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INTRODUCTION 

The article titled “Remote Auditing and Agility: Auditor Tips for 

Navigating the Pandemic” on the Indonesia Risk Management 
(Professional Association) website, it is noted that during the COVID-19 

pandemic (defining moments) can be a two-way turning point for 
internal auditors, presenting either a barrier or a golden opportunity. 
This moment is crucial for auditors to demonstrate their relevance and 

contribution to the organization by choosing to be either slow or agile 
employees. This choice will reflect their future standing within the 

company, potentially impacting their role over the next one or two 
decades (Setianto, 2020). Learning experiences from employees during 
those defining moments act as trigger for employees' spirit at work, 

driving them to enhance their performance. A decline in spirit at work 
can lead to reduced performance or job loss; therefore, maintaining a 
work-life balance is essential for restoring it (Nurfauzi, 2021). Thus, 

learning from internal auditors' experiences during these defining 
moments reveals that employees' contributions are reflected in their 

spirit at work (SAW), manifested through agility and work-life balance, 
making spirit at work a primary factor in improving job performance. 
Particularly for employees who view learning experiences as masterful 

teachers and unique advantages (Derue et al., 2012), performance 
improvement is likely to occur. 
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Abstract 

 
This research is intended to test the influence of spirit at work and 

sustainable leadership on job performance through organizational 

commitment. This research is quantitative research. Unit of analysis 

in this research is internal accountants in Indonesia. The study 

employs SEM-PLS as its data analysis method. Research findings 

indicate that both spirit at work and sustainable leadership positively 
impact organizational commitment and job performance, both directly 

and indirectly through a mediating variable model. 
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Another factor affecting job performance (JP) is leadership. 
During defining moments, leaders play an important role in supporting 

sustainable organizational development, promoting resource allocation, 
and enhancing both individual and organizational well-being, which 

contributes to more productive and efficient employees and 
organizations (Akbari, 2022). Sustainable leadership (SL) is particularly 
suited for addressing various challenges, enabling organizations to 

thrive and succeed in an uncertain business environment (Dalati et al., 
2017). Therefore, sustainable leadership is essential for ensuring 
organizational sustainability (Datnow, 2006). 

Leadership also involves a commitment among organizational 
members, characterized by sharing a common vision, adding value with 

integrity, and fostering enthusiasm received from the team (Nadeem et 
al., 2017; Ngambi, 2011). Without organizational commitment (OC), the 
vision, added value, integrity, and enthusiasm within the organization 

cannot be realized. To achieve this, employee commitment is essential 
to enhance their job performance. 

Several studies have explored factors influencing job 
performance, such as spirit at work (Duchon & Plowman, 2005b; 
Jaichitra & Srinivasan, 2017), sustainable leadership (Babalola, 2016; 

Çayak, 2021; Dalati et al., 2017; Jain, 2016; Klinsontom, 2005; 
Ohemeng et al., 2018), and organizational commitment (Karunarathne 
& Wickramasekara, 2020; Setiawati & Ariani, 2020; Sharma & Dhar, 

2016; Yan et al., 2019). However, there are existing gaps in the 
literature and observed discrepancies in previous research. 

For factors like spirit at work (SAW), there is a literature gap 
where "spirit at work" has previously been used interchangeably with 
terms such as spirituality, spirituality at work, and workplace 

spirituality (V. Kinjerski & Skrypnek, 2006). This study will use 
Kinjerski & Skrypnek’s definition of SAW. Additionally, there is an 
observation gap in previous research examining SAW, organizational 

commitment and in-role performance (Jaichitra & Srinivasan, 2017), 
but the mediating role has not been tested or explained. 

In terms of sustainable leadership factors, there is a literature 
gap as no studies have not researched JP which is influenced by SL. As 
an observation gap, there is only one study that examines 

organizational commitment which is influenced by SL (Çayak, 2021). 
There has not been a single study that has examined JP which is 

influenced by SL, either directly or indirectly. 
Several studies have found that organizational commitment (job 

engagement) can mediate the relationship between factors such as SAW 

(Jaichitra & Srinivasan, 2017; Singh & Bamel, 2020), psychological 
resources (Owens et al., 2016), and SL with JP. Organizational 
commitment can be influenced and altered by various factors in specific 

situations, ultimately impacting JP (Allen & Meyer, 2000). Additionally, 
organizational commitment acts as a catalyst for enhancing 

performance (Rahman et al., 2019). Thus, it can be argued that OC as a 
factor influenced by SAW and SL. Organizational commitment then 
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influences JP. Through the role of OC, employees can increase their 
SAW towards JP. Conservation of resources and relational energy 

theory are used to support the hyphotheses. 
From the description and gaps in previous research, this research 

intends to examine the influence of SAW and SL on JP through 
organizational commitment. This research will add agility dan WLB as 
part of SAW. This research contributes to the literature and empirical 

research.  
 
LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 

People fought to maintain, guard and develop their resources as 
stated in conservation of resources theory (Hobfoll, 1989). One type of 

resource is energy, including human energy (Owens et al., 2016). 
According to Yan et al. (2019), crucial resources within an organization 
include both human energy and high organizational commitment. 

Based on this, the researcher will categorize organizational resources 
into two groups: human energy and organizational commitment. 

The first group includes human energy, such as spirit at work 
and sustainable leadership. Human energy (Owens et al., 2016) 
encompasses physical energy (Duchon & Plowman, 2005a), 

psychological energy (Owens et al., 2016) such as mental (Duchon & 
Plowman, 2005a; McKee & Johnston, 2014) and emotional (Rego & Pina 
E Cunha, 2008; Sotgiu, 2016), and spirit at work (Jaichitra & 

Srinivasan, 2017; Kinjerski & Skrypnek, 2006), which together 
contribute to shaping spirit at work and sustainable leadership. 

According to Doeze Jager-van Vliet et al. (2019), agile employees are 
energetic, flexible, and adaptable. Being energetic means full of energy 
or enthusiasm (KBBI, 2024). Thus, agility is a component of spirit at 

work. Work Life Balance (WLB), as defined by Kirchmeyer, involves 
achieving fulfillment across various life aspects which requires diverse 
resources for example energy and commitment to different areas 

(Khateeb, 2021). Consequently, WLB also requires energy, so WLB is 
part of SAW. With SAW, individuals can respond to changes, create new 

opportunities, and achieve fulfillment in different life aspects (agility 
and WLB), which can be fundamental factors in enhancing job 
performance. Individuals experiencing spirit at work (agility and WLB) 

can also energize and influence others who may lack these qualities. 
Therefore, managing human energy in the workplace as an 

organizational resource is essential. 
The second group includes organizational commitment as a key 

organizational resource (Yan et al., 2019). Essentially, organizations are 

systems of interdependent individuals (Owens et al., 2016). Employees 
tend to engage in activities that can improve their performance (as a 
way to maintain and retain resources) (Yan et al., 2019). Therefore, 

managing organizational commitment as an organizational resource is 
also crucial. 
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Relational Energy Theory (RE Theory) 
Relational Energy Theory (RE Theory) is derived from the 

integration of three theoretical insights (Owens et al., 2016). Relational 
energy theory includes interaction ritual, social contagion and COR 

theory (Owens et al., 2016). These three theories are interaction ritual 
theory, social contagion theory and COR theory (Owens et al., 2016). 
The three theoretical perspectives describe the mechanisms through 

which human interaction energy influences the workplace (Owens et al., 
2016). RE theory is viewed from the perspective of the recipient of 
relational energy. When providers interact and share their energy with 

energy recipients, this energy is called relational energy (Owens et al., 
2016). This relational energy then influences attitudes, for example OC 

and behavioral outcomes such as JP (Owens et al., 2016). 
 

The influence of SAW on JP 

According to conservation of resources theory (Hobfoll, 1989) and 
relational theory (Owens et al., 2016) states that individuals can sustain 

or replenish resources, including their spirit at work, through 
interactions with others (relational energy).When employees who have 
experienced and shared spirit at work are able to adapt to changes and 

create new opportunities (agility), and when their spirit at work 
contributes to achieving fulfillment in various life aspects (WLB) 
(energizer), this relational energy provides valuable psychological 

resources. These valuable resources are then allocated to work tasks, 
thereby enhancing OC and JP (Owens et al., 2016). Research has 

shown that spirit at work can predict OC and performance (Jaichitra & 
Srinivasan, 2017). Nurturing SAW can improve performance in works 
units (Duchon & Plowman, 2005a). Thus, the first hypothesis proposed 

is: H1: Spirit at work positively impacts JP. 
 

The Effect of Sustainable Leadership on JP 

According to conservation of resources (Hobfoll, 1989) and 
relational energy theory (Owens et al., 2016) suggest that individuals 

can replenish or maintain resources through interactions with others. 
When employees’ resources (energy) are depleted and they require 
sustainable leadership, they can restore or replenish these resources 

through the presence of leaders exhibiting sustainable leadership 
styles. The relational energy between employees and leaders with 

sustainable leadership styles (energizers) offers important psychological 
resources. These resources are then used to enhance work tasks, 
leading to improved OC and JP (Owens et al., 2016). Research indicates 

that sustainable leadership is better equipped to handle various 
challenges, enabling organizations to thrive and succeed in a constantly 
changing business environment (Dalati et al., 2017). Therefore, 

sustainable leadership is essential for ensuring organizational 
sustainability (Datnow, 2006). Thus, the second hypothesis proposed is: 

H2: Sustainable leadership positively affects JP. 
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The influence of OC on JP 
According to conservation of resources (Hobfoll, 1989) and 

relational energy theory (Owens et al., 2016) suggest that individuals 
can replenish or sustain resources through interactions with others 

(relational energy). An increase in psychological resources (relational 
energy) resulting from interactions between employees (energizers) and 
recipients of energy is associated with enhanced organizational 

commitment, which in turn improves job performance. Several studies 
such Karunarathne & Wickramasekara (2020), Setiawati & Ariani 
(2020) and Sharma & Dhar (2016) have examined the effect of ON on 

JP. Affective commitment positively influences JP (Karunarathne & 
Wickramasekara, 2020; Sharma & Dhar, 2016). Continuance 

commitment positively influences JP (Karunarathne & Wickramasekara, 
2020). Higher levels of commitment to tasks result in better 
organizational performance (Karunarathne & Wickramasekara, 2020). 

Thus, hypothesis number three proposed is: H3: Organizational 
commitment positively influences JP. 

 
The Influence of SAW on OC 

According to conservation of resources (Hobfoll, 1989) and 

relational energy theory (Owens et al., 2016) states that individuals can 
replenish or sustain resources, including their spirit at work, through 
interactions with others (relational energy). When employees experience 

and share spirit at work—enabling them to adapt to changes and create 
new opportunities (agility) and achieve fulfillment in various life aspects 

(WLB). This relational energy provides valuable psychological resources. 
These resources are then allocated to work tasks, enhancing attitudinal 
outcomes (organizational commitment) (Owens et al., 2016). SAW can 

forecast OC and in-role performance, with spirit at work making a 
significant contribution to both (Jaichitra & Srinivasan, 2017). 
Therefore, the fourth hypothesis proposed is:  H4: Spirit at work 

positively influences organizational commitment. 
 

The Influence of Sustainable Leadership on OC 
According to conservation of resources (Hobfoll, 1989) and 

relational energy theory (Owens et al., 2016) states that individuals can 

replenish or maintain resources through interactions with others. When 
employees need support, sustainable leadership can serve as a valuable 

resource (energizer). The relational energy between employees and 
leaders who exhibit sustainable leadership provides beneficial 
psychological resources, which are then allocated to work tasks, 

thereby enhancing attitudinal outcomes (Owens et al., 2016) such as 
organizational commitment. Research indicates that leaders with 
sustainable leadership styles can enhance organizational commitment 

(Çayak, 2021). Employees are likely to feel more committed to the 
organization when their leaders demonstrate sustainable leadership 

and effectively manage the organization (Çayak, 2021). Thus, the fifth 
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hypothesis proposed is: H5: Sustainable leadership positively affects 
organizational commitment. 

 
The Influence of SAW on JP through OC 

Conservation of resources theory (Hobfoll, 1989) posits that 
individuals seek to preserve, safeguard, and enhance their resources, 
and any threat to these resources is viewed as a loss of valuable assets. 

Relational energy in the workplace can boost job performance by 
fostering greater job engagement (Owens et al., 2016). When employees 
experience and share spirit at work, which involves adapting to change 

and creating new opportunities (agility), and achieving fulfillment in 
various life aspects (WLB), this relational energy provides valuable 

psychological resources. These resources are then utilized for work 
tasks, leading to improved attitudinal outcomes (Owens et al., 2016) 
such as organizational commitment. Enhanced organizational 

commitment, in turn, boosts job performance. Research has shown that 
spirit at work influences performance in work units (Duchon & 

Plowman, 2005b; Jaichitra & Srinivasan, 2017), while organizational 
commitment can also be affected by various influencing factors, 
ultimately impacting job performance (Allen & Meyer, 2000). Rahman et 

al. (2019) further indicate that organizational commitment acts as a 
catalyst for improving performance, such as individual sales targets. 
Thus, hypothesis number six proposed is: H6: SAW positively influences 

JP by mediating through organizational commitment. 
 

The Influence of Sustainable Leadership on JP through OC 
Conservation of resources theory posits that individuals seek to 

preserve, safeguard, and enhance their resources, and any threat to 

these resources is viewed as a loss of valuable assets (Hobfoll, 1989). 
Relational energy in the workplace can boost job performance by 
fostering greater job engagement (Owens et al., 2016). When employees 

engage (interact) with leaders who demonstrate sustainable leadership 
(energizers), the resulting relational energy offers important 

psychological resources. These resources are then used for work tasks, 
leading to improved attitudinal outcomes (Owens et al., 2016) such as 
organizational commitment. Increased organizational commitment 

subsequently boosts job performance. Research indicates that 
sustainable leadership significantly predicts organizational commitment 

(Çayak, 2021), helps organizations tackle diverse challenges and thrive 
in a dynamic business environment (Dalati et al., 2017), and ensures 
organizational sustainability (Datnow, 2006). However, organizational 

commitment can also be influenced and altered by various factors, 
ultimately affecting job performance (Allen & Meyer, 2000). OC acts as a 
catalyst for performance improvements, such as achieving individual 

sales targets (Rahman et al., 2019). Organizational commitment acts as 
a mediator in the relationship between leadership style and JP (Owens 

et al., 2016). Therefore, organizational commitment, influenced by 
sustainable leadership, also impacts JP. Thus, hypothesis number 
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seven is: H7: Sustainable leadership positively influences JP through 
the mediation of OC. 

 
 

 
 
 

 
 
 

 
 

 
 
 

Figure 1. Conceptual Framework 
 

METHOD 
Research Design, Target Population, and Sample 

This research is quantitative research. Unit of analysis in this 

research is internal accountants in Indonesia. Internal accountants 
play a crucial role in providing financial and non-financial advice to 
ensure the company's going concern, such as preventing economic 

problems, financial crises, or insolvency, designing budgets for future 
years, and adapting to new government policies and technological 

advancements. Research conducted in 2024. Convenience sampling 
technique was used due to the accessibility of the participants to the 
researcher. The sample criteria are as follows: 

1. Employees working in the accounting divisions or departments of 
private sector organizations in Indonesia. 

2. Accountants with fewer than five years of experience. 

 
Measurement 

The variable Spirit at Work is assessed using four dimensions 
(Kinjerski & Skrypnek, 2006). One item from Rego and Cunha (2008) 
was added to this study to complete spiritual connection which only has 

one item.  One such item is the alignment between individual and 
organizational values. Agility and WLB were also added to the research 

variables. SAW represents the employees' experiences in different 
conditions (Jaichitra & Srinivasan, 2017; Kinjerski & Skrypnek, 2006). 
The variable Sustainable Leadership refers to an exceptional leadership 

style encompassing effective leadership dimensions and behaviors 
(Dalati et al., 2017). The Sustainable Leadership instrument includes 
five indicators representing effective leadership dimensions and 

behaviors (Dalati et al., 2017). Organizational commitment is a 
psychological state with the characteristics of the relationship between 

employees and the organization as well as the employee’s desire to 
remain in the organization (Allen & Meyer, 2000). This variable is 
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measured using instruments from previous studies (Allen & Meyer, 
2000; Lazar, 2005) and includes three components: affective, 

continuance, and normative. The variable Job Performance 
encompasses the evaluative and situational behaviors individuals 

exhibit in their work, representing the interaction of cognitive abilities, 
personality, and learning experiences, all of which contribute value to 
the organization (Silva et al., 2016). The self-reported measurement 

instrument used for job performance across various contexts and jobs 
is derived from Silva et al. (2016). Likert scale was used in this 
research. Likert scale 1 is strongly disagree to likert scale 6 is strongly 

agree. 
 

Data Analysis Method 
The study employs SEM-PLS as its data analysis method. SEM-

PLS is a complementary modeling approach to SEM, particularly 

advantageous in social science research when dealing with small 
sample sizes or complex models with numerous indicators and 

estimated model relationships (Joseph F Hair et al., 2017). Thera are 
two models in this research. The first model is the measurement model 
and the second model is the testing model (Hair et al., 2017). 

Hypothetical decision is accepted if the t statistic is more than 1.96 and 
the p value is less than 0.05 (Bougie & Sekaran, 2019). The significance 
of the influence between variables is assessed using the path coefficient 

significance measure, with the one-tailed p-value indicating the level of 
significance. The p-value category of less than 0.01 is very significant 

(***), the p-value of less than 0.05 is quite significant (**) and the p-
value of less than 0.10 is significant (*). 
 

RESULTS AND DISCUSSION 
The number of respondents obtained was 237 respondents by 

presenting information about respondents' demographic data. 

Categories for demographic data are gender, age, experience and 
marital status. The highest percentage of answers for the gender 

category is women (55%). The highest percentage of answers for the age 
category is 25-33 years (37%). The highest percentage of answers for 
the experience category is having work experience of more than five 

years (30%). The highest percentage of answers for the marital status 
category is married (68%). 

Descriptive statistics of respondents' answers in Table 4.1 
presents information about the description of respondents' answer data 
according to the dimensions of the SAW, Sustainable Leadership, OC 

and Job Performance variables. 
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Table 1 Description of the Dimensions of Each Variable 
Variables (Dimensions) Minimum Maximum Mean Std. Deviation 

Spirit at Work 
(1 - 6) 

1.00 6.00 4.86 - 5.38 0.686 - 0.947 

Sustainable Leadership  
(1) 

1.00 - 2.00 6.00 
5.04 0.83 

Organizational Commitment 
(1 - 3) 

1.00 6.00 3.84 - 5.17 
0.840 - 1.448 

Job Performance 

(1 - 2) 

1.00 - 2.00 6.00 5.04 - 5.17 0.672 - 0.789 

N (observations): 237 

Source: Primary Data, 2024. 

Based on the results of descriptive statistical data analysis that 
all variable dimensions do not experience statistical deviations or 
disturbances.  

 
Outer Model Test Results 

The analysis stage starts from the validity test stage through the 

research instrument which aims to assess whether the question 
instrument or statement in the questionnaire is appropriate or not 

representative of the variables studied. A loading factor value of more 
than 0.05 means it is valid (F.Hair et al., 2019; Wynne W. Chin, 1998). 
Below are presented the factor loading scores per individual research 

variable indicators.   
Table 2 Outer Model Test Results 

Variables AVE Loading 
Factor 

C.A Rho C.R R2 Conclusion F KMO 
and 

Bartlett’s 
test 

Spirit at work 
0,530 

0.745 - 
0.939 

0.959 0.961 0.963 - 
Goodness 0,238/0.167 

(moderat) 
0,948 

(Goodfit) 

Sustainable 
Leadership 0,760 

0.840 - 
0.899 

0.921 0.923 0.941 - 
Goodness 0,089/0.222 

(Poor-
moderat) 

0,878 
(Goodfit) 

Organizational 

Commitment 
0,537 

0.906 - 

0.938 
0.875 0.882 0.902 0.642 

Goodness 0,035 (Poor) 0,840 

(Goodfit) 

Job performance 
0,730 

0.835 - 
0.908 

0.938 0.939 0.950 0.710 
Goodness -  0,920 

(Goodfit) 

Source: Processed Primary Data, 2024. 
All answer items have valid criteria because all loading factors are 

> 0.5, then the AVE values for all variables have also met the criteria 
because the scores are > 0.5 (F.Hair et al., 2019; Wynne W. Chin, 

1998). Loading factor value between the variables and their respective 
indicators and the loading factor between the dimensions and their 
respective indicators can be seen that the value is greater than 0.70. 

The KMO and Bartlett's test showed an overall value above 0.70 so that 
all tests carried out for factor loading met the requirements according to 
the role of thumb (Shrestha, 2021). The Cronbach alpha, rho and 

composite reliability values with the resulting value > 0.70 (F.Hair et al., 
2019). Meaning that respondents are consistent in answering the 

research questionnaire. The entire test is declared feasible.  
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Hypothesis Test Results 
Hypothesis testing is carried out after the data meets the 

standards for data validity and reliability. If the data meets the criteria, 
then the hypothesis testing process can be carried out. the t statistic 

value is less than 0.05 (Bougie & Sekaran, 2019), meaning that the 
hypothesis conclusion from the research results is accepted. 

Table 3. Hypothesis Test Results 

No. Hypotheses 
Prediction 
Direction 

Coefficient 
 

T Statistics 
 

P Values 
 

Conclusion 
 

 Primary Model       

1 SAW → JP H1 (+) 0,456 5,808 0,000*** Accepted  

2 SL → JP H2 (+) 0,285 6,121 0,000*** Accepted 

3 OC → JP H3 (+) 0,168 1,897 0.044** Accepted 

 Modification Model      

4 SAW → OC H4 (+) 0,394 6,179 0,000*** Accepted 

5 SL → OC H5 (+) 0,454 6,389 0.000*** Accepted 

6 SAW → OC → JP H6 (+) 0,066 1,661 0.049** Accepted 

7 SL → OC → JP H7 (+) 0,076 1,911 0.043** Accepted 

Regression Equation (I) 
JP = β1 0,456 SAW + β2 0,285 SL + β3 0,168 OC  

Regression Equation (II) 
KO = β1 0,394 SAW + β2 0,454 SL  

SRMR   0.076 Model Fit 

NFI  0.078 Model Fit 
Notes: The p-value category of less than 0.01 is very significant (***), the p-value of less than 0.05 is quite significant 
(**) and the p-value of less than 0.10 is significant (*). Source: Processing Results of Smart PLS 3.0. Description: 
Spirit at Work (SAW), Sustainable Leadership (SL), Organizational Commitment (OC), and Job Performance (JP). 

Source: Processed Primary Data, 2024. 
The results from both the primary and modified multiple linear 

regression models indicate that the coefficients for each variable are 
positive. All hypotheses were accepted. The hypothesis tests, which 
examine the effects between independent and mediating variables, 

yielded significant and positive results, which means that all of the 
hypotheses are accepted. The SRMR test assessment is below 0.08, 
indicating that the research model is fit, while the SRMR value between 

0.08 and 0.10 is acceptable (Ghozali & Latan, 2015). Likewise, NFI is 
perfect fit. 

 
Sensitivity Test Results 

The sensitivity test is conducted to differentiate between the 

results of the main research model or the new measurement model 
(after introducing new elements) and the previous research model or the 

old measurement model. This test assesses whether there are 
differences in research outcomes before and after the addition of new 
dimensions and indicators. Differences can be observed in the number 

of significant variables, the impact coefficients for each variable, or the 
R square values generated by the research model. This test involves two 
regression equations. The first regression equation tests the hypothesis 

for the job performance model (results from the previous model without 
new elements), while the second regression equation tests the 

hypothesis for the organizational commitment model (results from the 
previous model without new elements). 
The resulting regression equations are: 
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1. JP = β1 0.272 SAW + β2 0.470 SL + β3 0.210 OC + e. 
2. KO = β1 0.433 SAW + β2 0.439 SL + e. 

 
Hypothesis Testing Results 

This study produced two regression equations. The first equation 
pertains to the job performance model in the hypothesis test (results 
from the main research model or the new measurement model after 

introducing new elements), while the second equation relates to the 
organizational commitment model in the hypothesis test (results from 
the main research model or the new measurement model after 

introducing new elements). The resulting regression equations are: 
JP = β1 0.456 SAW + β2 0.285 SL + β3 0.168 OC + e. 

KO = β1 0.394 SAW + β2 0.454 SL + e. 
Table 4.4 presents the results of two hypothesis tests: one for the 

new measurement model (which includes the added dimensions of 

agility and work-life balance) and one for the previous measurement 
model (which excludes these new dimensions and thus reflects the 

sensitivity test prior to their addition). 
Table 4 Inner Model Hypothesis Test Results 

No. Hypotheses 
Prediction 
Direction 

New Measurement Measurement (Before) 

Coeffi

cient 
T Stat P Values Conclusion 

Coeffi

cient 

T Stat P Values Conclusion 

1 SAW → JP (+) 0.456 5.808 0.000*** Accepted 0.272 2.859 0.005** Accepted 

2 SL→ JP (+) 0.285 6.121 0.000*** Accepted 0.470 3.940 0.000*** Accepted 

3 OC → JP (+) 0.168 1.897 0.044** Accepted 0.210 1.985 0.030** Accepted 

4 SAW→ OC (+) 0.394 6.179 0.000*** Accepted 0.433 7.045 0.000*** Accepted 

5 SL→ OC (+) 0.454 6.389 0.000*** Accepted 0.439 6.906 0.000*** Accepted  

6 SAW → OC → JP (+) 0.066 1.661 0.049** Accepted  0.091 1.642 0.051 Rejected  

7 SL → OC → JP (+) 0.076 1.911 0.043** Accepted 0.092 2.196 0.020** Accepted 

Notes: The p-value category of less than 0.01 is very significant (***), the p-value of less than 0.05 is quite significant (**) and the p-
value of less than 0.10 is significant (*). Source: Processing Results of Smart PLS 3.0.  

New measurements (hypothesis testing with the addition of novelty, namely the agility dimension and work life balance dimension). 
Measurement (hypothesis sensitivity test before adding novelty, namely the agility dimension and work life balance dimension). 

SAW (Spirit at Work), SL (Sustainable Leadership), OC (Organizational Commitment), and JP (Job Performance). 

Source: Processed Primary Data, 2024 

Hypothesis show that: 
1. The number of hypotheses accepted using the new measurement 

is seven hypotheses and six hypotheses using the old 

measurement. One more accepted hypothesis is compared using 
the old measurement. This means that the research model is 

better using new measurements compared to old measurements. 
2. Hypothesis number one, for the job performance model, adding 

the new dimensions of agility and work-life balance to the spirit at 

work variable resulted in an increase in the path coefficient from 
0.272 to 0.456. This suggests that these two dimensions 
significantly enhance job performance. 

3. The sixth hypothesis was rejected. Because:  
a. Age characteristics: The demographic factor of age may 

influence the results. Respondents aged 25-33 may perceive 
and prioritize responsibilities differently from other age groups. 
Younger respondents might not consider agility and WLB as 

key factors that boost organizational commitment and job 
performance. for instance, they may perceive experience and 
technological expertise less able to increase OC and JP. 
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b. The OC concept (Allen & Meyer, 2000) focuses more on the 
organization. While respondents focused more on personal 

perspectives. 
4. The decision regarding the sixth hypothesis changed from 

rejection to acceptance. The change in the hypothesis decision 
from being rejected to being accepted is due to the role of the 
Agility and WLB (Work Life Balance) dimensions which have a 

higher role or effect size in improving job performance. This 
means that the two dimensions of agility and work life balance in 
the spirit at work variable play a role in improving job 

performance and organizational commitment. The reasons for this 
include:  

a. Respondent characteristics: respondents aged 25-33 now view 
agility and work-life balance as integral to spirit at work, 
which enhances their organizational commitment and, 

consequently, job performance. They see these elements as 
factors that promote agility and proactive behavior, positively 

affecting their job performance and organizational 
commitment. Additionally, they manage their work-life balance 
priorities effectively, impacting their job performance.  

b. Reduced perspective gap: despite the initial difference in 
perspectives between organizational commitment as defined by 
the organization and the personal views of respondents, the 

inclusion of agility and work-life balance has narrowed this 
gap. In other words, employees now share a similar view of 

organizational commitment as the company does. 
 
Spirit at Work and JP 

Spirit at work significantly impacts job performance. With a T 
Statistics score of 5.808 and P Values of 0.000, hypothesis one (H1) is 
supported. The results are in line with conservation of resources 

(Hobfoll, 1989) and relational energy theory (Owens et al., 2016) which 
states that individuals can sustain or replenish resources, including 

their spirit at work, through interactions with others (relational 
energy).When employees who have experienced and shared spirit at 
work are able to adapt to changes and create new opportunities (agility), 

and when their spirit at work contributes to achieving fulfillment in 
various life aspects (WLB) (energizer), this relational energy provides 

valuable psychological resources. These valuable resources are then 
allocated to work tasks, thereby enhancing OC and JP (Owens et al., 
2016). These results are in line with the results of previous research 

(Duchon & Plowman, 2005a; Jaichitra & Srinivasan, 2017). 
 
Sustainable Leadership and JP 

Sustainable leadership significantly impacts job performance. 
With a T Statistics score of 6.121 and P Values of 0.000, hypothesis two 

(H2) is supported. The results are in line with conservation of resources 
(Hobfoll, 1989) and relational energy theory (Owens et al., 2016) which 
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states that individuals can replenish or maintain resources through 
interactions with others. When employees’ resources (energy) are 

depleted and they require sustainable leadership, they can restore or 
replenish these resources through the presence of leaders exhibiting 

sustainable leadership styles. The relational energy between employees 
and leaders with sustainable leadership styles (energizers) offers 
important psychological resources. These resources are utilized to 

perform tasks that promote OC and JP (Owens et al., 2016), which is 
also supported by findings from earlier studies (Dalati et al., 2017; 
Ohemeng et al., 2018). This research confirms that sustainable 

leadership positively affects job performance; as sustainable leadership 
improves, job performance increases correspondingly. 

 
Organizational Commitment and JP 

Organizational commitment significantly impacts job 

performance. With a T Statistics score of 1.897 and P Values of 0.044, 
hypothesis three (H3) is supported. Of the four variables tested for their 

influence on JP, the coefficient of influence produced by organizational 
commitment is the smallest, however, the organizational commitment 
variable remains crucial for enhancing job performance due to its 

significant impact. This aligns with the positive influence of OC on JP 
and is consistent with conservation of resources (Hobfoll, 1989) and 
relational energy theory (Owens et al., 2016) which states that 

individuals can replenish or sustain resources through interactions 
with others (relational energy). An increase in psychological resources 

(relational energy) resulting from interactions between employees 
(energizers) and recipients of energy is associated with enhanced OC, 
which in turn improves JP. Job engagement and OC are concepts of 

work engagement (Petchsawang & McLean, 2017). OC is a catalyst to 
encourage performance (such as individual sales targets or sales 
performance) (Rahman et al., 2019). Organizational commitment in 

certain situations will also be influenced and change by the factors that 
influence it so that it will ultimately affect job performance (Allen & 

Meyer, 2000). Thus, OC influences JP. These results are in line with the 
results of previous research (Karunarathne & Wickramasekara, 2020; 
Setiawati & Ariani, 2020; Sharma & Dhar, 2016).  

 
Spirit at Work and OC 

Spirit at work significantly impacts organizational commitment. 
With a T Statistics score of 6.179 and P Values of 0.000, hypothesis 
four (H4) is supported. The results are in line with conservation of 

resources (Hobfoll, 1989) and relational energy theory (Owens et al., 
2016) which states that individuals can replenish or sustain resources, 
including their spirit at work, through interactions with others 

(relational energy). When employees experience and share spirit at 
work—enabling them to adapt to changes and create new opportunities 

(agility) and achieve fulfillment in various life aspects (WLB). This 
relational energy provides valuable psychological resources. These 
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resources are then allocated to work tasks, enhancing attitudinal 
outcomes (organizational commitment) (Owens et al., 2016). These 

results are in line with research by Jaichitra & Srinivasan (2017), which 
demonstrates that spirit at work positively affects organizational 

commitment. This indicates that a stronger spirit at work leads to 
higher levels of OC. 
 

Sustainable Leadership and Organizational Commitment 
Sustainable leadership significantly impacts organizational 

commitment. With a T Statistics score of 6.389 and P Values of 0.000, 

hypothesis five (H5) is supported. The results are in line with 
conservation of resources (Hobfoll, 1989) and relational energy theory 

(Owens et al., 2016) which states that individuals can replenish or 
maintain resources through interactions with others. When employees 
need support, sustainable leadership can serve as a valuable resource 

(energizer). The relational energy between employees and leaders who 
exhibit sustainable leadership provides beneficial psychological 

resources, which are then allocated to work tasks, thereby enhancing 
attitudinal outcomes (Owens et al., 2016) such as organizational 
commitment. These results are in line with research from previous 

research (Çayak, 2021).  
 

SAW and JP through OC 

Research findings indicate spirit at work affects JP through OC is 
significant, leading to the acceptance of the sixth hypothesis (H6). With 

a T Statistics score of 1.661 and P Values of 0.049, hypothesis six (H6) 
is supported. This indicates OC positively mediates and increases the 
influence of SAW on JP, consistent with conservation of resources 

(Hobfoll, 1989) and relational energy theory (Owens et al., 2016). 
Conservation of resources theory (Hobfoll, 1989) posits that individuals 
seek to preserve, safeguard, and enhance their resources, and any 

threat to these resources is viewed as a loss of valuable assets. 
Relational energy in the workplace can boost job performance by 

fostering greater job engagement (Owens et al., 2016). When employees 
experience and share spirit at work, which involves adapting to change 
and creating new opportunities (agility), and achieving fulfillment in 

various life aspects (WLB), this relational energy provides valuable 
psychological resources. These resources are then utilized for work 

tasks, leading to improved attitudinal outcomes (Owens et al., 2016) 
such as organizational commitment. Enhanced organizational 
commitment, in turn, boosts job performance. The results are in line 

with previous research (Duchon & Plowman, 2005b; Jaichitra & 
Srinivasan, 2017), while organizational commitment can also be 
affected by various influencing factors, ultimately impacting job 

performance (Allen & Meyer, 2000) and OC acts as a catalyst for 
improving performance (Rahman et al., 2019). The mediation of 

organizational commitment between spirit at work and job performance 
has been shown to be beneficial. Spirit at work directly affects job 
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performance, and it also indirectly influences job performance through 
OC. The inclusion of OC as a mediator has amplified the overall impact 

of spirit at work on job performance. 
 

Sustainable Leadership and JP through OC 
Research findings indicate SL affects JP through OC is 

significant, leading to the acceptance of the seventh hypothesis (H7). 

With a T Statistics score of 1.911 and P Values of 0.043, hypothesis 
seven (H7) is supported. This indicates OC positively mediates and 
increases the influence of SL on JP, consistent with conservation of 

resources (Hobfoll, 1989) and relational energy theory (Owens et al., 
2016). Conservation of resources theory (Hobfoll, 1989) posits that 

individuals seek to preserve, safeguard, and enhance their resources, 
and any threat to these resources is viewed as a loss of valuable assets. 
Relational energy in the workplace can boost job performance by 

fostering greater job engagement (Owens et al., 2016). When employees 
engage (interact) with leaders who demonstrate sustainable leadership 

(energizers), the resulting relational energy offers important 
psychological resources. These resources are then used for work tasks, 
leading to improved attitudinal outcomes (Owens et al., 2016) such as 

organizational commitment. Increased organizational commitment 
subsequently boosts job performance. The results are in line with 
previous research (Çayak, 2021), helps organizations tackle diverse 

challenges and thrive in a dynamic business environment (Dalati et al., 
2017), and ensures organizational sustainability (Datnow, 2006). 

However, organizational commitment can also be influenced and altered 
by various factors, ultimately affecting job performance (Allen & Meyer, 
2000) and OC acts as a catalyst for improving performance (Rahman et 

al., 2019). Organizational commitment acts as a mediator in the 
relationship between SL and JP. Therefore, organizational commitment, 
influenced by sustainable leadership, also impacts job performance. 

 
CONCLUSIONS 

The findings of this empirical research confirm that spirit at work 
and sustainable leadership affect both organizational commitment and 
job performance. Additionally, organizational commitment successfully 

mediates the effects of spirit at work and sustainable leadership on job 
performance. The results are also in line with conservation of resources 

and relational energy theory. For academics, the research results also 
provide evidence of new implications regarding the contribution of SAW 
and SL to OC and JP which are used in various relationships in this 

research.  In the practical field, the research results provide a 
contribution that helps companies make programs more effective to 
increase employee commitment, such as implementing strategies which 

can be sequenced as follows below. Firstly, increase the spirit at work of 
internal accountants. Second, implement sustainable leadership in the 

duties and responsibilities of internal accountants. Third, apply 
organizational commitment consistently in carrying out daily tasks. The 
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study's limitation includes the criterion that respondents should have 
less than five years of experience as internal accountants. Future 

research should address this by including respondents with a minimum 
of three years of experience, as work experience can significantly 

influence leadership development and job performance (Pitichat et al., 
2018). 
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