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ABSTRACT 
This study aims to examine the influence of work-

life balance and motivation on performance, 

mediated by organizational commitment: A Study 

on Teachers at Ruhul Islam Anak Bangsa (RIAB) 

High School, Greater Aceh. The research adopts an 

individual-level analysis, involving a population and 

sample of 110 teachers. Data were analyzed using 

the Structural Equation Model (PLS). The findings 

reveal that work-life balance has a negative and 

significant effect on teacher performance, whereas 

motivation exerts a positive and significant 

influence. Additionally, work-life balance 

negatively and significantly affects organizational 

commitment, while motivation positively impacts 

organizational commitment, albeit insignificantly. 

Furthermore, organizational commitment has a 

positive but statistically insignificant effect on 

teacher performance. Mediation analysis indicates 

that work-life balance does not exert a significant 

indirect effect on teacher performance through 

organizational commitment. Similarly, the indirect 

influence of motivation on teacher performance via 

organizational commitment is not statistically 

significant. 

 

Keywords: Work Life Balance, Motivation, 

Performance and Organizational Commitment 

 

I. Introduction 
The education sector in today's modern 

society faces various complex challenges, requiring 

the government to adopt more creative and flexible 

approaches in reforming the education system. 

Effective strategies are essential for enhancing the 

performance of educational services. The 

government is expected to proactively respond to 

contemporary developments by ensuring that the 

education system is equipped to address evolving 

challenges. 

Teacher performance is defined by specific 

criteria that can be observed and measured based on 

the competencies required of every teacher. 

According to the Regulation of the Minister of 

National Education (Permendiknas) No. 35 of 2010, 

teacher performance is assessed based on an 

evaluation of both the teaching process and the 

outcomes achieved by teachers in fulfilling their 

duties. Furthermore, Article 8 of Law No. 14/2005 

on Teachers and Lecturers (UUGD 14/2005) states 

that teacher performance reflects the level of 

professionalism demonstrated in the teaching and 

learning process over a given period. This 

professionalism is manifested in four key 

competencies: (a) pedagogical, (b) personal, (c) 

professional, and (d) social 

Another pressing issue, as highlighted by 

the Head of the Aceh Education Office, is the 

presence of several factors contributing to the 

persistently low quality of education in Aceh, one of 

which is the competency of teachers. The issue of 

low education quality in Aceh must be a matter of 

serious concern and collective responsibility. 

Improving education quality is not merely a goal but 

a necessity to ensure that future generations are 

well-equipped and competitive. 

Teachers play a crucial role in shaping the 

quality of education. Therefore, these contributing 

factors must be effectively managed to optimize 

student learning outcomes. Among the most urgent 

priorities is enhancing teacher competence, as it 

directly impacts the effectiveness of the teaching 

and learning process (Heriansyah & Fadhillah, 

2024). 

Madrasah Aliyah Ruhul Islam Anak 

Bangsa (RIAB), Aceh Besar, is an educational 

institution in Aceh Province that plays a significant 

role in delivering quality education services to the 

community. It is recognized as a Madrasah Aliyah 

with a strong reputation for managing high-quality 

education in the province. However, despite its 
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achievements, it is important to objectively 

acknowledge that the persistent issue of low 

education quality in Aceh Province also reflects the 

broader challenge of low teacher performance 

across educational institutions. 

Aceh's relatively low competitiveness at 

the national level further indicates that teacher 

performance in the province remains suboptimal. 

These challenges highlight the need for effective 

teacher management and administration as strategic 

components in improving educational outcomes at 

Madrasah Aliyah Ruhul Islam Anak Bangsa 

(RIAB), Aceh Besar. To enhance teacher 

performance, continuous development and training 

initiatives are essential. Strengthening teacher 

competencies will not only improve their 

professional capabilities but also enhance their 

competitiveness at the national level, ultimately 

supporting the overall performance of the education 

sector in Aceh Province. 

Various challenges in the education sector 

of Aceh Province can be addressed through the 

implementation of targeted strategies. Experts argue 

that enhancing teacher quality and performance is 

influenced by multiple internal and external factors. 

To improve teacher performance effectively, it is 

essential to first understand the key determinants 

that contribute to it. 

Several scholars have proposed different 

perspectives on the factors influencing teacher 

performance. For instance, leadership plays a crucial 

role in shaping teacher effectiveness (Nasra & Arar, 

2020); (Akman, 2021); (Syafitri et al., 2022), while 

technological advancements have also been found to 

significantly impact teacher performance 

(McKenney & Visscher, 2019); (Dieker et al., 

2014). Additionally, organizational culture has been 

identified as a critical factor in determining teacher 

success and overall institutional performance 

(Khairiah & Zakaria, 2018). 

This research model is specifically 

designed based on established theories, expert 

opinions, and previous research findings that have 

demonstrated the influence of internal factors such 

as character, beliefs, attitudes, and behavior on 

individual performance. According to the Theory of 

Planned Behavior (TPB) proposed by (Heilbroner et 

al., 1980), individual behavior is shaped by personal 

beliefs, with behavioral achievement depending on 

motivation (intention) and perceived behavioral 

control. Therefore, a teacher's positive behavior and 

character serve as essential resources for enhancing 

their performance. 

This perspective aligns with Article 8 of 

Law No. 14/2005 on Teachers and Lecturers 

(UUGD 14/2005), which states that teacher 

performance is reflected, among other aspects, 

through personality and character, as demonstrated 

in their attitudes and behavior. Furthermore, several 

scholars argue that individuals who embrace 

positive behavior are more likely to enhance their 

performance. This includes recognizing the 

importance of work-life balance (Rashid et al., 

2022), motivation (Chahar et al., 2021), 

organizational commitment (Teresia et al., 2022), 

(Hayata et al., 2021), (Manalo et al., 2020), (Aji et 

al., 2019). 

Another key factor is motivation, as highly 

motivated teachers tend to be more productive in 

planning and delivering lessons. They are more 

proactive in preparing lesson plans, selecting 

engaging teaching materials, and implementing 

effective instructional methods. High motivation 

often drives teachers to be more creative and 

innovative in their teaching approaches, 

encouraging them to experiment with new 

techniques and develop more engaging and effective 

learning strategies for students (Hayata et al., 2021).  

Moreover, high motivation enhances the 

quality of teacher-student interactions. Motivated 

teachers are generally more patient, approachable, 

and willing to provide additional support to students 

in need, fostering a more positive and supportive 

learning environment. Research conducted by (Aji 

et al., 2019), (Chahar et al., 2021) and (Teresia et 

al., 2022) confirms that work motivation has a 

positive impact on teacher performance. 

Additionally, high work motivation encourages 

teachers to be more innovative in their teaching 

methods (Layek & Koodamara, 2024). Teachers 

with strong motivation are also more proactive in 

seeking opportunities for professional development, 

such as attending training sessions, seminars, or 

pursuing further education to enhance their skills 

and knowledge, ultimately contributing to improved 

teaching effectiveness. 

Teacher commitment refers to an educator's 

dedication and responsibility toward their duties and 

roles in the educational process. Committed teachers 

consistently strive to deliver high-quality 

instruction, develop effective teaching methods, and 

optimize available resources to enhance student 

learning outcomes (Manalo et al., 2020). Strong 

organizational commitment fosters a supportive and 

empowering environment for teachers, enabling 

them to perform more effectively and provide 

quality education to students (Aji et al., 2019). 
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II. Literature review 
Teacher Performance  

Teacher performance is fundamentally 

linked to professionalism, which requires 

individuals to possess specialized expertise and 

skills that align with established quality standards 

and professional norms. Professionalism in teaching 

is not merely about delivering lessons but also about 

adhering to ethical standards, continuous 

professional development, and implementing 

effective pedagogical strategies to enhance student 

learning outcomes (Darling-Hammond, 2017). In 

this context, government policies play a crucial role 

in ensuring that teachers who have demonstrated 

expertise in their respective fields receive 

appropriate recognition and support, thereby 

enhancing the overall quality of education (Tjabolo 

& Herwin, 2020). 

According to (Obilade, 1999), teacher 

performance encompasses the tasks and 

responsibilities that educators must fulfill within an 

established system to achieve institutional and 

educational objectives. This includes planning and 

delivering instruction, assessing student progress, 

engaging in professional development, and 

contributing to school improvement efforts. 

Effective teacher performance is influenced by 

several factors, including motivation, job 

satisfaction, organizational commitment, and the 

availability of resources (Manalo et al., 2020); (Aji 

et al., 2019). 

The quality of teachers significantly 

impacts various aspects of education, particularly 

student achievement and the learning process. 

Research has shown that teacher effectiveness is one 

of the most critical determinants of student success 

(Hattie, 2009). Poor teacher quality can lead to 

disengaged students, ineffective instructional 

delivery, and lower overall academic performance 

(Kanya et al., 2021). Furthermore, a lack of 

professional development opportunities and 

inadequate support systems for teachers can 

exacerbate this issue, leading to burnout and 

reduced commitment to teaching (Ingersoll & 

Strong, 2011). 

In addition, the role of teachers extends 

beyond classroom instruction; they contribute to 

shaping students' attitudes, critical thinking skills, 

and lifelong learning habits. When teachers 

demonstrate high levels of professionalism, they 

foster a learning environment that encourages 

student participation, creativity, and independent 

thinking (Stronge et al., 2011). Therefore, investing 

in teacher development through training, 

mentorship, and career advancement opportunities is 

essential to improving educational quality and 

student outcomes. 

Teacher performance is a critical 

component of educational success, requiring a 

strong foundation in professionalism, continuous 

learning, and institutional support. Government 

policies must ensure that teachers receive adequate 

training, recognition, and incentives to enhance their 

effectiveness. The consequences of low teacher 

quality can be far-reaching, affecting student 

achievement and the overall quality of education. 

Therefore, improving teacher performance through 

targeted interventions, professional development, 

and a supportive work environment is crucial for 

fostering high-quality education systems. 

 

Work Life Balance 

Work-life balance refers to an individual's 

ability to manage professional and personal 

responsibilities without compromising either 

domain. It involves effective time management, 

clear role separation, and the ability to fulfill 

obligations in both spheres efficiently (Kuralová et 

al., 2024). Work-life balance is a dynamic process 

that requires continuous adjustment to accommodate 

the evolving demands of work and personal life. 

This balance entails the effective distribution of 

time, energy, and commitments to ensure optimal 

functioning in both areas (Gudep, 2019).  

Moreover, work-life balance represents the 

harmonious integration of professional and personal 

responsibilities, allowing individuals to navigate 

these domains without experiencing excessive stress 

or emotional strain. It is defined by an individual's 

capacity to meet the demands of both work and 

personal life effectively while maintaining overall 

satisfaction in both areas. Achieving work-life 

balance requires strategic time management, role 

flexibility, and the ability to adapt to changing 

circumstances (Mukhopadhyay, 2023) . 

 

Motivation  

Work motivation arises from an 

individual's desire to fulfill their life needs. When 

these needs are unmet, individuals may experience 

anxiety, which in turn can drive them to enhance 

their motivation to work. Motivation in the 

workplace is a psychological process in which an 

individual's needs stimulate a series of actions aimed 

at achieving specific goals (Pham et al ., 2024). As a 

fundamental concept in both psychology and 

management, motivation has been interpreted in 

various ways by different scholars, each offering 

distinct perspectives on the factors that influence 

individual motivation (Lin et al., 2024) 
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Work motivation can be categorized as an 

external stimulus, either material or non-material, 

that encourages individuals to develop a strong 

commitment to their work, strive for excellence, and 

persist in overcoming challenges. This drive plays a 

crucial role in shaping employees’ ability to take 

initiative, improve performance, and contribute to 

achieving organizational objectives (Chahar et al ., 

2021) . 

 

Organizational Commitment 

Organizational commitment can be defined 

as an individual's attachment to an organization, 

often influenced by the costs associated with 

leaving, such as time, investment, and reputation 

built over time (Din et al ., 2024). It also reflects the 

extent to which individuals are willing to remain 

part of an organization due to positive feelings, 

including pride, loyalty, and alignment with 

organizational values. Moreover, organizational 

commitment encompasses the level of trust 

employees have in their organization, leaders, and 

colleagues, as well as their confidence that the 

organization will fulfill their needs and expectations 

(Zhu et al ., 2024) . 

Organizational commitment includes 

employees' emotional attachment and attitudes that 

shape their alignment with the organization’s values, 

goals, and overall success (Yuesti & Adnyana, 

2022). Scholars categorize organizational 

commitment into various types, each exerting 

different influences on employee behavior and 

performance. This commitment is a crucial factor in 

determining employee satisfaction, retention, and 

overall contribution to organizational success (Laura 

et al., 2021). 

Furthermore, organizational commitment 

reflects an individual’s willingness to maintain a 

long-term working relationship with the 

organization, demonstrating loyalty and dedication 

to its mission (Yang & Li, 2023). It is particularly 

significant in the educational sector, where it 

directly impacts teacher behavior, performance, 

employee retention, and overall institutional 

productivity (Thao et al ., 2024) . 

Based on the theoretical perspectives 

discussed above, organizational commitment can be 

concluded as the degree of attachment and loyalty 

an individual has toward their workplace. It plays a 

fundamental role in shaping employee satisfaction, 

motivation, and performance. Organizations that 

successfully foster and sustain high levels of 

commitment among employees tend to achieve 

better outcomes in terms of workforce retention and 

goal attainment. 

 

III. Research Methodology 
This study was conducted at Jl. Ajun, Gue 

Gajah, Kec. Darul Imarah, Aceh Besar District, 

Aceh 23233. According to Hair et al . (2006), the 

research object refers to the scientific focus aimed 

at obtaining objective, valid, and reliable data 

related to specific variables for particular goals and 

benefits. In this study, the research object examines 

the influence of work-life balance and motivation 

on performance, with organizational commitment 

as a mediating variable. 

This study applies an individual-level 

analysis, with the population consisting of 110 

teachers. Given the relatively small population size, 

the sampling technique used is the census method, 

also known as saturated sampling, in which all 

members of the population are included as research 

participants. Census sampling is an approach that 

ensures the inclusion of all individuals within a 

population to obtain comprehensive data. 

The data analysis method employed in this 

study is the Structural Equation Model (SEM) using 

a variance-based approach, commonly known as 

Partial Least Squares (PLS). This method is 

particularly suitable for analyzing complex 

relationships between variables while addressing 

small sample sizes and non-normal data 

distributions.  

 

IV. Results Study And Discussion 
Instrument Test Results 

The results of the validity test in this study can be 

seen in Figure 1 . 



 

   

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 5, Issue 2, Mar.-Apr., 2025, pp: 639-650                          ISSN: 3048-6874 

www.ijhssm.org 

 

 

 

| Impact Factor value 7.52 |                                   ISO 9001: 2008 Certified ‘Journal                               Page 643 

 
Picture 1 Average Variance Extracted 

 

Thus, the greater the variation or diversity 

of manifest variables that can be explained by a 

latent construct, the better the representation of the 

manifest variables in describing the latent construct. 

The Average Variance Extracted (AVE) 

table indicates the extent to which the variance of 

each variable can be extracted or explained by the 

indicators used in this study. AVE is a statistical 

measure that provides an overview of how well the 

indicators of a variable explain the total variance 

within that variable. The AVE values range from 0 

to 1, where higher values indicate a better 

representation of the variable by its indicators. 

A construct is considered to have good 

convergent validity if the loading factor value 

exceeds 0.70 and the AVE value is greater than 

0.50. As shown in Figure 4.1, all loading factor 

values exceed 0.70, and the AVE values for all 

indicators are greater than 0.50, confirming that the 

indicators effectively explain their respective latent 

variables. The detailed AVE results are presented in 

the following table. 

 

Table 1. Average Variance Extracted (AVE) 

 Loading Outer loadings 

KG1 <- Teacher Performance 0.752 

KG2 <- Teacher Performance 0.810 

KG3 <- Teacher Performance 0.865 

KG4 <- Teacher Performance 0.868 

KG5 <- Teacher Performance 0.867 

KG6 <- Teacher Performance 0.857 

KG7 <- Teacher Performance 0.745 

KG8 <- Teacher Performance 0.850 

KK1 <- Work Life Balance  0.749 

KK2 <- Work Life Balance  0.804 

KK3 <- Work Life Balance  0.867 

KK4 <- Work Life Balance  0.850 

KK5 <- Work Life Balance  0.843 

KO1 <- Organizational Commitment  0.831 

KO2 <- Organizational Commitment 0.933 

KO3 <- Organizational Commitment 0.954 

KO4 <- Organizational Commitment 0.923 
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KO5 <- Organizational Commitment 0.851 

MK1 <- Work Motivation  0.870 

MK2 <- Work Motivation  0.739 

MK3 <- Work Motivation  0.877 

MK4 <- Work Motivation  0.827 

Source : Primary Data, 2025 ( processed ) 

 

Relatively high Average Variance 

Extracted (AVE) values indicate that the indicators 

used to measure the variable effectively explain the 

total variance within that variable. 

Reliability testing is a crucial step in 

research to ensure that the measurement instruments 

used are consistent and reliable. One of the most 

commonly used methods for assessing reliability is 

Cronbach’s Alpha (CA). In the context of reliability 

testing, a Cronbach’s Alpha value above 0.60 is 

generally considered acceptable, indicating that the 

measurement instrument has an adequate level of 

internal consistency. 

The following Cronbach’s Alpha table 

presents the reliability levels of the four variables 

measured in this study. Cronbach’s Alpha is a 

statistical measure that assesses the extent to which 

items within a variable are consistent and reliable. 

The values range from 0 to 1, with higher values 

indicating greater reliability. The results of the 

internal consistency reliability test are summarized 

in Table 2. 

 

Table 2. Internal Consistency Reliability Test Results 

Variables Composite Reliability Cronbach Alpha 

Work Life Balance 0.70 0.881 

Work motivation 0.70 0.835 

Teacher Performance 0.70 0.933 

Organizational Commitment 0.70 0.939 

Source : Primary Data, 2025 ( processed ) 

 

All Cronbach’s Alpha values for the variables tested 

exceeded 0.60, indicating that the measurement 

instrument demonstrates a good level of internal 

consistency and can be considered reliable for 

assessing the variables in this study. 

This result suggests that the indicators used to 

measure each variable exhibit a high degree of 

internal consistency, thereby reinforcing the 

reliability of the measurement model. Furthermore, 

the closer the composite reliability score is to 1, the 

more dependable the measurement model is in 

capturing the underlying construct. This finding 

provides additional confidence in the validity and 

consistency of the data collected within the research 

context. 

 

Verification Hypothesis Testing 

Direct Hypothesis Testing 

The results of direct and indirect hypothesis testing 

can be seen in Figure 2 below. 

 
Picture 2. Structural Model For Proof Hypothesis 
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The results of the hypothesis test for direct effects and indirect effects are shown in Table 3. 

 

Table 3 Hypothesis Testing Results  

Hypothesis Original 

Sample 

T statistics P values Information 

H 2 : Work Life Balance -> Teacher 

Performance 
-0.271 2.683 0.007 H 2 accepted 

H 3 : Motivation  -> Teacher performance 0.265 2.717 0.007 H 3 accepted 

H 4 : Work Life Balance -> Organizational 

Commitment 
-0.359 3.803 0.000 H 4 accepted 

H 5 : Motivation -> Organizational 

Commitment 
0.100 0.890 0.374 H 5 rejected 

H 6 : Organizational Commitment -> 

Teacher Performance 
0.176 1.703 0.089 H 6 rejected 

H 7 : Work Life Balance -> Organizational 

Commitment -> Teacher Performance 
-0.063 1.476 0.140 H 7 rejected 

H 8 : Motivation -> Organizational 

Commitment -> Teacher Performance 
0.018 0.669 0.503 H 8 rejected 

Source: Processed Primary Data, (2025) 

 

V. Discussion 
The Influence of Work Life Balance on Teacher 

Performance 

Work-life balance has a significant 

negative effect on teacher performance, indicating 

that it does not play an optimal role in enhancing 

teacher performance. This finding suggests the need 

for further examination of other factors that may 

have a stronger influence on teacher performance. 

While work-life balance contributes to performance 

improvement, it appears to be less dominant in 

fostering proactive teacher behavior toward 

achieving optimal outcomes. 

The results of this study align with 

previous research conducted by (Rashid et al., 2022) 

and (Johari et al., 2018), which found that work-life 

balance influences teacher performance. Teachers 

who achieve a balance between their professional 

and personal lives tend to experience lower stress 

levels. By effectively managing their time between 

work and personal activities, they can maintain both 

mental and physical well-being. Consequently, 

teachers who are physically and mentally healthy 

are more focused and better prepared to fulfill their 

teaching responsibilities, ultimately enhancing the 

quality of education. 

Moreover, teachers who maintain a healthy 

work-life balance are better able to develop their 

teaching skills. Their available free time can be 

utilized for attending training sessions, seminars, or 

other professional development activities, which can 

further enhance their classroom performance and 

create opportunities for career advancement. 

Teachers who achieve a balance between personal 

and professional responsibilities tend to be more 

effective in their roles, exhibit higher enthusiasm, 

and foster stronger relationships with students. 

 

Influence of Motivation  to Teacher Performance 

Motivation has a positive and significant 

impact on teacher performance. This finding is 

consistent with previous research conducted by (Aji 

et al., 2019), which highlights the influence of work 

motivation on teacher performance. Teachers with 

high levels of motivation tend to be more focused on 

their teaching responsibilities, more creative in 

developing instructional materials, and more 

dedicated to delivering high-quality education. This, 

in turn, enhances the overall quality of teaching and 

improves student learning outcomes. 

Furthermore, highly motivated teachers 

demonstrate stronger commitment to their 

professional duties. They take greater responsibility 

in lesson planning, instructional delivery, and the 

evaluation of student learning outcomes. This 

heightened level of commitment contributes directly 

to improving the quality of education. Additionally, 

motivated teachers are more effective in classroom 

management, exhibiting patience in addressing 

challenges, fostering a positive learning 

environment, and handling student behavior issues 

more efficiently. 

Strong motivation also serves as a protective 

factor against burnout, which often results from 

emotional and mental exhaustion. Teachers who 

have a clear sense of purpose and feel valued in 

their profession are less likely to experience fatigue 

or discouragement that could lead to burnout. 



 

   

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 5, Issue 2, Mar.-Apr., 2025, pp: 639-650                          ISSN: 3048-6874 

www.ijhssm.org 

 

 

 

| Impact Factor value 7.52 |                                   ISO 9001: 2008 Certified ‘Journal                               Page 646 

Ultimately, highly motivated teachers display 

greater enthusiasm, dedication, and commitment to 

providing quality education, which not only 

enhances their own performance but also positively 

influences student success and the overall school 

environment. 

 

The Influence of Work Life Balance on 

Organizational Commitment 

Work-life balance has a negative and 

significant effect on organizational commitment, 

indicating that its influence on teacher performance 

is relatively low. This finding aligns with the study 

by (Mukhopadhyay, 2023), which highlights the 

impact of work-life balance on teacher performance. 

Teachers who successfully manage their work-life 

balance tend to experience lower stress levels and 

are less likely to suffer from burnout. Maintaining 

personal well-being enhances their commitment to 

the organization, as they feel valued and supported 

by their institution. Teachers who are not 

overwhelmed by excessive work responsibilities are 

more likely to develop a sense of attachment and 

loyalty to their workplace. 

A well-maintained work-life balance allows 

teachers to recharge both physically and 

emotionally, increasing their resilience and ability to 

sustain long-term engagement within the 

organization. When teachers perceive that their 

well-being is prioritized, they are more likely to 

remain committed and loyal to their institution. 

Furthermore, high levels of motivation drive 

teachers to proactively enhance their skills and 

knowledge, which not only improves teaching 

quality but also strengthens their commitment to the 

organization’s development. 

Motivated teachers are also more likely to 

cultivate strong relationships with colleagues and 

management, fostering a sense of belonging and 

organizational attachment. Their active participation 

in institutional activities and programs further 

reinforces their commitment to the organization. In 

this regard, fostering a supportive work environment 

that promotes both work-life balance and motivation 

can play a crucial role in enhancing teacher 

commitment and overall organizational 

effectiveness. 

 

Influence of Motivation towards Organizational 

Commitment 

Motivation has a positive but insignificant 

effect on organizational commitment. This finding 

contradicts the study by (Manalo et al., 2020), which 

suggests that work motivation significantly 

influences organizational commitment. The 

discrepancy may arise because, despite having high 

motivation to teach, teachers may not develop a 

strong commitment to the organization if their 

motivation is not aligned with institutional goals or 

values, such as the school’s vision, mission, or 

educational policies. When teachers perceive a 

misalignment between their personal aspirations and 

the objectives of the school, their motivation does 

not necessarily translate into organizational 

commitment. 

Although highly motivated teachers often 

demonstrate strong dedication to their profession, 

their sense of attachment to the organization 

depends on whether they feel supported and valued 

within the institutional framework. Teachers who 

actively develop their skills and seek professional 

growth are more likely to remain committed to 

organizations that provide opportunities for 

advancement and align with their career aspirations. 

In this context, fostering an environment where 

teachers' motivation is reinforced through alignment 

with organizational values is crucial in enhancing 

both their professional engagement and long-term 

commitment to the institution. 

 

The Influence of Organizational Commitment on 

Teacher Performance 

Organizational commitment has a positive 

but insignificant effect on teacher performance. This 

finding contradicts the study by (Hayata et al., 

2021), which suggests that organizational 

commitment significantly influences teacher 

performance. The discrepancy may arise because, 

while teachers with high organizational commitment 

demonstrate loyalty and dedication to their 

institution, this commitment does not necessarily 

translate into improved teaching effectiveness. 

Teacher performance is largely shaped by 

pedagogical skills, subject matter expertise, and 

instructional strategies—factors that are not always 

directly influenced by an individual’s attachment to 

the organization. 

However, teachers with strong 

organizational commitment often exhibit a 

heightened sense of responsibility toward their roles. 

They do not merely fulfill their professional duties 

but strive to deliver high-quality teaching and 

mentorship. Their commitment is reflected in a 

structured and systematic approach to their work, 

enabling them to remain resilient despite temporary 

challenges. Furthermore, a strong connection to the 

organization fosters better relationships with 

students. Committed teachers are more patient, 

attentive, and invested in student development, 

contributing to a more effective learning 
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environment. Additionally, teachers with high 

organizational commitment tend to have lower 

absenteeism rates, as their dedication to the 

institution motivates them to actively engage in 

school activities. While organizational commitment 

alone may not be a direct determinant of teacher 

performance, it plays a supportive role in fostering a 

positive and engaged teaching environment. 

 

Inderect Effect 

There are two mediation hypotheses tested in this 

study to examine the indirect effect. The mediation 

or indirect effect hypothesis is tested using the 

bootstrapping method, as presented in Table 4 

 

Tabel 4. Indirect Effect 

 
O M STDEV (|O/STDEV|) 

P 

values 

Work Life Balance -> 

Organizational Commitment -> 

Teacher Performance 

-0.063 -0.065 0.043 1.476 0.140 

Motivation -> Organizational 

Commitment -> Teacher 

Performance 

0.018 0.019 0.026 0.669 0.503 

Source: Processed Primary Data, (2025) 

 

The Influence of Work Life Balance on 

Performance through the Organizational 

Commitment 

Organizational commitment does not 

mediate the indirect effect of work-life balance on 

teacher performance. This suggests that, without 

adequate attention to teacher well-being, 

commitment to the organization alone cannot 

substitute for the crucial role of work-life balance in 

enhancing teaching quality and overall performance. 

Maintaining a healthy work-life balance enables 

teachers to reduce stress, prevent burnout, and 

improve both their physical and mental well-being 

factors that significantly influence their level of 

commitment to the organization. 

Teachers who experience greater personal 

well-being tend to feel more aligned with the goals 

and values of their institution, fostering a stronger 

sense of belonging. A well-maintained work-life 

balance also enhances job satisfaction, which, in 

turn, encourages teachers to develop a deeper 

commitment to their school or educational 

institution. This commitment manifests as a 

heightened sense of responsibility toward 

institutional objectives and increased loyalty to the 

organization's vision. Furthermore, teachers who 

feel valued and supported in balancing their 

professional and personal lives are more likely to be 

motivated to perform at their best. Although 

organizational commitment plays a role in shaping 

teacher behavior, it does not act as a mediating 

variable between work-life balance and 

performance, as work-life balance has a more direct 

impact on teacher well-being and effectiveness 

(Kuralová et al., 2024) 

 

The Influence of Motivation on Performance 

through Organizational Commitment 

Organizational commitment does not 

mediate the indirect effect of motivation on teacher 

performance (Chahar et al., 2021). High motivation 

serves as a key driving force for teachers to perform 

at their best. While organizational commitment 

reflects an employee’s attachment to their 

institution, it is not always sufficient to influence 

behavioral change if intrinsic motivation is lacking. 

Strong internal motivation—such as a personal 

sense of responsibility, a desire for professional 

growth, or external incentives like recognition and 

awards often plays a more significant role in 

shaping how teachers work and engage with 

students. 

Teachers with high intrinsic motivation 

actively seek ways to enhance their performance, 

regardless of their level of commitment to the 

organization. Although organizational commitment 

can facilitate the process by which motivation 

translates into productive work behaviors, it does 

not necessarily mediate the relationship between 

motivation and performance. Motivation alone 

enables teachers to remain focused, dedicated, and 

innovative in their teaching approach. However, 

when motivation fosters greater organizational 

commitment, it can further reinforce teachers' 

efforts, leading to enhanced performance. 

In summary, while motivation has a direct 

and significant impact on teacher performance, its 

effect does not necessarily depend on organizational 

commitment as a mediating factor. Instead, 

motivation itself serves as a primary catalyst for 
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improving teacher effectiveness and overall 

educational outcomes. 

 

VI. Conclusion and Suggestions 
Conclusion 

The findings of this study indicate that the 

management of internal organizational factors, such 

as motivation, work-life balance, organizational 

commitment, and knowledge sharing, plays a crucial 

role in enhancing teacher performance. Based on the 

analysis of direct and indirect hypotheses, the 

conclusions are as follows: 

1) Work-life balance, motivation, organizational 

commitment, and teacher performance are 

generally well-managed. 

2) Work-life balance has a negative and significant 

effect on teacher performance. 

3) Motivation has a positive and significant effect 

on teacher performance. 

4) Work-life balance has a negative and significant 

effect on organizational commitment. 

5) Motivation has a positive but insignificant 

effect on teachers' organizational commitment. 

6) Organizational commitment has a positive but 

insignificant effect on teacher performance. 

7) Work-life balance does not significantly affect 

teacher performance through the mediation of 

organizational commitment. 

8) Motivation does not significantly affect teacher 

performance through the mediation of 

organizational commitment. 

VII. Suggestion 
 

1) Teachers should establish clear personal 

and professional goals related to both teaching and 

self-development. Setting measurable and specific 

objectives can enhance intrinsic motivation. 

Additionally, seeking recognition from colleagues 

and leadership for their efforts and achievements 

can boost external motivation and provide positive 

reinforcement in the workplace. 

2) Teachers can explore ways to strengthen 

their connection to the vision and mission of 

Madrasah Aliyah Yayasan Ruhul Islam Anak 

Bangsa (RIAB). Aligning personal values with 

organizational goals can enhance their commitment 

to the institution’s long-term objectives. 

3) Continuous professional development is 

essential for teachers to improve their pedagogical 

and instructional skills. Engaging in training 

programs, workshops, and lifelong learning helps 

educators adapt to innovative and effective teaching 

strategies. Furthermore, fostering positive 

relationships with colleagues can contribute to a 

more supportive and collaborative work 

environment. 

4) It is crucial for teachers to allocate time for 

rest, socialization, and personal activities outside of 

work. Maintaining a healthy work-life balance 

supports mental and physical well-being, ultimately 

leading to improved performance in the classroom. 
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