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Investigating the relationship between employment 
commitment and employees’ performance in the primary 

education of Indonesia: a sustainable adaptive commitment

Abstract. One of the important factors for the progress and development of a living and dynamic organization 
is its human resources, because human resources are the most important resource of any organization. 
The purpose of the present study is to investigate the relationship between psychological capital and 
commitment with the teachers’ job performance. The present study is applied in terms of its purpose 
and descriptive-survey data collection and field implementation. The statistical population of the study 
was 1500 teachers from Indonesian schools, from which a sample of 220 people was randomly selected 
in 2024. A questionnaire designed to collect data, by distributing among the teachers after confirming its 
validity and reliability (Cronbach’s alpha coefficient 0.87). Two methods of descriptive statistics (frequency, 
percentage) and inferential statistics (Pearson’s chi-square test, regression test, and Friedman test) were 
used to analyze the research data. The results of the study confirmed the sub-hypotheses, including the 
existence of a significant relationship between emotional, continuance, normative commitments, and 
employee performance with 95% confidence. In addition, the results of the hypothesis test show that there 
is a strong and direct link between organizational commitment and employee performance. The results of 
the Friedman test also showed that emotional, continuance, and normative commitment, respectively, have 
a positive effect on employee performance. 
Finally, based on the ranking test of employee performance components through the Friedman test, 
it was determined that the transparency component had the highest priority with an average rank of 
0.75; the motivation component with an average rank of 0.65 was in second place, and the environment 
components with an average rank of 0.62, credit with an average rank of 0.59, and collaboration with an 
average rank of 0.55 were in the next ranks, respectively. The results of the study indicate that there is 
a significant positive relationship between organizational commitment and teachers’ job performance, 
and the two-group independent t-test did not show any difference between the two gender groups of 
women and men.
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1. Introduction and Brief Literature Review
In the perspective of economic, social and cultural development of the developed system, 

the development of education and the role of the teacher have been pointed out as a model and 
the most effective element in the education system. It has also been emphasized on the neces-
sity of continuous development of competencies and capabilities, promotion of the social sta-
tus of human resources, scientific and social authority of teachers and the improvement of their 
status. Therefore, in the strategies and policies of the Ministry of Education, reform of the sys-
tem of recruitment, retention and development of human resources along with the re-creation 
of the authority of teachers, improvement of the professional status and promotion of the so-
cial status of teachers have had a special place, and these strategies will also pave the way for 
an efficient and effective system for a large range of the future generation (Yasmin et al., 2023; 
Ramdhan et al., 2022; Violet & Hazarika, 2024). 

Organizational commitment affects the behavior of individuals. Commitment expresses the 
individual’s sense of identity and attachment to the organization. No organization can succeed 
without the commitment and effort of its employees. Employees who are committed and com-
mitted are more disciplined in their work and stay and work in the organization for a longer pe-
riod of time. Managers must maintain and cultivate themselves and their employees’ commit-
ment and stability to the organization. Of course, the usual way of dealing with organizational 
commitment is to consider it as a type of emotional solidarity to the organization or a kind of 
feeling of loyalty to the organization (Muhrodin et al., 2024). The positive impact of organiza-
tional commitment on the performance of organizations has been confirmed in many studies. 
People with less commitment are more likely to leave work and are also more likely to be unem-
ployed (Nguyen et al., 2024). A teacher’s sense of commitment can determine job performance 
and educational quality, and a committed teacher is known as the most fundamental component 
of school success (Altun, 2017). Since training the human resources needed by society and en-
suring their health and vitality are mainly among the duties of the educational system of each 
country, the issue of organizational commitment in this organization, as an institution that has 
the mission of educating the future generation of society, is more sensitive; because such an or-
ganization needs committed and responsible employees for development and progress, in ad-
dition to being sustainable over time and preventing recurring costs, to do more useful work in 
relation to the assigned jobs and tasks.

Zhihao & Mustapha (2021) conducted a mediation study between teacher academic optimism 
and students’ academic achievement. The results of the study showed that in the assumed mo
del, academic optimism directly affects academic achievement through individual citizenship be-
havior, and individual citizenship behavior also has a direct and significant effect on students’ aca
demic achievement. Erlia (2021) conducted a study on the relationship between school teachers 
and improving the quality of the teaching-learning process. The results indicate that there is a 
significant correlation between cooperation between teachers and improving the quality of the 
teaching and learning process, and the dimensions of sharing experiences, interdependence, re-
sponsibility and decision-making, and collaborative control have had a significant explanation of 
the quality of the teaching and learning process and can explain changes in the quality of teaching 
and learning. Also, the dimension of sharing experiences has the most and the dimension of re-
sponsibility has the least explanation.

To achieve the efficiency and performance enhancement, it is necessary to identify and 
strengthen the factors related to and affecting employee performance. Today, the importance 
of efficient workforce in organizations is no secret to anyone, and most managers have realized 
that this factor is considered the most important capital of the organization and is considered the 
main indicator of an organization’s superiority over other organizations. The final performance of 
the organization depends on the performance of each individual within the organization and the 
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surrounding environment. For this purpose, in order to increase employee productivity, many as-
pects affecting their performance should always be analyzed. In this study, the role of teachers’ 
job commitment in the educational development of schools and its importance is examined be-
cause students enter the school environment from the family environment and the role of teachers 
in advancing and developing the educational goals of schools has been discussed.

Main hypothesis: There is a significant relationship between the organizational commitment of 
employees in education areas and their performance 

Sub-hypotheses: H1: There is a significant relationship between the organizational commit-
ment of employees in education areas and their performance. H2: There is a significant relation-
ship between the continuous commitment of employees in education areas and their perfor-
mance. H3: There is a significant relationship between the normative commitment of employees 
in education areas and their performance.

2. Method
The purpose of the research is applied, descriptive and correlational in terms of method type, 

and its aim is to investigate the relationship between psychological capital and commitment and 
job performance. The statistical population of this study is elementary school teachers in Indone-
sia. The method used for sampling was stratified sampling. Morgan’s table was also used to de-
termine the sample size. According to this table, the number of statistical samples was 220. The 
data collection tool included: the organizational commitment and employee performance ques-
tionnaire, consisting of 30 questions, by Bawaningtyas et al. (2021). In the above questionnaire, a 
five-point Likert scale of 1-point response (strongly agree = 5 to strongly disagree = 0) was used. 
In this study, Pearson’s chi-square test, t-test, and Friedman’s test were used to test the hypothe-
ses. The reason for using Pearson’s chi-square test is the qualitative (rank) nature of the variables 
and the use of a separate questionnaire to measure the variables. Also, a multivariate regression 
test was used to show the direction of the relationship, and the Friedman test was used to rank the 
components of organizational commitment and employee performance, as well as to prioritize 
their corresponding indicators, which were analyzed with SPSS20 software.

3. Results
The statistical sample of the present study was 220 teachers, 40.2% of the respondents are 

single and 53.6% are female. 4.1% of the respondents are 20-29 years old with the lowest fre-
quency and 61.2% are in the age range of 40-50 with the highest frequency. 5.1% of the respon
dents have a postgraduate education with the lowest frequency and 61% have a bachelor’s de-
gree with the highest frequency. 12% of the respondents are single and 88% are married.

First, the effect of gender on organizational performance and organizational commitment was 
examined. For this purpose, t-tests for the two groups of male and female teachers were com-
pared in Table 1. According to Table 1, it is concluded that there is no significant difference bet
ween the male and female employees (effect of gender on performance) regarding organizational 
commitment and performance.

According to Table 2, the significance of the chi-square test is less than 0.50, as a result of the 
research hypotheses are accepted. In other words, with a probability of 95%, it can be claimed 
that there is a significant link of emotional, continuance and normative commitment and perfor-
mance. Table 3 shows the results of the correlation test of the T-correlation coefficient between 
emotional, continuous and narrative commitments with performance.

The T correlation coefficients in the Table 3 indicate a positive link of organizational commit-
ment (including emotional, continuance and normative) and employee performance. This means 
that people who have high emotional, continuance, normative, or organizational commitment to 
their organization have also had good performance. In other words, with increasing commitment 

Table 1: 
T-test based on Gender

Source: Authors’ own findings
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to the organization, the level of employee performance also increases. The average rank and prio
ritization of organizational commitment indicators of employees of the based on the Friedman test 
is shown in Table 4.

3.1. The status of organizational commitment components among teachers
For the three main components of the study, in order to compare and analyze the status of 

these components, the average values for all three emotional, continuous, and normative com-
ponents were calculated as 3.71, 3.44, and 3.11, respectively, which is higher than the theoreti-
cal average of 3. Given the positivity of both the upper and lower limits, it can be stated with 95% 
confidence that the status of the respondents in the emotional and continuous components is at 
a desirable level.

Finally, to determine the impact of each of the independent variables on employee perfor-
mance, a multivariate regression test was conducted, the results of which are presented in Table 5.

Given that the significance level of the test error for the organizational commitment variable is 
less than 0.005, it can be said that organizational commitment is able to predict job performance, 
but the normative commitment variable cannot predict the job performance variable, the beta 
coefficient shows that organizational commitment predicts changes in job performance by 0.51. 
As shown in Figure 1, it is clear from the test and model output that the organizational commitment 
variable has been able to predict the level of performance among teachers by 82%.

Considering the significance of the t-value corresponding to the dimensions of organizational 
commitment, it can be said that the three dimensions of commitment including continuous, emo-
tional and normative can provide a suitable prediction of the organizational commitment variable. 

Table 5: 
Multivariate regression coefficient results

Source: Authors’ own findings

Table 2: 
Chi-square χ2 test

Source: Authors’ own findings

Table 3: 
Results of the correlation test T-correlation coefficient

Source: Authors’ own findings

Table 4: 
Status of organizational commitment components among Indonesian teachers

Source: Authors’ own findings
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As can be seen, the entire relationship is much higher than 1.96, which indicates a desirable rela-
tionship between the manifest variables and the latent variables and provides a very ideal report. 
The two emotional and continuous dimensions in the organizational commitment variable sub-
group report a very high significant relationship with values of 5.88 and 5.63, respectively, and the 
transparency and motivation components in the employee performance subgroup report a signifi-
cant relationship with values of 6.55 and 6.43, respectively, which is higher than other dimensions. 

Finally, as is clear, there is a desirable relationship between the two organizational commit-
ment variables and employee performance with a value of 5.78, which indicates the high predic-
tive power of the organizational commitment variable in employee performance.

4. Conclusion
The present study sought to investigate the relationship between organizational commitment 

and job performance of Indonesian teachers. Given that the significance level of the test error for 
the organizational commitment variable is less than 0.05, it can be said that organizational com-
mitment is able to predict job performance, meaning that with increasing organizational commit-
ment, the level of employee performance also increases. However, the normative commitment 
variable alone cannot predict the job performance variable. In order to improve the commitment 
and job performance of teachers, attention should be paid to the psychological, physical, and 
personal problems of employees. Based on the results of this study, it is suggested that the ma
nagers of this organization should provide a basis for employees and teachers of this organiza-
tion (Indonesian Education) to develop their talents in the fields they like and provide a basis for 
rewarding responsible employees. The organization should take effective steps to hold training 
classes and, with the help of psychologists, for the mental health of individuals. Based on the fin
dings of this study, to increase the organizational commitment of employees in order to increase 
productivity and to improve their performance in their jobs, managers should pay more attention 
to employees’ perceptions of their job characteristics and provide them with independence and 
opportunities to build friendly relationships at work. The results showed that:
1. Given the relationship between job satisfaction and organizational commitment, more attention 

should be paid to teachers’ job satisfaction in order to increase their commitment to the orga
nization. 

2. Paying attention to factors that increase job satisfaction, satisfaction with superiors, satisfac-
tion with promotion, satisfaction with colleagues, and satisfaction with salaries is necessary to 
increase the level of organizational commitment of teachers. 

3. Given the relationship between job satisfaction and organizational commitment in teachers, it 
is suggested that senior managers and organizational planners pay attention to the goals and 
values of teachers. 

Figure 1: 
Factor loading of each item according to the t-test

Source: Authors’ own findings
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4. It is suggested that managers of educational organizations pay attention to individuals when de-
signing goals to increase the level of organizational commitment.
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