1) to filling the gap in the literature on the relationship between teachers'
commitment, burnout, and the meaning at work, because, there is few empirical research that
examine the antecedents and consequences of meaning at work. (2) Based on the education
management perspective, teachers' commitment and burnout are important outcomes of school
support, transformational leadership, and self-actualization. Given the importance of commitment
and the low level of burnout in education, school management should maintain the commitment by
minimizing teachers' burnout. Furthermore, (3) this research used the meaning at work as a mediator,
in respect to this model, schools have more opportunities to recruit productive teachers with the
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assurance of school support and recognizing the teaching profession as meaningful work. The
research model scheme is represented in Figure 1.

Based on the research model scheme described in the Figure 1, the research hypothesis is formulated
as follows:

H1: School transformational leadership increases the teacher's meaning at work

H2: School support increases the teacher's meaning at work

H3: Self-actualization increases the teacher's meaning at work

H4: Meaning at work increases teachers' commitment

H5: The meaning reduces their burnout

H6a: Meaning at work mediates the positive influence of school transformational leadership on
teaching commitment

H6b: Meaning at work mediates the positive effect of school support on teaching commitment

H6c: Meaning at work mediates the positive effect of self-actualization on teaching commitment

H6d: Meaning at work mediates the negative effect of self-actualization on the burnout

H6e: Meaning at work mediates the negative effect of school support on the burnout

H6f: Meaning at work mediates the negative effect of transformational leadership on the burnout

2 Methods

2.1. Research Population and Sample

Population is the unit of analysis of which the characteristics is predicted while having more or less
similar features. This was the private SD/MI teachers (SD/MI, SMP/MTs, SMA/MA) in East
Kalimantan Province, Indonesia. The sample was also determined through a convenience sampling
technique (Farrokhi & Mahmoudi-Hamidabad, 2012; Etikan, 2016), where 304 teachers were
selected for participation with the demographics described in Table 1.

2.2. Research Instrument

meaning-at-work);-and ommitment-and vel o - The data
collection instrument was carried out using 6 types of questionnaires representing each research
variable, namely (a) The principal transformational leadership adopted from Bass and Riggio (2010),
(b) The school support obtained from Lam et al. (Lam et al., 2010), (c) Student self-actualization
adopted from Robbins and Judge (2009), (d) Meaning at work obtained from Steger & Duffy (Steger
etal., 2012), (e) Teachers' commitment adopted from Allen and Meyer (1990), as well as (f)
Teachers' burnout level obtained from Dorman (Dorman, 2003). Each variable was developed into
several indicators as described in Table 2. The questionnaire was made using a Likert scale from a
score of 1 to 5, with the information collected in the form of interval data. The score of 1 for
“strongly disagree”, 2 for “disagree”, 3 for “undecided”, 4 for “agree”, and 5 for “strongly agree”.
These are different for negative statements, i.e., a score of 5 for "strongly disagree”, 4 for "disagree",
3 for "undecided", 2 for "agree", and 1 for "strongly agree". Google forms were also used to facilitate
the distribution and filling of questionnaires to the participants.

2.3. Data Collection Procedure
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Coordinations were conducted with the heads of the city and district education offices in East
Kalimantan to obtain experimental permits before data collection. This was accompanied by the
issuance of a notification letter to the principal, permitting the working team to obtain the required
data. The study expert was then assisted by the field technical team in distributing the questionnaires
created as a Google form. Through the principal, these instruments were subsequently distributed to
teachers for filling. In this questionnaire, an ethical agreement was explained, stating that the
experiment was voluntary without any element of coercion.

2.4. Data Analysis

The data analysis used a structural equation modeling (SEM) with the AMOS application (Collier,
2020). The SEM analysis was used to determine the relationship between the principal
transformational leadership, school support, and student self-actualization as exogenous variables
with meaning at work as mediating variables and teaching commitment and burnout levels as the
endogenous. The considerations for using AMOS as SEM analysis software are; 1) the availability of
various SEM imaging tools, and 2) accuracy, speed, and ease of AMOS in SEM path analysis
(Byrne, 2001). SEM analysis is divided into two, namely the measurement model for explaining the
relationship between variables with their indicators. While structural design is used for expressing the
relationship between variables (Gerbing & Anderson, 1988). In the AMOS SEM, Regression Weight
Output is obtained to determine the acceptable level of the proposed hypothesis.

3 Findings

Based on data analysis, these findings are divided into three, namely the measurement, structural, and
hypothesis model.

3.1 Measurement model

The measurement model provides the relationship of values between the observed indicator and the
constructs that are designed to be measured (unobserved latent variables). It was analyzed using
Confirmatory Factor Analysis (CFA) to produce the validity of the indicator variables (Collier,

2020). The variable indicators described in table 2 have passed the validity test with CFA analysis on
AMOS. The validity of the indicators was determined from the results of the CFA (confirmatory
factor analysis) test with the provisions of the CR (critical ratio) > 1.96 and probability or p < 0.05. In
this research, the validity of each indicator is shown in Table 3.

CR value > 1.96 and probability < 0.05 from table 3 shows that each variable indicator has met the
validity requirements and reflected the variables. The validity test was also carried out by using the
standardized loading estimate or factor > 0.5 as shown in Table 4. It shows when the indicator for

each variable has exceeded the required loading factor.

3.2 Structural model

The structural model describes the relationship between latent variables (Civelek, 2018; Mueller &
Hancock, 2018), such as exogenous, mediating, and endogenous. The validity of the structural model
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is measured by the GOF (Goodness of Fit) value or the feasibility test by using the achievement of
the index suitability criteria and the cut-off point (Schumacker, 2017). These indices are GFI, AGFI,
CMIN/DF, TLI, CFI, and RMSEA. The GFI and AGFI are references to describe the level of model
suitability with a size range of 0 (poor fit) to 1.0 (perfect fit). The GFI and AGFI values are close to
1.0, indicating that the tested model has a good fit (Arbuckle, 2014). The results obtained for the
value of GFI 0.915 and AGFI 0.883 proved that the model is a good fit. The CMIN/DF and TLI
become indicators to measure the fitness level of the model with the criteria of CMIN/DF 2.0 and
TLI10.95 (Byrne et al., 1989). The analysis indicated the value of CMIN/DF at 1.966 and TLI at
0.935, stating that the criteria for the model acceptance were met. The next two criteria that
determine the model acceptance level include (a) the CFI with a value criterion of 0 — 1, where the
closer to 1, the higher the level of acceptance (Arbuckle, 2014), and (b) the RMSEA with criteria of
0.08 (Cudeck & Browne, 1983). The CFI was 0.947 and the RMSEA was 0.058, indicating a high
model acceptance level, as described in Table 5.

Based on the analysis as described in table 5, the resulting research model scheme is represented in
Figure 2.

3.3 Hypothesis testing

The hypothesis test in the SEM AMOS was carried out using the Critical Ratio (CR) and p-value in
the output regression weights table, with the condition that the hypothesis is accepted when the CR

value is > 1.96 and p < 0.05. The influence between variables is determined by the existing estimate
value. The results of the hypothesis testing are shown in Tables 6 and 7.

Based on the hypothesis testing shown in Tables 6 and 7, the following proofs were obtained:

1. HZL1.1: There is an effect of the principal's transformational leadership on the teacher's meaning at
work. The hypothesis of the effect of TL on meaning at work has a CR value of 0.435 and p 0.663.
Therefore, this hypothesis is rejected, because it does not meet the criteria for CR values> 1.96 and
p <0.05.

2. H1.2: There is an effect of school support (SS) on the teacher's meaning at work. The hypothesis
of the effect of SS on meaning at work has a CR value of 2.708 and p 0.007. Therefore, this
hypothesis is declared accepted, because it has met the criteria for CR values > 1.96 and p < 0.05.

3. H1.3: There is an effect of self-actualization (SA) on the teacher's meaning at work (MOW). The
hypothesis of the effect of SA on meaning at work has a CR value of 2.188 and p 0.029. Therefore,
this hypothesis is accepted, because it has met the criteria for CR > 1.96 and p < 0.05.

4. H1.4: There is an effect of the teacher's meaning at work on teaching commitment (TC). The
hypothesis of the effect of meaning at work on TC has a CR value of 7.086 and p 0.000. Therefore,
this hypothesis is declared accepted, because it meets the criteria for CR value > 1.96 and p < 0.05.

5. H1.5: There is an effect of teacher's meaning at work on the level of teacher's burnout (TB). The
hypothesis of the effect of meaning at work on TB has a CR value of 6.267 and p 0.000. Therefore,
this hypothesis is declared accepted, because it has met the criteria for CR > 1.96 and p < 0.05.

6. Hi.6a: There is an indirect effect of transformational leadership (TL) on the level of teacher's
fatigue (TB) mediated by Meaning at Work. Based on table 7, this hypothesis is rejected, because
the indirect effect of TL on TB mediated by meaning at work has an estimated value (B) of -0.045
< 0.000.

7. H1.6b: There is an indirect effect of transformational leadership on teacher's commitment (TC)
mediated by meaning at work. Based on table 7, this hypothesis is rejected because the indirect
effect of TL on TB mediated by meaning at work has an estimated value () of — 0.062 < 0.000.
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8. H1.6¢c: There is an indirect effect of school support on the level of teacher's fatigue mediated by
Meaning at Work. Based on table 7, this hypothesis is accepted, because the indirect effect of SS
on TB mediated by meaning at work has an estimated value () of 0.385 > 0.000.

9. H1.6d: There is an indirect effect of school support (SS) on teaching commitment (TC) mediated
by Meaning at Work. Based on table 7, this hypothesis is rejected, because the indirect effect of SS
on TC mediated by meaning at work has an estimated value () of 0.522 > 0.000.

10. H1.6¢c: There is an indirect effect of self-actualization (SA) on the level of teacher's fatigue (TB)
mediated by Meaning at Work. Based on table 7, this hypothesis is accepted because the indirect
effect of SS on TB mediated by meaning at work has an estimated value () of 0.196 > 0.000.

11. H1.6d: There is an indirect effect of self-actualization (SA) on teaching commitment (TC) mediated
by Meaning at Work. Based on table 7, this hypothesis is rejected, because the indirect effect of SS
on TC mediated by meaning at work has an estimated value () of 0.266 > 0.000.

4 Discussion-and-Ceneclusion

This study aims to identify the antecedent factors of teachers' commitment and work burnout by
using a meaning at work as a mediating variable. The results are divided into two, namely: six
accepted and five rejected hypotheses. Hypothesis 2 which showed that school support has an effect
on teacher's meaning at work is accepted. Hypothesis 3 which indicated that self-actualization affects
the teacher's meaning at work is accepted. Hypothesis 4 which expressed the effect of teacher's
meaning of work on teaching commitment is accepted. Hypothesis 5 which explained the effect of
teacher's meaning of work on tutor's burnout is accepted. Meanwhile, sixs hypothesis which showed
the meaning of work mediates the relationship between the antecedent and the consequence variables
is partly supported and rejected.

The results indicated that the teacher's meaning of work has two antecedent factors, namely school
support and self-actualization. School support received by teachers is their general perception about
how important it is for institutions to contribute to their interests and well-being. Teachers who feel
they received more support from the organization recognize the efforts. According to the theory of
perceived organizational support (POS), members who received valuable resources from the
organization, for example in the form of salary increment, opportunities to attend training, and
various self-development activities, have a higher sense of responsibility in helping to achieve
organizational goals, as a form of reciprocation to the organization according to the norm of
reciprocity (Kurtessis et al., 2017; Neves & Eisenberger, 2014). Organizational support has an
impact on several indicators of employee performance, such as decreased absenteeism, increased
commitment, and job satisfaction (Johlke et al., 2002). Perceived organizational support is an
indicator of organizational concern (Perrot et al., 2014). 1t makes members feel that the organization
is willing to provide the resources they needed, to support the growth and development in their
capacities (Armeli et al., 1998). Based on the conceptual framework of the POS theory, the support
felt by teachers from schools is seen as their perception of how the institution values their efforts,
cares about their welfare, and appreciates all their performance. Based on the theory (Lee, 2015), this
conceptual framework enable teachers to feel positive in carrying out their duties. Feeling positive at
work is one of the four critical attributes of meaning at work. Meaning at work is obtained when
someone feels that their job is important and has a valuable purpose (Steger et al., 2012). This
framework is also related to one of the three aspects of the conceptualization belonging to (Hicks &
King, 2009), which stated that the support they receive from the organization enables an individual to
gain sense of meaning at work. Teachers' involvement in school-wide policy-making is positively
related to individual professional commitment (Park et al., 2020).
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The meaning at work is also influenced by the self-actualization variable, enabling individuals to use
their full potential (Ozaslan, 2018). According to Maslow, self-actualization is the highest human
need (Maslow, 1971). The fulfillment of this need lead an individual to achieve mental health and
desired personal goals. For teachers, self-actualization is important after carrying out various
activities that boost their potential and competence to become professional educators (Hendriani,
2017). Forms of self-actualization are carried out by building awareness of the main role of a teacher
and developing strategic steps to continue to improve their competencies. The research conducted by
(Nasseri & Sarkhosh, 2019), showed that self-actualization improved teachers' performance. A self-
actualizing individual is able to think about the complexities of life, balance, and integrate emotions
into real-life realities. Teachers make choices that support their growth even in difficult conditions.
They also overcome various dilemmas they face, such as anxiety, disappointment, and doubt
(Compton, 2018). People who have achieved self-actualization become servants of life. These
findings are in line with several previous research which explained that, self-actualization is a major
source of sense of meaning at work (Kenrick, 2017; Suyatno et al., 2020). Research (Delle Fave et
al., 2016) explains that self-actualization is a source of meaning at work, which accounts for 8.5% of
an individual lifestyle.

The meaning at work also fully supports the consequence variables, namely teacher's commitment
and fatigue. This implies that the high meaning of work increases their commitment and reduces
work fatigue. In the first case, this finding supports previous research that meaning at work affects
one's work commitment (Heintzelman et al., 2013; Sgrensen et al., 2019; Trevisan et al., 2017;
Suyatno et al., 2021). It succeeded in confirming a positive relationship with organizational
commitment (Maharaj & Schlechter, 2007). According to Morrison et al. (2007) and Leape et al.
(2009), the concept of meaning of work has been suggested as an approach to increase one's job
commitment. Some literature showed that a person's commitment grows when the values and goals
of the organization are identified. The identification enhances a person's willingness to work on
behalf of and remain in the organization (Jo, 2014). Awards and support, achievements achieved, and
organizational involvement affects a teacher's commitment (Rani, 2019). The meaning of work helps
create a school environment that encourages teacher's commitment, prevents dropouts from their
profession, and improves the quality of education (Saloviita & Pakarinen, 2021).

Besides fully support the commitment of teachers, meaning at work also has a negative effect on
burnout level. Those with high meaning at work reduce burnout levels, and vice versa. The burnout
level is a description of the gradual process of fatigue and the loss of commitment at work (Madigan
& Kim, 2021). The reduced burnout is directly proportional to work involvement, which is a positive
factor in performance (Gonzéalez-Roma et al., 2006). It has a lot of negative impacts on teachers, for
example, they become more critical and respond slower to student success (Madigan & Kim, 2021),
teacher's intention to quit (Liu & Onwuegbuzie, 2012), lower pupils' motivation and academic
achievement (Shen et al., 2015; Sutcher et al., 2019), lower job satisfaction (Skaalvik & Skaalvik,
2009), and even detrimental to health (Kovess-Masféty et al., 2007). Furthermore, 19-30% of
teachers stop working because of burnout (Pressley, 2021). High burnout is influenced by anxiety,
stress, lack of administrative support (Pressley, 2021), and low quality of social interaction in schools
(Fernet et al., 2012; VVan Droogenbroeck et al., 2014). This research supports several previous
findings that, low meaning at work is a predictor of teacher's burnout. The fulfillment of existential
needs prevents burnout (Loonstra et al., 2009). An individual who is oriented towards achievement
and meaningful goals is able to reduce burnout (Devos et al., 2012; Pietarinen et al., 2013). The
findings indicated that meaning at work is an important variable in reducing burnout. Meaning at
work is influenced by the existence of a calling orientation, where someone works because they
perceive the calling (Fouché et al., 2017). Increased meaning at work intensified awareness in daily

8
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work (Lavy & Bocker, 2018). Therefore, the results help in establishing schools that promote job
satisfaction and the delivery of high-quality education (Saloviita & Pakarinen, 2021).

In contrast to the findings of this research, the hypothesis that considers the effect of transformational
leadership on teachers' sense of meaning at work is not significantly supported by the data. This
finding is in contradiction with most of the previous research, which showed that transformational
leadership is an important predictor of meaning at work (Bernarto et al., 2020). This makes teachers
feel respected and trusted (Yang, 2014). Transformational leaders maintain good relationship with
employees and cause perceptions of the organization's reputation to be better (Men, 2012). The four
hypotheses linking the mediating role of meaning at work are also not significantly supported by the
empirical data. This is because, it did not mediate the effect of transformational leadership on burnout
and commitment, school support on commitment, and self-actualization on commitment. The reason
behind these findings is related to the population. The main objective of this research is to identify
the antecedent factors of teachers' commitment and burnout. Considering this objective, this research
focuses on teachers in private schools, from primary and secondary education levels. The results of
Sun et al. (Sun et al., 2017) explained the context of this research, in which the principal's
transformational leadership is associated with three sets of antecedents, namely leader qualities
(including self-efficacy, values, traits, and emotional intelligence), organizational features, and the
leader's colleagues' characteristics ( e.g., follower's initial developmental level). In the context of
schools in Indonesia, these three sets of leadership qualities are lacking in private institutions
compared to the government-owned.

This research has both theoretical and practical contributions. Theoretically, it indicated that teachers'
commitment increases when they recognize their meaning at work. This indicates that when teachers
complete the important and valuable tasks, they conduct this with all their mind, knowledge, skills,
and dedication to the school organization. The meaning at work also reduces teachers' burnout levels.
The feeling that their work is meaningful, amplifies positive emotions, creates meaningful goals, and
job satisfaction (Lee, 2015). Therefore, making the level of burnout at work to decrease, which in
turn have an impact on their intention to stop teaching (Liu & Onwuegbuzie, 2012), increase job
satisfaction (Skaalvik & Skaalvik, 2009), improve mental health quality (Kovess-Masféty et al.,
2007), decrease anxiety in teaching (Pressley, 2021), and enhance the care for student learning
achievement (Madigan & Kim, 2021; Shen et al., 2015; Sutcher et al., 2019). For sense of meaning at
work to increase, there is need for support from school organizations and teacher self-actualization.
In this research, these two variables simultaneously increase the sense of meaning at work.
Furthermore, the mediating effect is partly supported by this research, which increases the
understanding of how school support and self-actualization increase commitment and reduce burnout.
The mediating role of meaning at work shows that the teachers' perception of their work is an
important factor in determining commitment. The findings supported the argument that meaning at
work plays a mediating role in the relationship between school support and self-actualization with
teachers' commitment and burnout. Finally, this research offers a more comprehensive concept of
sense of meaning at work and provides empirical evidence that school support and self-actualization
lead to higher levels of teachers' commitment and reduce burnout in their profession.

Practically, Fthe findings offer a framework for principals to increase commitment and reduce
teachers' burnout by increasing school support and self-actualization through meaning at work. It is
observed that school support and self-actualization increase meaning at work, therefore, principals
should emphasize that school organizations provide full support and the widest opportunity for
teachers to achieve self-actualization. To increase school support, principals are required to create a
fair institution climate (Cheng et al., 2013; Jacobs et al., 2014), provide opportunities for growth
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(Mendelson et al., 2011), support superiors (Simosi, 2012), and colleagues (Ahmed & Nawaz, 2015;
Zagenczyk et al., 2010). Meanwhile, to increase self-actualization, principals should increase
teachers' involvement and job satisfaction (Gopinath, 2020; Gopinath, 2021a), provide freedom of
choice (Arslan, 2017), growth opportunities, psychological comfort, and security (Alaghmand et al.,
2018). The principal's ability to establish good interactions also predicts the perception of school
support toward teachers' well-being (Bogler & Nir, 2015).

In this study, the main objective was to identify the antecedent variables affecting teachers’
commitment and burnout. A comprehensive understanding of the relationships between these
variables and their consequences also helped school administrators and leaders to identify, develop,
and implement the strategies to increase commitment and reduce teachers’ burnout. However, this
experiment had the following limitations, (1) the sample was only the private primary and secondary
school teachers, where most of the qualities and characteristics of leadership were not similar with
government-owned institutions (Sun et al., 2017), and (2) The sampling process was carried out
using a convenience technigue, as part of non-probability method having generalized limitations
(Farrokhi & Mahmoudi-Hamidabad, 2012). Future studies are expected to fill this gap by using
probability sampling technigues with a wider and heterogeneous sample coverage, involving both
public and private schools.

5 Conclusion

Commitment and burnout are two positive and negative aspects contributing to the performance of
teachers. In this study, the variables were influenced by school support, self-actualization, and the
teacher meaning at work. Furthermore, burnout was influenced by the mediating role of teacher
meaning at work. These results provided a framework for principals to increase commitment and
reduce burnout, by increasing school support and self-actualization through meaning at work. The
generalization on the antecedent variables of teachers’ commitment and burnout was also partially
supported. However, some results did not support the total generalizations about the role of
principals' transformational leadership on these variables. This was due to the experimental sample,
where private primary and secondary school teachers were highly emphasized. Principal
transformational leadership was also related to three sets of antecedents, namely leader gualities,
organizational features, and the colleagues' characteristics. This proved that private schools did not
have sufficient quality than the government-owned institutions in Indonesia.
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