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The Impacts of Work Commitment and School Climate on the
Teacher Performance of Public Primary Schools
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Abstract

This research aimed to analyze the influence of work
commitment and school climate on the teacher performance
of public primary school. This research used a quantitative
correlational associative type of method. The population was
117 primary school teachers. Samples were taken using a
proportional stratified random sampling technique. The
research instrument used a Likert scale model questionnaire
with a trial with a population of 20 students out of the sample.
The test results showed that the instrument was valid.
Research data were analyzed using the means to describe the
data and test requirements, namely normality, homogeneity,
and multicollinearity. Descriptive results of teacher
performance were 89.09%, work commitment 86.88%, and
school climate 75.91%. Data analysis showed an influence of
work commitment on teacher performance of 12.6%, an
influence of school climate and teacher performance of 10.1
and a significant influence of work commitment and school
climate jointly on teacher performance of 34.4%.
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Introduction

Humans in this life need education because education is necessary to improve human
quality to be better and develop their potential through learning. Developing people’s potential
is an effort to actualize the knowledge gained so it can be implemented in society. Education
is an investment in human resources in the long term (Erlyn, 2022). Education is paramount
in building a nation because education will improve personal quality and increase human
resources. Education can also be interpreted as a process to create quality humans because it
is the educational process that can build the potential in humans who will be empowered.

In the education sector, teachers are a crucial component that can improve output and
influence education. It is because a teacher interacts directly with his students. Therefore, there
is a great need for teachers with high performance in carrying out their duties. Performance is
an essential thing as one way of optimizing the realization of teachers' abilities and
responsibilities in carrying out their duties (Karlina et al., 2014). Quality teacher performance
reflects the level of teacher commitment to the school as the environment in which they teach.
A teacher who is committed to the school or organization where he teaches will be fully
dedicated to achieving the organization's goals with enthusiasm for the overall school progress
(Mulyasa, 2009). One of the determining factors for educational success in schools is the level
of motivation by school principals in improving teacher performance and discipline in
managing the education system. The school principal is responsible for implementing
educational activities, school administration, developing other educational staff, and utilizing
and maintaining resources (Susanto & Muhyadi, 20106). Teacher work commitment is a very
crucial aspect of the effectiveness of school organizations (Werang et al., 2017). Teachers with
high work commitment have strong psychological ties with the schools where they teach, with
students, and with the local community. Additionally, teachers who are highly committed to
work will position learning and students' interests above all other things, knowing the
importance of work continuity that begins at the beginning and the end of the semester of the
school year. In addition, Osher et al. (2008) stated that some powerful social and emotional
factors can affect learning. These factors include the students’ experiences, their relationships
with the teachers and other students, and how they experience the care and support provided
to teachers, principals, and other staff.

Good teacher performance is the implementation of a predetermined plan, an
implementation of performance carried out by a teacher with the skills, experience,
seriousness, motivational competence, responsibility, and interest in achieving goals. Teacher
performance is crucial in supporting the achievement of educational goals. Saondi and
Suherman (2012) stated that teacher performance is essential and needs to be paid attention
to and evaluated because a teacher carries out professional duties, which means tasks can only
be carried out with competencies obtained through educational programs.

The teacher's performance is said to be good if the educational goals achieved in learning
activities are by the standards that have been set. Good teacher performance can implement
the curriculum by the provisions (Arini, 2019). Teacher performance can be seen from a
teacher's responsibility in carrying out their mandate, profession, and morals. This teacher's
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performance can also be seen from his loyalty and obedience in carrying out his duties in the
classroom and his educational duties with a sense of responsibility in preparing all the
equipment before carrying out the learning process. Teacher performance that is not yet
optimal will affect the learning process in schools (Saondi & Suherman, 2012). Therefore,
learning at school will not achieve educational goals as expected. Teacher performance is
related to poor work commitment and school climate.

Additionally, Sukamto and Pardjono (2016) showed that work commitment influences
teacher performance 68.66, which is included in the "quite good" category. If teacher work
commitment increases, it will have an impact on improving teacher performance. If work
commitment decreases, teacher performance will decrease. A teacher’s commitment to duties
and commitment to the school is needed so that the teacher concerned can seriously carry out
his duties. A committed teacher tends to be more hardworking, less late, and less likely to leave
the workplace (Nagar, 2012). High teacher commitment will make the teacher concerned have
high performance as well. Additionally, having a highly committed teacher is regarded as an
asset in any school.

Based on initial observations with several teachers at the public primary school in
Barangin District, Sawahlunto City, information was obtained on teacher performance
problems. From the researcher's interview with the school principal, below are the
phenomena:

e Teachers are not yet optimal in carrying out the learning process because in
collecting learning documents, such as lesson plans, teachers collect them after the
specified time.

e Teachers have not taken the initiative to learn new things related to digital learning,
while nowadays, learning with new digital-based methods is needed in the world of
education. Learning using digital media can replace limited and boring conventional
learning thanks to the diversity of educational advances offered by digital-based
media.

e Teachers come late to school due to personal matters besides teaching and learning
activities. It causes learning to be ineffective because the time used for learning is
reduced.

e Teachers' responsibility in carrying out their duties is still lacking. This situation can
be seen in the teaching carried out by teachers to students who sit and give
assignments.

e There are still some teachers who are less loyal to the school and prioritize personal
matters more than the interests of the school for which they are responsible.

The phenomenon shows that teacher performance is still not optimal. The teacher’s
performance, which is not yet optimal, can cause various problems related to the learning
process. Certain factors cause this teacher's performance to be less than optimal. Here, the
researchers suspect that the low performance of teachers is possibly caused by suboptimal
work commitment and school climate. The role of teachers is an essential and strategic element
in their performance. Teacher performance is crucial in realizing national education goals and
determining the high and low quality of education (Pratiwi et al., 2021).

| E-ISSN: 2580-5711 | https:/ /online-journal.unja.ac.id/index.php/itje/index| 563



IRJE |Indonesian Research Journal in Education |
| Vol. 7| No. 2| Dec|Year 2023 |

Teachers who commit are loyal, aware, and responsible in carrying out the learning
process. A teacher's commitment is an essential thing in his duties as a teacher. The higher the
teacher's commitment to his work, the more it will give an idea that the teacher will be
committed to his duties (Bogler & Somech, 2004). A teacher with a high commitment to his
duties is an essential element that every teacher must have because someone with a high
commitment will be able to influence the teacher's behavior in carrying out his duties. A person
who is highly committed will carry out his duties wholeheartedly and try to provide the
maximum results possible regarding the tasks they will carry out (Inggriani et al., 2021).
Another factor that also influences teacher performance is the school climate. A good school
climate will have a positive influence on teacher performance because a good school climate
or atmosphere will provide comfort for teachers in carrying out their duties. School climate is
believed to have an impact on the level of teacher work commitment. The hope is that a
conducive school climate can influence how committed teachers are to school. According to
Supardi (2014), school climate reflects the atmosphere within the school, which includes the
level of cheerfulness, closeness, and mutual care among school members. Good relationships
between school principals, teachers, and teachers and students are indicators of a warm and
supportive schoolwork climate.

A school climate that supports collaboration and teacher participation in decision-
making is most strongly related to higher morale, stronger commitment to teaching, and
intentions to remain in the profession. Supporting teachers' sense of comfort in their duties
will also contribute to good performance and most likely have a positive effect on students'
progress in learning so that students will be born who will become reliable future generations.
Therefore, one effort to improve teacher performance is to create a conducive climate in a
school, both physical and non-physical (Sawianti et al., 2019). Apart from the teacher's
performance commitment, it is also influenced by the environmental conditions around the
school. A person's comfort at work will greatly depend on the situation and conditions that
exist when he works. Therefore, a good school climate can support teacher performance in
teaching (Nas et al., 2019).

There are still cases where some teachers want to move to another school or refuse to
be transferred to a school that needs teachers to organize teacher needs. Some teachers are
also reluctant to be placed in schools that lack infrastructure or are under the leadership of
authoritarian principals who do not suit their personalities. A lack of a conducive school
climate and learning infrastructure can affect teacher commitment. It is paramount to
understand the factors that influence commitment, such as work motivation and school
climate to maintain teacher work commitment, Motivated teachers will be serious about
completing assignments, persistent in facing challenges, and will not need external
encouragement to achieve achievements. Furthermore, a conducive school climate can also
influence teacher commitment levels in carrying out their duties. A conducive atmosphere in
the school environment has a positive impact on teacher performance. When teachers feel
comfortable in the work environment, this can motivate them to work professionally and with
dedication. It will most likely contribute to improving students' performance and development
in their learning process. In this way, the students' creation who are competent and ready to
face challenges as the nation's next generation becomes possible.
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A good school climate has a positive influence on teacher performance because a good
school climate or atmosphere will provide comfort for teachers in carrying out their duties.
The supportt of the teacher's sense of comfort in carrying out his duties will create motivation
in him to work professionally and sincerely (Syafruddin, 2021). School climate is a condition
or atmosphere that arises because of the relationships between school members or behavioral
patterns in the learning process. This work atmosphere can contribute to teachers carrying out
their duties (Walef et al., 2023). The school climate has a crucial role in the education world
because it can influence the learning process to run well. A conducive school climate can
stimulate enthusiasm in the teaching and learning process, which also supports increased
student achievement in learning and teacher achievement (Prayuda et al., 2021). A comfortable
school climate can also create a good education. It can be seen from the activities of teachers,
students, and people involved in education. On the contrary, an unsupportive school climate
will have a negative influence on the implementation of education at the school (Bulan et al,,
2018). With an increasing interest in how school climate affects student and teacher
performance and how school leaders can help create their school’s climate.

Literature Review
Work commitment

According to Tella (2007), a person's work commitment is influenced by several factors,
including motivation, compensation, training, leadership function, cooperative climate, work
morale, and conflicts that may occur in the office environment. Astuti and Ingsih (2019)
described work commitment as a term comparable to organizational commitment.
Organizational commitment is an essential behavioral dimension to assess the extent to which
a teacher tends to remain a member of the organization. It reflects the individual's strong
identification and involvement with the organization. Organizational commitment shows the
desire of organizational members to remain part of the organization and be ready to try hard
to achieve the organization's goals.

Teachers' low commitment to their profession can be reflected in their competency
attainment. The role of teachers is paramount to improving the quality of education.
Therefore, teachers must have a high commitment to their profession. Teachers with high
commitment tend to remain in their profession and show good loyalty. Teacher commitment
reflects their awareness in carrying out learning activities at school, which is reflected in their
attitudes, values , and behavior when working. This level of teacher commitment greatly
influences their work performance and has a direct impact on student achievement because
teachers have an essential role in encouraging and motivating students to achieve achievement.
In carrying out their duties professionally, teachers should prioritize high commitment,
devotion, dedication, and loyalty.
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School climate

Fraser et al. (1987) explained that school climate refers to the experiences and
perceptions felt by individuals towards the school environment, both in physical and social-
psychological dimensions. The analogy is that the school climate is like human personality,
which varies in each school according to its characteristics. According to Moos and Arter, four
indicators can be used to measure school climate, such as interpersonal relationships, personal
growth or development, system changes or improvements, and the physical environment
(Ttiyanah & Suryadi, 2016).

e Interpersonal Relationships. It states how well school stakeholders (such as
principals, teachers, staff, and students) connect and support each other to express
their abilities openly.

e Personal Growth or Development. It refers to efforts to measure teachers' personal
progress and their motivation to continue developing and growing, which is one of
the primary goals of the school.

e System Change or Improvement. It Assesses the extent to which the school climate
supports expectations, responses to change, and efforts to improve the system.

e Physical Environment. It refers to how to measure the school's physical
environment so it can support the implementation of tasks and create a conducive
learning environment.

Gunbayi (2007) explained that school climate can be defined in various ways by experts,
including subjective perceptions of the formal system, the principal's informal leadership style,
and other environmental factors that influence the attitudes, beliefs, values, and motivation of
individuals in schools. From these vatious definitions, school climate can be understood in
three main terms. First, school climate reflects a school's unique personality that differentiates
it from others. Second, school climate describes the work atmosphere which includes norms,
values, expectations, policies, and procedures that influence individual and group behavior at
school. Third, school climate is an individual's perception of the activities, practices,
procedures, and behaviors that are valued, supported, and expected in an organization.
Understanding school climate as the personality of an institution refers to the views of several
experts. Halpin (1967) described school climate as an essential intangible characteristic in an
organization and compared it to individual personality. School climate reflects the collective
personality of the school, and at the heart of this climate is how members of the school
community treat each other. School climate is considered the quality and character of school
life, reflecting norms, goals, values, interpersonal relationships, learning practices, and
organizational structure. Overall, school climate is an atmosphere created by the principal as
a leader that can influence the learning process.

Performance

According to Sonnetag and Frese (2002), performance is someone’s behavioral and
should be distinguished from the results because they can do it. Performance is crucial in
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definite places such as school’s efforts to achieve its goals. According to Spekle & Verbeeten
(2014), indicators that can be used to measure someone's performance in carrying out their
duties are as follows:

e Work quantity.

e  Quality of work.

e Efficiency of task implementation.
According to Prawirosentono (1999), the elements that can be used to assess someone's
performance are:

e The quality of work includes punctuality, thoroughness, skill, and target accuracy.
e Quantity of work includes output, which is not only in the form of regular tasks but
extra or urgent tasks.
e Work relationships include job changes, co-workers, and collaboration with colleagues
or superiofs.
Toughness includes discipline, initiative, loyalty, and obedience to established regulations.

Methodology

This research was quantitative with correlational methods to determine the effect of
work commitment on school climate on the performance of public primary school teachers
in the Barangin District. Quantitative methodology is a set of strategies, techniques, and
assumptions through the exploration of numerical data or patterns (Gelo et al, 2008).
Meanwhile, quantitative correlation is a type of non-experimental research that involves
measuring variables numerically and investigating whether the variables are correlated and if
there is a correlation, identifying the direction and strength of the correlation (Paquot &
Plonsky, 2017). The population in this research were all teachers with State Civil Apparatus
(ASN) status. The population in this research were all teachers at public primary schools in
the Barangin District, Sawahlunto City, totaling 117 people obtained from 17 public primary
schools. This model sampling technique was chosen, so that members of the population have
an equal opportunity to become a representative sample.

The population characteristics considered in this sampling consist of (1) groups, namely
=< IIT and = III, and 2) groups, consisting of work experience =< 15 years and = 15 years. These
two strata are considered because different years of service and groups provide different
abilities and knowledge in carrying out teacher duties. The proportion of each stratum is group
2> III = 68 and = IIT = 89, and years of service = 15 = 28 and < 15 = 49 teachers. If the
subjects are less than 100 people, the whole sample should be taken. If the subject is larger or
more than 100 people, 10-15% or 20-25% or more can be taken (Arikunto, 2010). Based on
this opinion, the researcher determined the sample size to be 44% of the research population,
so the total research sample was 64 people.

Data collection and analysis

The instrument used to collect data on the three research variables was a questionnaire
prepared using a Likert scale model with five alternatives, namely Always (A), Often (O),
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Sometimes (S), Rarely (R), and Never (N). Before the questionnaire was used in this research,
the instrument validity and reliability of the instrument were first tested. The results of the
questionnaire showed that the research questionnaire was valid and reliable. Valid and reliable
questionnaires are used to collect data in field research. Data collection was carried out directly
by handing questionnaires to respondents. Before filling out the questionnaire, the researcher
explained the procedures for filling out the questionnaire. Visits were made twice. The first
visit is to give the questionnaire, and the second is to fill out the questionnaire. Research data
was analyzed using the multiple regression method with the help of SPSS Version 25 software.
Data analysis included 1) data description, 2) analysis prerequisite tests, namely normality test,
homogeneity test, and multicollinearity test, and 3) hypothesis testing by determining the level
of influence through correlation analysis, significance, coefficient of determination, and
regression analysis.

Findings and Results
Normality test

The findings and discussion of the normality test are based on research data processing.
The normality test results carried out with the SPSS 25 application inform that the
Kolmogorov Smirnov test results obtained a significance value for teacher performance of
0.200= 0.05. Work commitment 0.200 = 0.05. School climate 0.85 = 0.05. The testing criteria
for the normality test via the Kolmogorov—Smirnov test is the sig value. Kolmogorov-Smirnov
test = 0.05, then the data is said to be normal. In addition, if the significance exceeds 5%
(0.05), namely 0.200, which means the data is normally distributed, so it meets the normality
test requirements.

Table 1. Normality test result

One-Sample Kolmogorov-Smirnov Test

Work School
commitment climate Teacher performance
N 64 64 64
Normal Parametersab Mean 129.63 149.03 156.00
Std. Deviation 9.804 12.503 12.748
Most Extreme Differences Absolute .083 104 .064
Positive .063 104 .063
Negative -.083 -.043 -.064
Test Statistic .083 104 .064
Asymp. Sig. (2-tailed) .200¢e4d .085¢ .200¢e4

a. Test distribution is Normal.

b. Calculated from data.

c. Lilliefors Significance Correction.

d. It is a lower bound of true significance.
Normality results can be seen in Table 1

| E-ISSN: 2580-5711 | https:/ /online-journal.unja.ac.id/index.php/itje/index| 568



IRJE |Indonesian Research Journal in Education |
| Vol. 7| No. 2| Dec|Year 2023 |

Figure 1. Work commitment
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Note: Komitemen kerja: Work commitment

The graph shows the median value and the mean value, and the performance of the
graph is skewed to the right. Von Hippel (2012) stated if the mean value is greater than the
median, the distribution has positive skewness. The type of curve above is mesokurtic (close
to a normal curve). It states that the results of teacher work commitment tend to increase, as
seen from the curve results. High teacher work commitment is really needed in a school
organization because the realization of high work commitment will affect the work situation
and what is expected. One way to measure the success of an educational organization in
developing the quality of students is to measure the quality of its educators. The success of
students depends on the quality of the educators. Educators are the parties who have the most
direct contact with students in the education or learning process in a school educational
institution. It is hoped that teachers will always maintain their work commitment so that in
the future, they can influence good performance. Apart from maintaining existing work
commitments, teachers are also required to increase and strengthen work commitments, so
they provide good meaning to teacher performance.
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Figure 2. School climate
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Note: iklim sekolah: school climate

The school climate has a significant influence where the curve presented results increase and
categorized as a strong/high influence. The better the school climate, the leadership of the
principal of Barangin District Elementary School, Sawahlunto City will tend to improve.
Therefore, the school climate must be improved to increase the leadership of the head of the
Barangin District Elementary School, Sawahlunto City. The findings and results of this
research indicate that the school climate makes a positive contribution to improving the
leadership of the school principal. The better the school climate, the leadership of the principal
of the Barangin District Public Elementary School, Sawahlunto City will tend to improve. It
means that the school climate makes a significant contribution to improving the leadership of
the principal of the Barangin District Elementary School, Sawahlunto City.
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Figure 3. Teacher performance
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In this graph, the peak of the graph shows the median value and mean value. It indicates that
the graph skewed to the right of the distribution has positive skewness. The curve above is
mesokurtic (close to a normal curve). It states that teacher performance has increased.

Homogeneity test

Homogeneity testing data was carried out to determine the similarity of the variance of
the dependent variable teacher performance (Y) for each group of independent variables,
which included work commitment (X1) and school climate (X2) to determine whether the
Levene test method was used. As a testing criterion, if the significance value is > 0.05, it can

be said that the variance of two or more groups of data is the same.

Table 2. Homogeneity test

Variable Levene Statistic dfl df2 Sig Information
Work commitment ( X1) 1,750 17 27 0,063  Homogenous
School climate(X2) 1,803 17 28 0,081 Homogenous
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Multicollinearity test

The multicollinearity test states that an independent table must be free from symptoms
of multicollinearity (symptoms of correlation between independent variables) to test whether
there is multicollinearity, which can be seen through the Variance Inflation Factor (VIF) < 10
and Tolerance > 0.1.

Table 3. Multicollinearity test

Model Collinearity Statistics
Tolerance VIF
1 (Constant)
X1(work commitment) 0,960 1,042
X2(school climate) 0,960 1,042

Hypothesis testing

Hypothesis testing in this research was to determine whether there was an influence of
work commitment (x1) and school climate (x2) on teacher performance (Y). Multiple
regression analysis is used to determine the effect. Testing was carried out using a significance
level of 0.05, which was tested using SPSS 25.0 for multiple regression analysis based on test
results.

Table 4. Hypotesis testing result

Coefficients?
Standardized
Unstandardized Coefficients Coefficients

Model B Std. Etror Beta t Sig.

1 (Constant) 54.436 26.324 11.565 .000
Work .654 138 503 4.756 .000
commitment
School climate 427 108 419 3.956 .000

a. Dependent variable: Teacher performance

Based on the equation above, the constant value is 54,436, meaning that without the variables
of work commitment (X1) and school climate (X2), teacher performance is 54,436. Therefore,
the regression coefficient value of each variable in the table can be substituted into a simple
linear regression equation as follows:
e The constant value is 54,436. It means that the final value is positively influenced
by 54,436 by other factors not examined in this research.
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e Work commitment has a positive effect on teacher performance of 0.654. It means
that the better the work commitment to teacher performance, the more teacher
performance will increase. In other words, if there is an increase of 1 by 1 unit and
the other independent variables are zero, the teacher performance will increase by
0.654 and vice versa.

e School climate has a positive effect of 0.427 on teacher performance. It means that
the better the school climate, the better the teachet's performance. From the
equation, if there is an increase in school climate by 1 unit while the other variables
are zero, then teacher performance will increase by 0.427 and vice versa.

Therefore, based on the results of the multiple regression analysis that has been carried out, it
indicates that work commitment and school climate have a positive and significant effect on
teacher performance. The better the work commitment and school climate, the better the
performance of public primary school teachers in the Barangin District, Sawahlunto City. The
t value of the work commitment regression coefficient is 4.756, and the significance level is
0.000, while the t school climate regression coefficient is 3.956 with a significance level of
0.000. It means that the regression coefficients of 0.654 and 0.427 are significant and can be
used to predict teacher performance. In addition, the regression equation model
54.436+0.654X1+0.427X2+¢ explains that the X1 direction coefficient is 0.654 and the X2
coefficient is 0.427. It means that every increase in work commitment by one scale will affect
increasing teacher performance by 0.654 scale and improving school climate by one scale will
contribute to increasing teacher performance scores by 0.427 scale. Before the teachet’s
performance score was constant, namely 54,436 on the scale without any influence from the
two predictors.

In Table 4, the t-count for the work commitment variable (X1) is 4,756 > t-table 1.999
(sig 0.000 < 0.05), so Ha is accepted. Thus, it indicates that work commitment has a positive
and significant effect on the performance of public primary school teachers in the Barangin
District, Sawahlunto City. Table 4 also shows that the t-count value for school climate (X2) is
3.956 > t-table 1.999 (sig 0.000 < 0.05), so Ha is accepted. Thus, it indicates that the school
climate has a positive and significant effect on the performance of public primary school
teachers in Barangin District, Sawahlunto City. Furthermore, to test the regression
significance, the equation was then tested using the f-test. The f-count was 16.016 (Sig 0.00 <
0.05), meaning that there was a significant influence between work commitment (X1) and
school climate (X2) on teacher performance (Y). If the f-calculated is compared to f-table
values, the f-calculated value is> f-table (16,016 > 3.15). It means that the proposed hypothesis
can be accepted, that schoolwork commitment and school climate have a positive and
significant influence on the performance of public primary school teachers in the Barangin
District, Sawahlunto City.
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Table 5. F-test significance of work commitment and school climate on teacher performance

ANOVA-?
Model Sum of Squares df Mean Square F Sig.
1 Regression 3525.001 2 1762.500 16.016 .000v
Residual 6712.999 601 110.049
Total 10238.000 63

a. Dependent Variable: Teacher performance
b. Predictors: (Constant), school climate, work commitment

Table 6. The influence of work commitment and school climate on teacher performance

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 .587a 344 323 10.490
a. Predictors: (Constant), school climate, work commitment

Furthermore, the influence of work commitment (X1) and school climate on performance (Y)
can be seen from the r-value. Based on statistical tests, the r-value is 0.587, with an r-squared
of 0.344. It shows that work commitment and school climate influenced teacher performance
scores in 34.4%, while the remaining 65.6% was contributed by other factors not examined in
this research.

Discussions

The hypothesis proposed in this research is that there is a positive and significant
influence of work commitment (x1) and school climate (x2) on teacher performance (y). After
testing the hypothesis, information was obtained and accepted. It means that work
commitment and school climate have a significant effect on teacher performance in public
primary schools in the Barangin District. It is proven by the t-test results, which show a t-
regression coefficient of 11.565 and a significance level of 0.000. A significant value of 0.000
means smaller than 0.005 (0.000 < 0.05), so the Ha hypothesis is accepted. It means that the
work commitment regression coefficient = 0.654 is significant and can be used to influence
the performance of teachers who work at public primary schools in the Barangin District.
Furthermore, the school climate regression coefficient = 0.427 is significant and can be used
to influence the performance of teachers who work at public primary schools in the Barangin
District.

The emergence of commitment will improve performance and encourage individuals to
be actively involved in various paramount issues in the organization. The desire to develop
active personal competencies that can make a meaningful contribution to the organization will
emerge if the individual has a strong commitment. With a strong commitment to the teachet's
personality, teacher performance will increase, and the teacher's desire to remain at school will
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become stronger (Nainggolan et al., 2020). Data analysis shows that teacher performance is
significantly influenced by work commitment and school climate, both individually and jointly.
Work commitment and school climate are two paramount factors to pay attention to. High
work commitment and school climate will improve teacher performance. The performance
variable scores achieved by public primary school teachers in Barangin District, Sawahlunto
City, are in the high category. The work commitment variable is also in the very high, and the
school climate variable is in the quite conducive category. Thus, if the variables of work
commitment and school climate are improved in a better direction, they will have a positive
influence on teacher performance.

Conclusion

Based on the research that has been conducted, the research results show that work
commitment has a significant effect on teacher performance. It shows that better work
commitment causes an increase in the performance of public primary school teachers in the
Barangin District, Sawahlunto City. The results of the research show that the school climate
has a significant effect on teacher performance. The more conducive the school climate is, the
more it can lead to an increase in the performance of public primary school teachers in the
Barangin District, Sawahlunto City. The results of the research show that work commitment
and school climate jointly have a significant effect on teacher performance. It shows that better
work commitment and school climate lead to an increase in the performance of public primary
school teachers in the Barangin District, Sawahlunto City. The work commitment and school
climate of Public primary schools in Barangin District, Sawahlunto City require improvements
and efforts to improve the teacher performance at public primary schools in Barangin District,
Sawahlunto City.

Declaration of Conflicting Interests
The authors declared no potential conflicts of interest.
References

Anderson, C. S. (1982). The search for school climate: A review of the research. Review of Educational
Research, 52(3), 368-420.

Arikunto, S. (2010). Metode peneltian (Research methodology). Rineka Cipta.

Arini, N. W. (2019). Peningkatankinerja guru sekolah dasar dalam mencapai hasil belajar siswa
(Increasing the performance of elementary school teachers in achieving student learning
outcomes). Adi Widya: Jurnal Pendidikan Dasar, 4(2), 126-135.

Bogler, R., &Somech, A. (2004). Influence of teacher empowerment on teachers’ organizational
commitment, professional commitment, and organizational citizenship behavior in
schools. Teaching and Teacher Education, 20(3), 277-289.

Bulan, S., Chandra, T., & Komara, A. H. (2018). The effect of leadership styles, motivation, and
commitment on work satisfaction and primary teachers’ performance in Rimba Sub-district of
RokanHilit. KURS (Jurnal Akuntansi, Kewiraunsahaan, dan Bisnis), 3(2), 156-170.

| E-ISSN: 2580-5711 | https:/ /online-journal.unja.ac.id/index.php/itje/index| 575



IRJE |Indonesian Research Journal in Education |
| Vol. 7| No. 2| Dec|Year 2023 |

Etlyn, P., Hidayat, B., Cahyo, A., & Saksono, H. (2022). Investment in human resources to increase
achievement levels of sustainable development. Jurnal Bina Praja: Journal of Home Affairs
Governance, 14(1), 135-146.

Fraser, B. J., Docker, J. G., & Fisher, D. L. (1988). Assessing and improving school climate. Evaluation
& Research in Education, 2(3), 109-122.

Gelo, O., Braakmann, D., &Benetka, G. (2008). Quantitative and qualitative research: Beyond the
debate. Integrative Psychological and Behavioral Science, 42, 266-290.

Gunbayi, I. (2007). School climate and teachers' perceptions on climate factors: Research into nine
urban high schools. Turkish Online Journal of Educational Technology-TOJET, 6(3), 70-78.

Halpin, A. W. (1967). Change and organizational climate. Journal of Educational Administration, 5(1), 5-
25.

Ingeriani, S., Irsyad, 1., Sabandi, A., &Syahril, S. (2021). Komitmen guru dalam melaksanakan tugas di
SekolahMenengahKejuruan (SMK) Negeri Se-Kota Solok (Teacher commitment in carrying out
duties at State Vocational High Schools (SMK) throughout Solok City). Jurnal Pendidikan
Tambusai, 5(2), 4593-4597.

Karlina, E., Sari, A. I. C., & Munzir. (2014). Pengaruh kecerdasan emosional dan motivasi berprestasi
terhadap kinerja guru (The influence of emotional intelligence and achievement motivation on
teacher performance). Jurnal Manajemen Mutu Pendidian, 2(3), 93—100.

Mulyasa, E. (2003). Menjadi kepala sekolah profesional dalam konteks menynfkseskan MBS dan KBK (Becoming
a professional school principal in the context of making SBM and KBK a success). Bandung: Rosda Karya.

Nagar, K. (2012). Organizational commitment and job satisfaction among teachers during times of
burnout. Vikalpa, 37(2), 43-60.

Nainggolan, N. T, Siahaan, R., & Nainggolan, L. E. (2020). Dampak komitmen guru terhadap kinerja
guru pada SMP Negeri 1 Panei (The impact of teacher commitment on teacher performance at
SMP Negeri 1 Panei). Maker: Jurnal Manajemen, 6(1), 1-12.

Nas, P., Nasir, M., & Ras, F. (2019). Pengaruhi klim sekolah dan supervise akademik terhadap kinerja
guru sekolahdasar negeri SekecamatanRumbai Kota Pekanbaru (The influence of school climate
and academic supervision on the performance of state elementary school teachers in Rumbai
District, Pekanbaru City). Jurnal JUMPED (Jurnal Manajemen Pendidikan), 7(2), 238-247.

Osher, D., Bear, G. G., Sprague, J. R., & Doyle, W. (2010). How can we improve school
discipline?. Educational Researcher, 39(1), 48-58.

Paquot, M., & Plonsky, L. (2017). Quantitative research methods and study quality in learner corpus
research. International Journal of Learner Corpus Research, 3(1), 61-94.

Pratiwi, W. A., Prasetyo, 1., & Shabrina, M. N. (2021). Faktor-faktor yang berpengaruhterhadapkinerja
guru tamankanak-kanak (Factors that influence the performance of kindergarten
teachers). Jurnal Obsesi: Jurnal Pendidikan Anak Usia Dini, 5(2), 1741-1753.

Prawirosentono, S. (1999). Employee performance policy. Y ogyakarta: BPFE.

Prayuda, Y., Hadiyanto, H., Rifma, R., & Sulastri, S. (2021). Iklimsekolah pada masa new normal di
SMKN 1 Padang Gelugur dan SMKN 1 Rao Selatan (School climate during the new normal
period at SMKN 1 Padang Gelugur and SMKN 1 Rao Selatan). Jurnal Pendidikan Tambusat, 5(2),
4094-4102.

Saondi, O., & Suherman, A. (2012). Efika profesi keguruan (Teaching professional ethics). Refika Aditama.

Sawianti, I., Musdalifah, M., &Susdiyanto, S. (2019). Pengaruh iklim sekolah terhadap kinetja guru di
SMP Negeri 1 UlawengKabupaten Bone (The influence of school climate on teacher
performance at SMP Negeri 1 Ulaweng, Bone Regency). E-ldare: Jurnal Manajemen Pendidikan
Istam, 5(1), 22-30.

| E-ISSN: 2580-5711 | https:/ /online-journal.unja.ac.id/index.php/itje/index| 576



IRJE |Indonesian Research Journal in Education |
| Vol. 7| No. 2| Dec|Year 2023 |

Sonnentag, S., & Frese, M. (2002). Performance concepts and performance theory. Psychological
Management of Individual Performance, 23(1), 3-25.

Spekle, R. F., & Verbeeten, F. H. (2014). The use of performance measurement systems in the public
sector: Effects on performance. Management Acconnting Research, 25(2), 131-146.

Sukamto, Y., &Pardjono, P. (2016). Pengaruh kompetensi guru, komitmen kerja dan motivasi kerja
terhadap kinerja guru SMP Andalan di Sleman (The influence of teacher competency, work
commitment and work motivation on the performance of SMP Andalan teachers in
Sleman). Jurnal Penelitian Iimu Pendidikan, 9(2), 165-178.

Supardi, S. (2014). Kontribusi supervisi kepala madrasah, iklim kerja, dan pemahaman kurikulum
tethadap kinerja guru madrasah Aliyah (Contribution of madrasa head supervision, work
climate, and understanding of the curriculum to the performance of aliyah madrasa
teachers). Jurnal Pendidikan dan Kebudayaan, 20(1), 59-73.

Susanto, A. T., & Muhyadi, M. (20106). Peran kepala sekolah dalam pengembangan kompetensi gurn di sekolah
menengah pertama negeri (The role of the principal in developing teacher competency in state junior high
schools). Jurnal Akuntabilitas Manajemen Pendidikan, 4(2), 151-163.

Syafruddin, S. (2021). Pengaruh iklim sekolah terhadap kinerja guru dalam pembelajaran Matematika
di UPT Sekolah Dasar Negeri di Kecamatan Sukamaju (The influence of school climate on
teacher performance in Mathematics learning at UPT state elementary schools in Sukamaju
District.). Pedagogy: Jurnal Pendidikan Matematika, 6(1), 67-79.

Tella, A., Ayeni, C. O., & Popoola, S. O. (2007). Work motivation, job satisfaction, and organizational
commitment of library personnel in academic and research libraries in Oyo State,
Nigeria. Library Philosophy and Practice, 9(2).

Triyanah, T., & Suryadi, E. (2016). Iklim sekolah sebagai determinan semangat ketja guru sekolah
menengah kejuruan (School climate as a determinant of work enthusiasm for vocational high
school teachers). Jurnal Pendidikan Manajemen Perkantoran, 1(1), 75-83.

Von Hippel, P. T. (2005). Mean, median, and skew: Correcting a textbook rule. Journal of Statistics
Education, 13(2).

Walef, S. M., Syahril, S., &Rifma, R. (2023). Iklimsekolahterhadapmotivasiketja guru (school climate
on teacher work motivation). Journal of Administration and Educational Management, 6(1), 157-164.

Werang, B. R., Agung, A. A. G., & Agung, G. (2017). Teachers’ job satisfaction, organizational
commitment, and performance in Indonesia: A study from Merauke District, Papua. International
Journal of Development and Sustainability, 6(8), 700-711.

Biographical Notes

DAHLIAWATTI is a student at Universitas Negeri Padang, Sumatera Barat, Indonesia;
Cortresponding e-mail: dahliawatigirl93@gmail.com

SYAHRIL is a lecturer at Universitas Negeri Padang, Sumatera Barat, Indonesia; e-mail:
svahril@fip.unp.ac.id

RIFMA is a lecturer at Universitas Negeri Padang, Sumatera Barat, Indonesia; e-mail:
rifmar34@fipunp.ac.id

IRSYAD is a lecturer at Universitas Negeri Padang, Sumatera Barat, Indonesia; e-mail:
irsyad@fip.unp.ac.id

| E-ISSN: 2580-5711 | https:/ /online-journal.unja.ac.id/index.php/itje/index| 577


mailto:dahliawatigirl93@gmail.com
mailto:syahril@fip.unp.ac.id
mailto:rifmar34@fipunp.ac.id
mailto:irsyad@fip.unp.ac.id

