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ABSTRACT

The purpose of the research is to investigate the correlation between work motivation and
teacher organizational commitment at the SKM Swasta Sri Langkat Tanjung during the covid
19 pandemic. The hypothesis proposed is that there is a positive relationship between work
motivation and teacher organizational commitment at the SMK Swasta Sri Langkat Tanjung
Pura during the pandemic. covid 19. The number of subjects in this study were 42 teachers
at SMK Swasta Sri Langkat Tanjung Pura. The data were collected through work motivation
scale and organizational commitment scale.This research utilized product-moment
correlation as the technique of data analysis. Based on the results of data analysis obtained
correlation (rxy) = 502 (p <0.001). These results indicate a significant positive relationship
between work motivation and teacher organizational commitment at SMK Swasta Sri
Langkat Tanjung Pura during the COVID-19 pandemic. Thus, the hypothesis in this study is
accepted. The correlation coefficient of determination or r square of 0.252 means that the
work motivation variable contributes 25.2% to organizational commitment and the
remaining 74.8% is influenced by other factors not examined.
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Introduction

The rapid and widespread dissemination of the COVID-19 virus has led to its
designation as a global pandemic. Indonesia is among the countries significantly
affected by the spread of COVID-19. In response, the government implemented
Large-Scale Social Restrictions (PSBB) to curb the transmission of the virus. The
implementation of the PSBB policy has profoundly impacted various aspects of life,
including education. To ensure that the teaching and learning process could
continue, educators were required to maximize technology to support distance
learning.

The success of this learning process largely depends on the role of teachers
within schools. As an organizational entity, schools require teachers to exhibit strong
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organizational commitment. Wiener (as cited in Sumarno, 2017) defines
organizational commitment as an intrinsic motivation to engage in behaviors that
support the success of an organization in achieving its goals while prioritizing the
organization's interests. Robbins and Timothy (as cited in Kusumah, 2014) further
describe organizational commitment as a state where an employee aligns with a
specific organization and its goals, with a desire to maintain membership within that
organization. Therefore, it can be concluded that a teacher's organizational
commitment involves efforts to achieve organizational objectives, characterized by a
willingness to direct all efforts toward the organization's (i.e., the school’s) interests
and a bond to remain a member of the organization.

Research by Perryer (2010) indicates that organizational commitment influences
changes in employee attitudes towards work. Additional findings from Perryer's
research show that employees with high organizational commitment demonstrate
better work ethics compared to those lacking such commitment. Since schools are
organizations, teachers are expected to exhibit commitment to their educational
institutions. Teachers' organizational commitment can be observed through their
efforts to fulfill both their teaching responsibilities and their roles within the school
organization. A teacher can be considered professional if they possess high
organizational commitment, marked by a strong desire to remain a member of the
school organization, actively contribute to the advancement of the school, and align
with the organization’s objectives.

Schools aim to prepare students to thrive and compete in society. Therefore, to
adequately prepare students, schools are tasked with equipping them with essential
knowledge and skills. The teaching and learning process is an integral part of a
teacher's routine as a member of the school organization. According to Article 1 of
Law No. 14 of 2005 concerning Teachers and Lecturers, it can be concluded that
teachers play a crucial role in educating and equipping students with knowledge and
skills. Moreover, Article 7, Paragraph (1)(b) of Law No. 14 of 2005 states that the
teaching profession must be executed based on a commitment to enhancing
educational quality, faith, piety, and noble character. This article emphasizes that the
teacher's role in improving educational quality should be grounded in their
commitment, which the government mandates for teachers to uphold in their duties,
categorized broadly as enhancing educational quality, faith, piety, and noble
character.

Teachers who exhibit commitment are likely to enhance their work quality,
which subsequently influences educational quality. Supriadi (as cited in Ibrahim,
Amalina, Halim, & Sulaiman, 2017) asserts that among various factors determining
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educational quality (reflected in student academic performance), approximately
one-third is attributable to teachers. The teacher's role is regarded as the most
dominant factor influencing learning outcomes. Given the significant role of
teachers in achieving learning outcomes, it is essential that they demonstrate
commitment in fulfilling their duties within the school organization. Schatz (as cited
in Simanjuntak, 2012) emphasizes that commitment is fundamental for individuals
pursuing their professions. A teacher with strong organizational commitment will
strive to fulfill their duties and responsibilities diligently. Such commitment
manifests through active participation in school activities, both directly related to
teaching and other school programs. Conversely, low teacher commitment may
disrupt the achievement of student learning outcomes.

As members of the school organization, teachers who lack organizational
commitment tend to hinder the school’s objectives and may feel uncomfortable
being part of the institution. Hamidah (2016) cites Neo’s assertion that organizational
commitment reflects the extent to which an individual identifies with an
organization and is willing to exert effort for its benefit. Neo also notes that
individuals with low organizational commitment often wait for opportunities to
disengage from their responsibilities (as cited in Hamidah, 2016). Wibowo (2016)
refers to John Meyer and Natalie Allen's framework, which describes three
components of organizational commitment: (a) affective commitment, (b)
continuance commitment, and (c) normative commitment. These components can
be elaborated as follows: (a) affective commitment pertains to emotional attachment
and belief in the organization’s values, (b) continuance commitment relates to the
perceived economic benefits of remaining with the organization, wherein teachers
may feel compelled to stay due to salary considerations or family obligations, and (c)
normative commitment involves the moral obligation to remain with the
organization.

This study addresses issues at Sri Langkat Tanjung Pura Private Vocational
School, one of the private vocational schools in Langkat Regency, North Sumatra.
During the COVID-19 pandemic, this school implemented online learning. Ideally,
even though teaching and learning were conducted online, teachers and staff should
have maintained high levels of commitment to their responsibilities. Initial
observations and interviews conducted by the researcher indicated that teachers'
organizational commitment at Sri Langkat Private Vocational School is relatively low,
adversely affecting the school’s objectives, particularly during the pandemic. Low
teacher commitment to completing tasks and a lack of awareness regarding
participation in school development activities signal insufficient organizational
commitment.
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Ideally, teachers with high organizational commitment would effectively carry
out their responsibilities and actively engage in school development efforts and
ongoing programs to achieve the school's vision and mission optimally. Marchington
(as cited in Kosasih, 2014) identifies five factors influencing organizational
commitment: (1) physical working conditions, (2) the desire to work for a good leader
or organization, (3) job security, (4) salary, and (5) recognition or opportunities
within the workplace. Supporting Marchington’s viewpoint, Stum (as cited in
Kosasih, 2014) highlights five factors that affect organizational commitment,
including: (1) openness of culture, (2) job satisfaction, (3) personal development
opportunities, (4) organizational direction, and (5) appropriate recognition aligned
with needs. These insights suggest that the factors influencing organizational
commitment are fundamental human needs that can motivate individuals in their
work.

Buhler (as cited in Noerhayati, 2011) defines motivation as a process that directs
the amount of effort dedicated to performing tasks. Maslow (as cited in Ozguner,
2014) further describes motivation as an internal drive resulting from an integrated
system aimed at fulfilling specific human needs, highlighting its inseparability from
individual life. Consequently, if schools address motivational issues effectively, they
are likely to cultivate teachers with high organizational commitment, meeting the
expected standards.

If teachers' work motivation is high, it positively correlates with their
organizational commitment. Research by Muslim and Yusnita (2015) demonstrates a
positive relationship between work motivation and organizational commitment,
with a correlation coefficient (r) of 0.632 at a significance level of a = 0.05. A lack of
attention from schools to enhance teachers' work motivation negatively impacts
their organizational commitment. Nevertheless, both work motivation and
organizational commitment play crucial roles in achieving the school’s vision and
mission optimally. Based on the literature review, this study hypothesizes a positive
relationship between work motivation and organizational commitment among
teachers at Sri Langkat Tanjung Pura Private Vocational School during the COVID-19
pandemic. The hypothesis posits that higher work motivation among teachers
correlates with higher organizational commitment, while lower work motivation
correlates with lower organizational commitment.

Methods

This study employed a quantitative research design. Data were collected using
two scales: the work motivation scale and the organizational commitment scale. A
scale is a set of questions/statements designed to reveal specific attributes through

824



International Conference on Psychology UMBY

responses to these items (Azwar, 2012). The rationale for using this method lies in the
data being psychological concepts that reflect individual and subject aspects (Azwar,
2012). The type of scale utilized was a Likert scale with four response options.

The work motivation scale was developed based on the organizational
commitment theory by Allen and Meyer (as cited in Umam, 2010), with the following
indicators: (a) affective commitment, (b) continuance commitment, and (c)
normative commitment. The work motivation scale was further informed by
Herzberg's motivation theory (Ozguner, 2014), consisting of two aspects: (1)
motivational aspects or intrinsic factors, which include the indicators (a) the work
itself, (b) achievement, (c) responsibility, (d) opportunities for advancement, and (e)
recognition; and (2) maintenance aspects or extrinsic factors, which include
indicators (a) working conditions, (b) salary, (c) interpersonal relationships, (d)
supervision, and (e) company.

Data analysis in this study involved hypothesis testing using Pearson’s product-
moment correlation to examine the relationship between work motivation and
organizational commitment among teachers at Sri Langkat Private Vocational
School. All data were analyzed using SPSS for Windows version 26.00. The
population for this study comprised all teachers at Sri Langkat Tanjung Pura Private
Vocational School, totaling 42 individuals. According to Arikunto (2011), when the
population size is less than 100, it is advisable to include the entire population as the
sample in the research. Therefore, the subjects of this study consisted of all 42
teachers at Sri Langkat Tanjung Pura Private Vocational School.

Results

Based on the analysis conducted on the research data, descriptive statistics for
each variable were obtained. The hypothetical data for the work motivation variable
showed a minimum score of 30 and a maximum score of 120, with a mean of 75 and a
standard deviation of 15. In contrast, the empirical data for the work motivation scale
showed a minimum score of 66 and a maximum score of 93, with a mean of 81.55 and
a standard deviation of 7.822. The hypothetical data for the organizational
commitment variable showed a minimum score of 24 and a maximum score of 96,
with a mean of 60 and a standard deviation of 12. The empirical data for the
organizational commitment scale showed a minimum score of 49 and a maximum
score of 76, with a mean of 65.14 and a standard deviation of 6.115.

For the purpose of categorization, the researcher divided the scores for both
work motivation and organizational commitment into three categories: high,
moderate, and low. The categorization results for the work motivation variable
revealed that 37 teachers (88.1%) were categorized as moderate, 5 teachers (11.9%)
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were categorized as high, and no teachers were categorized as low. For
organizational commitment, 35 teachers (83.3%) were categorized as moderate, 7
teachers (16.7%) were categorized as high, and no teachers were categorized as low.
The results of the normality test showed that for the work motivation variable (KS-Z
= 0.016, p < 0.050) and the organizational commitment variable (KS-Z = 0.015, p <
0.050), the data were not normally distributed because the significance level for both
variables was less than 0.050.

The linearity test showed an F-value of 10.430 with a significance level of 0.004,
indicating a linear relationship between work motivation and organizational
commitment. The results of the Pearson product-moment correlation analysis
revealed a correlation coefficient (rxy) of 0.502, indicating a positive correlation
between work motivation and organizational commitment. This means that as work
motivation increases, organizational commitment also increases, and vice versa. The
coefficient of determination (R?) was 0.252, meaning that work motivation
contributed 25.2% to organizational commitment, while the remaining 74.8% was
influenced by other factors not examined in this study.

Discussions

The results of the analysis demonstrate a significant relationship between work
motivation and organizational commitment among the teachers at SMK Swasta Sri
Langkat Tanjung Pura. While work motivation is not the sole factor influencing
organizational commitment, this study shows that increasing work motivation can
enhance organizational commitment. This finding is consistent with Andriani and
Widiawati's (2017) assertion that organizational commitment is shaped by work
motivation, which drives individuals to meet their needs. In other words, higher
work motivation can encourage teachers to become more committed to their roles
within the organization.

There are two main aspects influencing work motivation, as proposed by
Herzberg (Ozguner, 2014): Motivation Factors and Hygiene Factors. Motivation
Factors refer to psychological needs related to intrinsic job satisfaction, such as
achievement, recognition, and opportunities for advancement. Hygiene Factors, on
the other hand, address extrinsic factors related to basic human needs, such as salary,
working conditions, and job security. Herzberg's theory suggests that both factors
play a role in enhancing motivation at work. The findings from this study indicate
that work motivation can be increased by fulfilling both Motivation Factors and
Hygiene Factors. For example, providing recognition for teachers' achievements,
creating opportunities for professional development, and ensuring a comfortable
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working environment can all lead to higher work motivation, which, in turn, fosters
greater organizational commitment.

Although work motivation is not the only factor affecting organizational
commitment, the data from this study suggest that improving work motivation can
indeed enhance organizational commitment. This is in line with Herzberg's
(Ozguner, 2014) distinction between Hygiene Factors (which meet basic needs) and
Motivation Factors (which contribute to psychological well-being and job
satisfaction). Addressing both of these aspects can lead to higher levels of work
motivation, which is crucial for fostering stronger organizational commitment.
Despite work motivation contributing 25.2% to organizational commitment, this
suggests that other factors also play a significant role, such as job satisfaction, work
characteristics, and personal factors like work experience, age, tenure, and
educational level (David, as cited in Hadiyani, 2013). Thus, improving organizational
commitment requires attention to these other influencing factors, not just work
motivation alone.

In the educational context, teachers with high organizational commitment are
likely to put forth greater effort in their work, which positively affects the quality of
education provided to students. As emphasized in the Indonesian Law No. 14/2005
concerning Teachers and Lecturers, teachers' professional duties should be carried
out with a commitment to improving the quality of education. Therefore, increasing
teachers' work motivation is critical for achieving these educational objectives. In
conclusion, although work motivation is not the only factor influencing
organizational commitment, strengthening work motivation can be a strategic step
toward improving organizational commitment among teachers at SMK Swasta Sri
Langkat Tanjung Pura. By addressing both intrinsic and extrinsic motivational
factors, the school can cultivate a more committed teaching workforce, which
ultimately benefits the quality of education.

Conclusion

Based on the results and discussion, it can be concluded that there is a significant
positive relationship between work motivation and organizational commitment
among the teachers of SMK Swasta Sri Langkat Tanjung Pura during the COVID-19
pandemic. This finding indicates that as work motivation increases, organizational
commitment also increases, and conversely, when work motivation is low,
organizational commitment tends to decrease. Therefore, the hypothesis proposed
in this study is supported and can be accepted.
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Based on these findings, several recommendations can be made. Teachers are
encouraged to improve their work motivation by fostering positive relationships in
the workplace, thus creating a comfortable work environment both physically and
psychologically. Teachers should also aim to fulfill their responsibilities effectively,
enhance work performance, and take advantage of opportunities for career
development. Additionally, schools should provide support and resources to
facilitate teachers in increasing their work motivation. By improving work
motivation, it is expected that teachers' organizational commitment will also
increase, which will, in turn, contribute to the achievement of educational goals
within the school. Future researchers are advised to explore other factors not
addressed in this study, considering different subjects, settings, and research
methods, to further enrich the body of knowledge related to work motivation and
organizational commitment.
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