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Abstract  

This research analyzes the mediating role of organizational commitment in mediating the influence of work motivation on the 
performance of state vocational school teachers in Kendari City. Using quantitative methods with an explanatory research approach, 
this study involved 196 respondents from 7 state vocational schools in Kendari City, selected through purposive sampling. The results 
show that work motivation positively and significantly affects organizational commitment (path coefficient 0.510, p-value 0.000) and 
teacher performance (path coefficient 0.486, p-value 0.000). Organizational commitment has a significant effect on teacher performance 
(path coefficient 0.362, p-value 0.000). Mediation analysis confirms work motivation influences teacher performance through 
organizational commitment (path coefficient 0.184, p-value 0.000). In conclusion, work motivation is important for increasing a 
teacher's organizational commitment and improving teacher performance. The Southeast Sulawesi Provincial Government, in this case 
the education department, is advised to carry out regular monitoring of teacher performance and the effectiveness of training programs 
that have been implemented. This evaluation is important to ensure that the program meets the needs of teachers and students. It is 
recommended that further research use longitudinal studies and be carried out by comparing the influence of work motivation in various 
types of schools (for example, private versus public) or comparing vocational schools versus high schools. to gain greater insight into the 
dynamics of motivation in the education sector. 
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Introduction 

Kamid et al., (2021) stated that work motivation is a desire that exists in an individual that drives him to 
take actions. Work motivation according to Wexley (1977)is something that creates enthusiasm or 
encouragement. The strength or weakness of the motivation also determines the high or low work 
performance. WhileEffendi Hariandja (2010) argues that motivation is a factor that directs and drives a 
person's behavior or desire to do an activity that is expressed in the form of hard or weak effort. 
Direction determines for employees what to do and what not to do, while control determines that 
employees must do what has been instructed . Therefore, every organization or company should 
maintain conditions where every employee/employee has high motivation when carrying out their duties 
and responsibilities so that the expected goals can be achieved. Motivational factors are related to work 
involvement which includes success, recognition, challenging work, and improvement and growth in 
work. 

Commitment is defined as involvement, identification, or loyalty to something. Organizational 
commitment is the relative strength of an individual's identification and involvement in a particular 
organization. (Mowday et al., 1982). Organizational commitment is one of the interesting phenomena 
that is widely and continuously discussed in the organizational behavior literature because of its 
relationship to employee productivity and performance. Organizational commitment plays an important 
role in achieving organizational goals, the intensity of commitment between employees in the 
organization, where the problem for the organization is if its members or employees have a low intensity 
of commitment to their organization 
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Organizational commitment is the relative strength of recognition of the participation of an individual 
in an organization. Building organizational commitment is very important for all organizations, because 
employees are the main source for achieving success and improving performance. Organizational 
commitment has a strong influence on employee behavior and performance. 

Every employee who works in an organization definitely wants to be successful in his career. One step 
that can be taken if you want to be successful is a high commitment to the organization. Commitment 
means that employees want to maintain their membership in the organization and are willing to do 
business for the achievement of high organizational goals. If this phenomenon has been seen in the 
attitudes and behavior of employees, it can be said that the employee has an organizational commitment. 
(Darmawan & Al Adhim, 2013). According to Luthans inUha (2013) states that organizational 
commitment is a strong desire to be a member of a group, a willingness to make high efforts for the 
organization as well as certain beliefs and acceptance of the values and goals of the organization. 

In general, the definition of performance is the work results in terms of quality and quantity achieved by 
an employee in carrying out his/her main tasks and functions as an employee in accordance with the 
responsibilities assigned or given to him/her. According to Dessler (2013), performance is work 
achievement, namely the match between real work results and predetermined standards. In line with this 
opinion, according to Robbins & Judge (2013), performance is the result or level of success of a person 
as a whole during a certain period in carrying out tasks compared to various possibilities such as work 
result standards, targets or goals that have been determined in advance and have been mutually agreed 
upon. Performance or work achievement is the real result of an employee/staff compared to previously 
determined results. The previously determined results are used as a reference to determine the level of 
performance of the employee/staff. Good performance will have a direct impact on the image of the 
company or organization in the eyes of the wider community. Likewise with the performance of teachers 
as implementers of education and learning policies in schools. 

Teacher performance is a teacher's achievement measured through predetermined and mutually agreed 
standards or other possibilities in a learning plan that has been standardized through a syllabus based on 
standard provisions. Teacher competency in PKG 2021 contains detailed assessment components: (1) 
Pedagogical competency, (2) Personality competency, (3) Social competency, (4) Professional 
competency. 

The progress of development of a region or even a country is very much determined by human resources, 
the existence of reliable human resources, has implications for the potential in the region or country can 
be managed well. One of the HR factors that need attention is teachers because they are the front guard 
in creating HR that must be managed and developed continuously and sustainably. Therefore, improving 
teacher performance must be maximized to strengthen the quality of human beings that last a lifetime. 
By referring to the description, humans will be able to progress and develop to achieve perfection. 

Table 1. Previous Research Gap (Research Gap) 

Research Gap Researcher Findings 

Gap 1. There is a 
contradiction in the findings 
regarding the influence of 
employee motivation and 
performance. 

Kumari & Kumar (2023) 
Madjid & Samsudin (2021) 
Lie et al (2022) 

Work motivation has a positive 
effect on employee performance 

Khabibulloh et al. (2023) 
The Secret (2021) 

Motivation has a negative and 
insignificant effect on employee 
performance. 
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Gap 2. There is a 
contradiction in the findings 
regarding the influence of 
motivation and 
organizational commitment. 

Madjid & Samsudin (2021) 
Dahliana & Purba (2020) 

Motivation has a significant 
positive effect on organizational 
commitment 
 

Hanafi & Sanosra (2018) 
Hitu et al. (2022) 
Nashich et al. (2023) 

Motivation does not have a 
significant effect on 
organizational commitment 

Gap 3. There is a 
contradiction in the findings 
regarding the influence of 
organizational commitment 
and performance. 

Mubarak et al. (2022) 
Love (2024) 
Haerofiatna et al. (2021) 
The Last Supper (2023) 
 

Organizational Commitment has 
a significant effect on 
performance 
 

Nongkeng et al. (2012) 
Hitu et al. (2022) 
Munsir et al. (2024) 
 

Organizational Commitment 
does not have a significant effect 
on performance 

From table 1.1 it appears that the results of research that examine motivation, work involvement, 
organizational commitment and teacher performance still leave different conclusions. For that reason, it 
is necessary to re-test the model of the relationship between motivation and teacher performance, in 
order to get answers to the contradictions of previous research as well as explain the causal relationship 
of independent variables , mediating variables and dependent variables . 

Literature Review 

Work Motivation 

Motivation comes from the Latin word movere which means encouragement or to move. Motivation in 
management is only aimed at human resources in general and subordinates in particular. Motivation 
questions how to direct the power and potential of subordinates, so that they are willing to work together 
productively to achieve and realize predetermined goals.Flippo (1961) Motivation is a skill in directing 
employees and organizations to work successfully, so that the desires of employees and the goals of the 
organization are achieved at the same time. 

 Robbins (2008)states that work motivation is a process that plays a role in the intensity, direction, and 
duration of individual efforts towards achieving goals. Meanwhile, according to that Hasibuan (2005)work 
motivation is something that causes, channels, and supports human behavior, so that they are willing to 
work hard and enthusiastically to achieve optimal work results.Kusnadi (2002) states that work motivation 
is an effort to generate enthusiasm from within the person himself through the provision of satisfaction 
facilities. 

Motivation usually arises because of unsatisfied needs or needs that have not been met. These needs will 
cause pressure and tension so that it will create a drive or effort to fulfill these needs. When these needs 
can be satisfied, the individual will experience a decrease in pressure. 

Based on the above understanding, it can be said that work motivation is a driving force or motivator 
within a person to want to behave and work diligently and well in accordance with the tasks and 
obligations that have been given to him. 

 Maslow's motivation theory 

Maslow (1954) "humans will be driven to fulfill the strongest needs according to the time, circumstances 
and experiences concerned following a hierarchy". This theory is classified as follows: 
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 Physiological Needs For example: clothing, food and shelter, sex and individual welfare. These needs 
are very primary needs, because they have existed and been felt since humans were born on this 
earth. 

 Safety Needs This is associated with work, so the need for security of one's soul while working. In 
addition, the feeling of security of the property left behind while working and the future of 
employees. 

 Social Needs Humans are essentially social creatures so they have the following social needs: (1) The 
need to feel accepted by other people where they live and work; (2) The need to feel respected 
because every human feels important: (3) The need to achieve; (4) The need to participate. 

 Esteem Needs the ideal situation is when prestige will lead to achievement. The higher a person's 
position, the more that can be used as a symbol of his status. 

 Self Actualization This means that every human being wants to develop their mental and work 
capacity through personal development. Therefore, at this level people tend to always develop 
themselves and do their best. 

By applying the principles of Maslow's motivation theory in an educational context, teachers can feel 
supported, valued, and motivated to continue to grow in their profession, thereby having a positive impact 
on student achievement and the overall quality of education. 

The following are indicators of Maslow's theory of work motivation with 5 (five) levels of needs: 

 Physiological Needs  

 Safety Needs  

 Social Needs  

 Esteem Needs  

 Self Actualization  

Organizational Commitment 

Commitment has been defined as involvement , identification, or loyalty to a commitment entity and 
organizational commitment as the relative strength of  an individual's identification and involvement in a 
particular organization (Mowday et al., 1982). Organizational commitment as one of  the interesting 
phenomena that is widely and continuously discussed in the literature of  organizational behavior because 
of  its relationship with employee productivity and performance. Organizational commitment plays an 
important role in achieving organizational goals, the intensity of  commitment between employees in the 
organization, where the problem for the organization is if  its members or employees have a low intensity 
of  commitment to their organization 

Every employee who works in an organization definitely wants to be successful in his career. and one of  
the steps that can be taken if  you want to succeed is to have a high commitment to the organization. 
Commitment means that employees want to maintain their membership in the organization and are willing 
to do business to achieve high organizational goals. If  this phenomenon has been seen in the attitudes and 
behavior of  employees, it can be said that the employee has an organizational commitment. Organizational 
commitment means the employee's desire to maintain membership in the organization and is willing to do 
business to achieve high organizational goals (Darmawan & Al Adhim, 2013). Luthans stated Uha 
(2013)that, (a) organizational commitment is a strong desire to be a member of  a group; (b) willingness to 
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make high efforts for the organization; (c) certain beliefs and acceptance of  organizational values and goals  

Mathis dan John H (2011)defining organizational commitment is the extent to which employees believe 
and accept the goals and desires of  the organization to remain in the organization. In line with the opinion 
Luthans (2011)that organizational commitment is an employee attitude that can be defined as (1) a strong 
desire to remain a member of  the organization, (2) a high willingness to always strive for the interests of  
the organization, and (3) a definite belief  and acceptance of  the values and goals of  the organization . 

 Amstrong (2011)suggests that there is a strong relationship between organizational commitment and 
employee performance. An important key to gaining employee commitment is to help employees actualize 
themselves to achieve performance . Where an employee identifies with a particular organization and its 
goals and intends to maintain membership in that organization. 

Organizational commitment is a psychological construct that relates to the relationship of  organizational 
members to their organization and has implications for an individual's decision to continue their 
membership in the organization. Commitment to an organization means more than just formal 
membership, because it includes an attitude of  liking the organization and a willingness to exert a high level 
of  effort for the benefit of  the organization in order to achieve its goals. 

Organizational commitment reflects employee loyalty to the organization. Allen and Mayer (1991)describe 
three models of  organizational commitment, namely: 

Affective Commitment , refers to the employee's desire to remain become members of  an organization 
because of  emotional attachment and involvement in the organization . 

Continuance Commitment , refers to awareness of  the costs or rewards if  they remain in the organization . 

Normative Commitment , reflects a sense of  obligation to continue working in the organization. 

According to Schermerhorn et al. (2011)organizational commitment is the level of  loyalty felt by individuals 
towards the organization. In this context, organizational commitment reflects the relationship between 
members of  the organization and the organization itself. The dimensions of  organizational commitment 
according to Schermerhorn et al. (2011)are Rational Commitment, which is this dimension reflects that work 
provides service to the financial, development, and professional interests of  individuals and Emotional 
Commitment, this dimension reflects the feeling that what someone does is important, valuable, and provides 
real benefits to others. 

In This study of organizational commitment measurement indicators refers to Meyer dan Allen (1991)the 
three indicators of organizational commitment, namely affective commitment, continuity commitment and 
normative commitment combined with the approach developed by with Schermerhorn et al. (2011)rational 
commitment and emotional commitment indicators . By combining these two approaches, it allows us to see the 
organizational commitment of teachers from various perspectives. 

The combination of these indicators helps us understand the complexity of teachers' organizational 
commitment more holistically and can provide a deeper understanding of organizational commitment, 
help identify factors that influence teachers' organizational commitment, and develop strategies to improve 
it in the school environment. 

Teacher Performance 

Asf & Mustofa (2019) stated that the term performance comes from job performance or actual performance (work 
achievement or actual achievement achieved by someone). This can be interpreted that performance is an 
achievement that appears as a form of someone's work success. In line with that stated in the Regulation 
of the Minister of National Education of the Republic of Indonesia Number 35 of 2010 concerning 
Technical Instructions for the Implementation of Teacher Functional Positions and Credit Points, teacher 
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performance is the result of an assessment of the process and work results achieved by teachers in carrying 
out their duties. 

Asf & Mustofa (2019)also stated that performance is the result of work in terms of quality and quantity 
achieved by an employee in carrying out his duties in accordance with the responsibilities given to him. The 
same is true of what was statedHasibuan (2005) that performance is or work achievement is a work result 
achieved by a person in carrying out the tasks given to him which is based on skills, experience and sincerity 
in carrying out the task. 

Based on the description above, it can be seen that teacher performance is related to teacher competence. 
This means that in order to have good performance, a teacher must be supported by good competence. If 
a teacher does not have good competence, it will not be possible to have good performance. (Depdikdas, 
2004)states that teacher performance is the teacher's ability to demonstrate various skills and competencies 
that he/she has. The essence of teacher performance is none other than the teacher's ability to demonstrate 
the skills or competencies that he/she has in the real world of work, such as by planning, implementing, 
evaluating and administering the learning process and results. 

Specifically, the measurement of civil servant performance uses a method that has become the assessment 
standard for all civil servants, namely using the Work Performance Assessment (SKP) method approach. 
Article 20 of Law Number 43 of 1999 concerning the Principles of Civil Servants mandates that the purpose 
of work performance assessment is to ensure objectivity in considering appointments to positions and 
promotions. The government itself, in this case the President of the Republic of Indonesia, has issued 
regulations regarding Employee Work Targets, namely Government Regulation of the Republic of 
Indonesia Number 46 of 2011 concerning Civil Servant Work Performance Assessment. Civil servant work 
performance assessment is a systematic assessment process carried out by the assessor officer on employee 
work targets and civil servant work behavior (Article 1 paragraph 2 of PP No. 46 of 2011). The aim is to 
evaluate civil servant performance which can provide guidance for management in order to evaluate unit 
work and overall organizational performance. 

The assessment of civil servant work performance combines the assessment of Civil Servant Work Targets 
with the assessment of Work Behavior. The assessment of work performance consists of two elements, 
namely SKP (Employee Work Targets) and Work Behavior with the assessment weight of each SKP 
element of 30% and work behavior of 40% (Article 15 paragraph 2 of PP No. 46 of 2011). The results of 
the assessment of civil servant work performance are used as a basis for consideration. In general, the 
assessment of civil servant work performance is divided into 2 (two) elements, namely: 

Employee Work Target (SKP) is a work plan and target to be achieved by a civil servant and is carried out 
based on a certain time period. Work Behavior is any behavior, attitude or action carried out by a civil 
servant that should or should not be carried out in accordance with applicable laws and regulations. 

The measurement of teacher performance variables in this study adopted measurements based on 
Government Regulation (PP) No. 46 of 2011, concerning the Assessment of Civil Servant Work 
Performance, to assess employee performance including teachers using two assessment elements, namely: 

Employee Work Targets (SKP) are work plans and targets to be achieved by a civil servant based on a 
certain time period which includes: 

 Quantity is a measure of the amount or number of work results achieved. 

 Quality is a measure of the quality of each work result achieved. 

 Time is a measure of the length of the process of each work result achieved. 

 Cost is the amount of budget used for each work result. 
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Work Behavior is any behavior, attitude or action carried out by an employee (teacher) which should or 
should not be carried out in accordance with the provisions of applicable laws and regulations which 
include: 

 Service orientation is the attitude and work behavior of civil servants in providing services to those 
served, including the community, superiors, co-workers, related work units and/or other agencies. 

 Integrity is the ability of a civil servant to act in accordance with the values, norms and ethics in 
the organization. 

 Commitment is the willingness and ability of a civil servant to balance attitudes and actions to 
realize organizational goals by prioritizing self-interest, individual interests and/or groups. 

 Discipline is the ability of a civil servant to comply with obligations and avoid prohibitions 
stipulated in laws and regulations or official regulations which, if not complied with or violated, 
will result in sanctions. 

 Cooperation is the willingness and ability of a civil servant to work together with colleagues, 
superiors, subordinates both in their work unit and other agencies in completing the tasks and 
responsibilities they are entrusted with. 

Thus, teacher performance assessment is very necessary both in terms of process and results, both for 
employees and the performance carried out by employees has met expectations or vice versa, so that with 
this assessment, their performance can be known and improved. 

Materials and Methods 

This type of research is quantitative using the Explanatory research approach. This research is intended to 
provide an explanation of the causal relationship between variables through hypothesis testing or 
Explanatory research, or research by drawing conclusions that are causal between variables and then 
choosing alternative actions. 

The process of collecting data using a survey method using a questionnaire technique or a survey related to 
work motivation, organizational commitment, work involvement and teacher performance in a real research 
environment (field setting) with the analysis unit of State Vocational High Schools in Kendari City. 

The number of samples in this study was 196 teachers. This study uses data analysis using SmartPLS software 
, which is run on a computer. PLS ( Partial Least Square ) is a variant-based structural equation analysis 
(SEM) that can simultaneously test measurement models and test Structural models. 

In this study, the process of designing a questionnaire begins with making statements based on a Likert scale. 
A five-point Likert scale is used for the initial test version of the questionnaire. The data measurement 
process in this study uses a Likert scale, namely a scale of 1 to a scale of 5. The guideline means that if a 
positive statement has an answer with a score of 1, it is given the meaning of strongly disagree and so on 
until the answer with a score of 5 is given the meaning of strongly agree. It is different with negative 
statements, namely if there is an answer with a score of 1, it is given the meaning of strongly agree and so 
on until the answer with a score of 5 is given the meaning of strongly disagree (Sugiyono, 2022). 

Hypothesis 

 There is a positive and significant influence of Work Motivation on Organizational Commitment 

 There is a positive and significant influence of work motivation on teacher performance 
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 There is a positive and significant influence of Organizational Commitment on Teacher 
Performance 

 There is a positive and significant influence of work motivation on teacher performance which is 
mediated by organizational commitment 

Results and Discussions 

 Preliminary Analysis  

Descriptive Statistics, calculated to summarize data and provide an overview of sample characteristics, 
including means, standard deviations, and frequency distributions. 

Reliability and Validity Test, conducted to ensure the reliability and validity of the measurement scales. 
Cronbach's Alpha was used to assess internal consistency, with values above 0.70 indicating acceptable 
reliability. Confirmatory Factor Analysis (CFA) was used to confirm the validity of the scale construct, with 
key indicators such as factor loadings, Average Variance Extracted (AVE), and Composite Reliability (CR) 
examined. 

Structural Equation Modeling (SEM) 

 Model Specifications 

The hypothesized model includes direct paths from work motivation to organizational 
commitment and to teacher performance, and from organizational commitment to teacher 
performance. In addition, organizational commitment as a mediating variable that influences the 
strength of these relationships. 

 Estimate 

PLS-SEM was used for model estimation due to its ability to handle complex models and small to 
medium sample sizes. The analysis was performed using SmartPLS software. 

 Hypothesis Testing 

Path coefficients were evaluated to test the hypothesized relationships. The significance of the 
mediation effect of organizational commitment was tested using the bootstrapping method, which 
involves resampling the data to generate confidence intervals for the indirect effects. 

 Mediation Analysis 

The mediation effect of organizational commitment was assessed by examining the indirect effect 
between work motivation and teacher performance. 

Model Evaluation 

Fit Model 

Assessed using various fit indices such as Standard Root Mean Square Residual (SRMR) and Normed Fit 
Index (NFI). SRMR values below 0.08 and NFI values above 0.90 indicate good model fit. 

Predictive Relevance 

Evaluated using PLS Predict and CVPAT tests. 

https://ecohumanism.co.uk/joe/ecohumanism
https://doi.org/10.62754/joe.v3i7.4592


Journal of Ecohumanism 

2024 
Volume: 3, No: 7, pp. 4775 – 4788 

ISSN: 2752-6798 (Print) | ISSN 2752-6801 (Online) 
https://ecohumanism.co.uk/joe/ecohumanism  

DOI: https://doi.org/10.62754/joe.v3i7.4592  

4783 

 

Structural Path Diagram 

Path diagrams are used to visually depict the complex interrelationships between key variables that influence 
teacher performance. They help clarify how work motivation and organizational commitment ultimately 
influence overall performance. By mapping these connections, the diagram provides a clear and concise 
picture of the theoretical model being tested, making it easier to understand the direct and indirect effects 
each factor has on teacher performance. This visual representation is essential for communicating the 
underlying structure of the research hypotheses and for guiding subsequent analysis and interpretation of 
the results. 
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Based on the given path diagram, the hypothesis explanation can be derived as follows: 

Job Motivation Organizational Commitment 

The path coefficient of 0.510 indicates a very strong positive relationship between Work Motivation and 
Organizational Commitment. This means that the better the teacher's work motivation, the stronger the 
organizational commitment shown by the teacher. In addition, the p-value of 0.000 indicates that this 
relationship is statistically significant (P <0.05), so the hypothesis stating that there is a positive relationship 
between Work Motivation and Organizational Commitment can be accepted and work motivation 
significantly affects organizational commitment. 

Job Motivation Teacher Performance 

The path coefficient of 0.468 indicates a very strong positive relationship between Work Motivation and 
teacher performance. This means that the better the teacher's work motivation, the stronger the teacher's 
performance shown by the teacher at school. In addition, the p-value of 0.000 indicates that this relationship 
is statistically significant (P <0.05), so the hypothesis stating that there is a positive relationship between 
Work Motivation and teacher performance can be accepted and work motivation significantly affects 
teacher performance. 

Organizational Commitment Teacher Performance 

The path coefficient of 0.362 indicates a very strong positive relationship between organizational 
commitment and teacher performance. This means that the better the teacher's organizational commitment, 
the stronger the performance shown by the teacher at school. In addition, the p-value of 0.000 indicates 
that this relationship is statistically significant (P <0.05), so the hypothesis stating that there is a positive 
relationship between organizational commitment and teacher performance can be accepted and 
organizational commitment significantly affects teacher performance. 

Job Motivation Organizational Commitment Teacher Performance 

The path coefficient of 0.184 indicates an indirect effect of work motivation through organizational 
commitment. This indicates that work motivation has a crucial role in supporting or improving teacher 
performance in schools, where organizational commitment acts as a link between the two. A very small p-
value of 0.000 indicates that this effect is very statistically significant, so the hypothesis that work motivation 
affects teacher performance through organizational commitment can be accepted. Thus, efforts to 
strengthen work motivation can contribute positively to increasing organizational commitment, which in 
turn will improve teacher performance in schools. It can be concluded that organizational commitment 
significantly mediates the effect of work motivation on performance. 

Hypot
hesis 

Path Coefficient P values Significance 

H1 
Work Motivation Organizational 
Commitment 

0.510 0,000 Significant 

H2 
Work motivation 
Teacher Performance 

0.468 0,000 Significant 

H3 
Teacher Performance Organization 

Commitment 
0.362 0,000 Significant 

H4 
Work Motivation Organizational 

Commitment Teacher 
Performance 

0.184 0,000 Significant 
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Discussion 

Work motivation plays an important role in forming organizational commitment. Based on Maslow's (1954) 
theory regarding the hierarchy of needs, individuals who feel that their physiological, safety, social, esteem, 
and self-actualization needs are met will tend to have higher motivation in working. This motivation is 
reflected in the commitment they show towards the organization in this case the school. Organizational 
commitment, as explained byMeyer & Allen (1991) consists of three main components, namely affective, 
continuance, and normative commitment. Affective commitment, which refers to a person's emotional 
attachment to an organization, is greatly influenced by the level of individual motivation in achieving 
personal goals at work. When work motivation is high, especially in meeting the needs of recognition and 
self-actualization, individuals will feel more emotionally involved and tend to strengthen their commitment 
to the organization (Kim et al., 2019). 

Work motivation also has an impact on continuance and normative commitment. Teachers who feel that 
their basic needs are met at school, such as job security and financial well-being, will be more motivated to 
remain committed to the organization in the long term. This is in line with continuance commitment which 
is related to the individual's perception of the benefits of remaining in the organization (Siregar, 2022). On 
the other hand, normative commitment, which is based on a sense of moral obligation to remain working 
in the organization, is also formed along with the fulfillment of social needs and a sense of appreciation in 
the work environment (Umar & Norawati, 2022). 

Schermerhorn's theory introduces two types of organizational commitment that are relevant to teacher 
work motivation, namely rational commitment related to the fulfillment of Maslow's lower-level needs, 
where teachers rationally consider the financial benefits and professional development obtained from the 
school. Emotional commitment reflects the feeling that the teacher's work is important, valuable, and 
provides real benefits to students and society. This is related to the fulfillment of Maslow's higher-level 
needs such as appreciation and self-actualization. When schools are able to meet various levels of teacher 
needs according to Maslow's theory, teacher work motivation increases. Motivated teachers tend to be more 
emotionally attached (affective commitment), feel dependent on the organization (continuance 
commitment), and have a sense of moral obligation (normative commitment) to the school (Siregar, 2022).  

Overall, the relationship between organizational commitment and teacher work motivation in schools is 
very significant because both support each other in creating a productive and quality work environment. 
By increasing organizational commitment, schools can encourage teacher work motivation, which in turn 
will improve overall performance and quality of education. 

Teacher performance plays a significant role in the quality of education, with work motivation being a major 
factor influencing teaching effectiveness. Teachers who are highly motivated tend to be more productive 
and have better quality in the teaching and learning process, because they not only strive to meet targets 
but also strive to exceed the standards set. A supportive work environment, fulfillment of basic needs, and 
recognition for achievement are important elements in increasing motivation. In addition, demographic 
factors such as age, gender, and education level of teachers also influence how they motivate themselves 
and interact with students. For example, younger teachers may be more open to innovation, while more 
experienced teachers tend to use traditional approaches. 

Furthermore, work motivation can improve time efficiency and service orientation. Motivated employees 
are more disciplined and organized in completing their tasks, allowing for better results in less time. In 
addition, work motivation also encourages teachers to contribute more to schools and students, which leads 
to better achievement of educational goals. In other words, to improve the quality of education, it is 
important to focus on managing teacher motivation, including providing appropriate training, support from 
management, and creating a positive work environment. This shows that efforts to improve the quality of 
education must be supported by a good understanding of the factors that influence teacher work 
motivation. 
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Organizational commitment significantly affects employee performance through various dimensions that 
reflect an individual's emotional, rational, and normative attachment to the organization. When employees 
have a strong affective commitment, where they feel emotionally connected to the organization, they will 
be more motivated to give their best performance (Erlangga et al., 2021). Affective commitment increases 
employees’ intrinsic motivation, which ultimately translates into better quality and quantity of work. They 
not only strive to meet job demands but also become deeply involved in achieving organizational goals. 
(Van Waeyenberg et al., 2022)In addition, continuance commitment, which is related to employees’ 
perceptions of the benefits of remaining with the organization, also plays a role in improving performance. 
Employees with continuance commitment tend to avoid behaviors that are detrimental to productivity, 
because they view their long-term relationship with the organization as valuable (Istanti et al., 2022). 

Normative commitment also plays an important role in influencing performance. Employees who have 
normative commitment feel morally obligated to make the best contribution to the organization that has 
given them opportunities and support. This sense of obligation drives them to work with high integrity and 
dedication, thus influencing discipline, service orientation, and teamwork (Van Waeyenberg et al., 2022). 
Normative commitment strengthens employees' sense of responsibility for their work results, which is 
reflected in improved performance in various aspects (Pramesti & Astiti, 2020). Thus, organizational 
commitment, whether from the affective, sustainable, or normative aspects, forms a strong foundation for 
employees to work optimally and contribute to the achievement of organizational goals effectively. 

Work motivation has a significant indirect effect on performance through organizational commitment, with 
an indirect effect coefficient of 0.151. This means that part of the effect of work motivation on performance 
occurs through increased organizational commitment, where the commitment strengthens the impact of 
motivation on performance by 15.1%. The t-statistic value of 3.629, which is greater than the t-table (1.96), 
indicates that this effect is statistically significant. The p-value of 0.001, which is smaller than 0.05, further 
strengthens this finding. Thus, it can be concluded that organizational commitment significantly mediates 
the relationship between work motivation and performance. 

The indirect effect of work motivation on performance through organizational commitment shows that 
organizational commitment acts as a mediating variable that strengthens the relationship between the two 
variables. When employee work motivation is high, they tend to feel more emotionally, normatively, and 
sustainably attached to the organization, as explained by the organizational commitment theory (Meyer & 
Allen, 1991). This commitment serves as a catalyst that strengthens the impact of work motivation on 
performance. In this case, employees who feel motivated tend to show greater affective commitment, where 
they are emotionally connected to the organization, so they try harder to achieve work goals and improve 
performance quality (Soelistya et al., 2023). 

Conclusion 

This study shows that work motivation and organizational commitment have a significant positive effect 
on the performance of teachers at State Vocational High Schools in Kendari City. In the context of 
motivational theory, such as Maslow's Theory of Needs, the fulfillment of teachers' basic and psychological 
needs contributes to increasing their motivation and loyalty to educational institutions. This theory states 
that when physiological and safety needs are met, teachers will be more motivated to achieve self-
actualization through quality teaching. The phenomenon in the field shows that when educational 
institutions implement strategies that support work motivation, such as rewards and professional 
development, this not only increases organizational commitment but also the overall quality of education. 
Thus, the relationship between work motivation, organizational commitment, and teacher performance 
creates a positive cycle that supports each other in the context of education. 

References 

 Amstrong, M. (2011). Strategic Human Resource Management (5th ed.). Kogan Page. 
Asf, J., & Mustofa, S. (2019). Supervisi Pendidikan: Terobosan baru dalam peningkatan kinerja pengawas sekolah dan guru 

(Ke 2). Ar-Ruzz Media. 

https://ecohumanism.co.uk/joe/ecohumanism
https://doi.org/10.62754/joe.v3i7.4592


Journal of Ecohumanism 

2024 
Volume: 3, No: 7, pp. 4775 – 4788 

ISSN: 2752-6798 (Print) | ISSN 2752-6801 (Online) 
https://ecohumanism.co.uk/joe/ecohumanism  

DOI: https://doi.org/10.62754/joe.v3i7.4592  

4787 

 

Asih, W. P. (2024). The Effect of Servant Leadership, Work Ethics, Organizational Culture, and Organizational 
Commitment on Teacher Performance in State Vocational High School in Denpasar City. Pegem Egitim ve 
Ogretim Dergisi = Pegem Journal of Education and Instruction, 14(1), 127–132. 
https://doi.org/https://doi.org/10.47750/pegegog.14.01.15 

Dahliana, D., & Purba, S. (2020). The Effect of Work Motivation and Organizational Commitment on Teacher’s Work 
Ethics. 

Darmawan, D., & Al Adhim, A. (2013). Prinsip-prinsip Perilaku Organisasi (1st ed.). Pena Semesta. 
Depdikdas. (2004). Standar Kompetensi Guru Pemula SMP-SMA. . 
Dessler. (2013). Manajemen Sumber Daya Manusia Human Reources. Prenhalindo. 
Effendi Hariandja, M. T. (2010). Manajemen Sumber Daya Manusia (Edisi Revisi 2). PT. Grasindo. 
Erlangga, H., Mulyana, Y., Sunarsi, D., Solahudin, M., Aditya Dwiwarman, D., Imam Duta Waskita, N., Rozi, A., Danang 

Yuangga, K., & Purwanto, A. (2021). The Effect of Organizational Commitment and Work Environment on Job 
Satisfaction and Teachers Performance. Turkish Journal of Computer and Mathematics Education, 12(7), 109–
117. 

Flippo, E. B. (1961). Principles of Personnel Management McGraw-Hill series in management (2nd ed.). the University of 
Michigan. 

Haerofiatna, Erlangga, H., Nurjaya, Mulyana, Y., Sunarsi, D., Solahudin, M., Dwiwarman, D. A., Waskita, N. I. D., Rozi, A., 
Yuangga, K. D., & Purwanto, A. (2021). The Effect of Organizational Commitment and Work Environment on 
Job Satisfaction and Teachers Performance. Turkish Journal of Computer and Mathematics Education, 12(7), 109–
117. https://www.proquest.com/scholarly-journals/effect-organizational-commitment-work-
environment/docview/2623612821/se-2?accountid=160841 

Hanafi, C., & Sanosra, A. (2018). PENGARUH MOTIVASI KERJA, IKLIM ORGANISASI TERHADAP KOMITMEN 
ORGANISASI DAN KINERJA DOSEN PENDIDIKAN GURU PENDIDIKAN ANAK USIA DINI IKIP PGRI 
JEMBER. Jurnal Sains Manajemen Dan Bisnis Indonesia, 8(1). https://doi.org/10.32528/smbi.v8i1.1769 

Hasibuan, M. (2005). Manajemen Sumber Daya Manusia (Edisi Revisi). Bumi Aksara. 
Hidayat, R. (2021). Pengaruh Motivasi, Kompetensi dan Disiplin Kerja Terhadap Kinerja. Widya Cipta: Jurnal Sekretari Dan 

Manajemen, 5(1), 16–23. 
Hitu, F. La, Kusumaningtyas, A., & Ardiana, I. D. K. R. (2022). The Influence of Principal Supervision on Organizational 

Commitment, and Emotional Intelligence on Work Discipline, Work Motivation and Performance of State High 
School Teachers in North Maluku Province. Journal of Asian Multicultural Research for Economy and 
Management Study, 3(1), 71–80. https://doi.org/10.47616/jamrems.v3i1.250 

Istanti, E., Daengs, G., Sanusi, R., Sutopo, Negoro, R. M., Muhdor, A., & Syafi’i. (2022). CUSTOMER VALUE 
PERFORMANCE, SATISFACTION AND RELATIONAL MARKETING ON PRIORITY CUSTOMER 
LOYALTY ( Case study of Bank ABC Surabaya Cendana Main Branch Office). Proceeding of The International 
Conference on Economics and Business, 1, 269–278. https://doi.org/10.55606/iceb.v1i2.128 

Kamid, Marzal, J., Ramadhanti, A., Rohati, Simamora, N. N., & Iqbal, M. (2021). Study of Ethno-mathematics and Vygotsky’s 
Constructivism on Jambi Traditional Marriages. Educational Sciences: Theory and Practice, 21(4), 123–137. 
https://doi.org/10.12738/jestp.2021.3.008 

Khabibulloh, M., Khuzaini, K., & Suwitho, S. (2023). The Effect Of Motivation And Compensation On Employee Performance 
Mediated By Organizational Citizenship Behavior (Study On Sinergia Group Indonesia). Jurnal Syntax 
Transformation, 4, 141–155. https://doi.org/10.46799/jst.v4i9.822 

Kim, S.-H., Kim, M., & Holland, S. (2019). Effects of intrinsic motivation on organizational citizenship behaviors of 
hospitality employees: The mediating roles of reciprocity and organizational commitment. Journal of Human 
Resources in Hospitality & Tourism, 19, 1–28. https://doi.org/10.1080/15332845.2020.1702866 

kumari, J., & Kumar, J. (2023). Influence of motivation on teachers’ job performance. Humanities and Social Sciences 
Communications, 10(1). https://doi.org/10.1057/s41599-023-01662-6 

Kusnadi. (2002). Masalah, Kerjasama, Konflik dan Kinerja. Torada. 
Lie, D., Nainggolan, L. E., & Nainggolan, N. T. (2022). Motivation and Performance Analysis of Teachers in SMA Swasta 

Tamansiswa Tapian Dolok. Academy of Strategic Management Journal, 21(2), 1–7. 
Luthans, F. (2011). Organizational Behaviour: An Evidence-Based Approach. (12th ed.). McGraw-Hill. 
Madjid, A., & Samsudin, M. (2021). Impact of Achievement Motivation and Transformational Leadership on Teacher 

Performance Mediated by Organizational Commitment. Educational Sciences: Theory and Practice, 21(3), 107–
109. https://doi.org/10.12738/jestp.2021.3.008 

Maslow, A. H. (1954). Motivation and Personality (English Edition). Harper & Row. 
Mathis, R. L., & John H, J. (2011). Manajemen Sumber Daya Manusia (10th ed.). Salemba Empat. 
Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commitment. Human Resource 

Management Review, 1(1), 61–89. https://doi.org/https://doi.org/10.1016/1053-4822(91)90011-Z 
Mowday, R. T., Porter, L. W., & Steers, R. M. (1982). 2 - Nature of Organizational Commitment. In R. T. Mowday, L. W. 

Porter, & R. M. Steers (Eds.), Employee–Organization Linkages (pp. 19–43). Academic Press. 
https://doi.org/https://doi.org/10.1016/B978-0-12-509370-5.50006-X 

Mubarak, M., Sabran, S., & Erwinsyah, E. (2022). Pengaruh motivasi, kepemimpinan, terhadap kinerja karyawan dengan 
komitmen organisasional karyawan sebagai mediasi. JURNAL MANAJEMEN, 14(4), 763–775. 

Munsir, N., Al Rajab, M., Harun, M. F., Pritami, R. F., Niartiningsih, A., Kurniawati, F., & Andilah, S. (2024). Pengaruh 
Komitmen Organisasi Terhadap Kinerja Karyawan. Jurnal Kesehatan Global, 7(1), 1–14. 
https://doi.org/https://doi.org/10.33085/jkg.v7i1.5983 

Nabhan, F., & Munajat, M. (2023). The role of work engagement and organizational commitment in improving job 
performance. Cogent Business & Management, 10(2), 1–13. https://doi.org/10.1080/23311975.2023.2235819 

https://ecohumanism.co.uk/joe/ecohumanism
https://doi.org/10.62754/joe.v3i7.4592


Journal of Ecohumanism 

2024 
Volume: 3, No: 7, pp. 4775 – 4788 

ISSN: 2752-6798 (Print) | ISSN 2752-6801 (Online) 
https://ecohumanism.co.uk/joe/ecohumanism  

DOI: https://doi.org/10.62754/joe.v3i7.4592  

4788 

 

Nashich, M., Budiati, Y., & Indarto. (2023). Pengaruh Kompetensi, Motivasi Kerja Dan Komunikasi Terhadap Kinerja 
Manajer Dengan Komitmen Sebagai Variabel Mediasi Pada Pt Adhi Persada Gedung. Jurnal Mirai Management, 
8(2), 146–162. 

Nongkeng, H., Armanu, Troena, E. A., & Setiawan, M. (2012). Pengaruh Pemberdayaan, Komitmen Organisasional terhadap 
Kinerja dan Kepuasan Kerja Dosen (Persepsi Dosen Dipekerjakan PTS Kopertis Wilayah IX Sulawesi di 
Makassar). Jurnal Aplikasi Manajemen, 10(3), 574–585. 
https://jurnaljam.ub.ac.id/index.php/jam/article/view/439/479 

Pramesti, N., & Astiti, D. (2020). Peran Komitmen Organisasi dan Person Job Fit terhadap Turnover Intention Generasi Y 
pada Karyawan di Indonesia. Jurnal Psikologi Udayana, 7, 66. https://doi.org/10.24843/JPU.2020.v07.i02.p07 

Robbins, S. P. (2008). Perilaku Organisasi (alih bahasa Drs. Benjamin Molan) (Ed. Bahasa Indonesia). PT. Intan Sejati. 
Robbins, S. P., & Judge, T. A. (2013). Organizational Behavior Edition 15. 
Schermerhorn, J., Hunt, J., Osborn, R., & Uhl-Bien, M. (2011). Organizational Behavior (pp. 1–678). 

Siregar, Z. (2022). Extrinsic Motivation and Organizational Commitment : A Literarure Review. International Journal of 
Business, Technology and Organizational Behavior (IJBTOB), 2, 397–402. 
https://doi.org/10.52218/ijbtob.v2i4.214 

Soelistya, D., Mubarok, H., Agustina, H., & Syamlan, A. (2023). Peran Mediasi Komitmen Guru Terhadap Kinerja: Pengaruh 
Budaya Organisasi, dan Motivasi. BALANCE: Economic, Business, Management and Accounting Journal, 20, 48. 
https://doi.org/10.30651/blc.v20i1.16521 

Sugiyono. (2022). Metode Penelitian Manajemen (Setiyawami, Ed.; Edisi Revisi 2). CV Alfabeta. 
Uha, I. N. (2013). Budaya Organisasi Kepemimpinan dan Kinerja. PT. Fajar Interpratama Mandiri. 
Umar, A., & Norawati, S. (2022). PENGARUH MOTIVASI TERHADAP KINERJA KARYAWAN DENGAN 

KOMITMEN ORGANISASI SEBAGAI VARIABEL INTERVENING PADA UPT SUNGAI DUKU 
PEKANBARU. Jesya (Jurnal Ekonomi & Ekonomi Syariah), 5, 835–853. https://doi.org/10.36778/jesya.v5i1.656 

Van Waeyenberg, T., Peccei, R., & Decramer, A. (2022). Performance management and teacher performance: the role of 
affective organizational commitment and exhaustion. The International Journal of Human Resource Management, 
33(4), 623–646. https://doi.org/10.1080/09585192.2020.1754881 

Wexley, K. and G. Y. (1977). Organizational Behaviour and Personnel Psychology, Richard D. Irwin. llinois. 
 

https://ecohumanism.co.uk/joe/ecohumanism
https://doi.org/10.62754/joe.v3i7.4592

