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ABSTRACT

The purpose of this study was to describe and analyze the direct and
indirect influence on the variables of work climate, teacher performance,
organizational commitment, work motivation, and work stress of SMK
teachers in East Barito Regency. This study followed a quantitative
descriptive approach with a research sample of 124 teachers spread
across Vocational High Schools in East Barito Regency. The data were
collected through questionnaires, then analyzed by using simple and
multiple regression statistical analysis. The research found that: There is
a significant influence of work climate on organizational commitment,
work motivation, work stress, and teacher performance; There is a
significant effect of organizational commitment on work motivation,
work stress, and teacher performance; There is a significant effect of
work motivation on teacher performance; There is a significant effect of
stress work on teacher performance; There is an indirect effect of work
climate on teacher performance through teacher organizational
commitment; There is an indirect effect of work climate on work
motivation through teacher organizational commitment; There is no
indirect effect of work climate on work stress through organizational
commitment; There is an indirect effect of work climate on performance
through teacher work motivation; There is an indirect effect of work
climate on performance through teacher work stress; There is an indirect
effect of organizational commitment on performance through teacher
work motivation; and There is an indirect effect of organizational
commitment on performance through teacher work stress.

Keywords: work climate, teacher performance,
commitment, work motivation, work stress

organizational

Introduction

One of the very serious problems in the world
of education in our homeland today is the low
quality of school education in various types and

Teacher performance is very important to note
and deserves to be examined carefully as an
evaluation material for implementing their
professional duties (Shaleh et al, 2019).
Furthermore, teacher performance is closely

levels of education (Barrera-Osorio & Raju, 2017;
Cuevas et al., 2018; Shymansky, 1978). Many argue
that the quality of school education is influenced by
teacher performance (Hamda et al., 2012; Nurwati,
2020; Poernamawijaya et al., 2018).

How to cite:

related to increasing teacher empowerment.
Teachers must independently review the
curriculum, compile teaching materials, manage
classes well, and master good teaching techniques
(Hartono et al., 2019; Normianti et al., 2019).
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Teacher performance can show the success of a
school in achieving educational goals (Kelimeda et
al, 2018; Normianti et al, 2019). Teacher
performance also shows how far the teacher has
done things for the progress of his school (Aslamiah,
2019; Martono, 2013; Normianti et al.,, 2019). How
many teachers are involved in the school to fulfill
the wishes and expectations of the community who
have entrusted their children to be educated at
school? Teacher performance is a determining fact
for the success of any educational effort. Therefore
the quality of teachers as human resources is very
important to note (Dickinson, 1990; Rosyada, 2020;
Wang, 2007).

Whether the teacher's performance is good or
not depends on the factors that can influence it
(Bush & Coleman, 2012; Sopiah, 2008; Suhaimi,
2019). Therefore, various factors that cause teacher
performance problems also need to be studied and
understood. By understanding the factors that
influence  teacher performance, alternative
solutions to problems can be found. These factors
are not an obstacle but can improve and encourage
teacher performance in a better direction. Like
Subhan (2018) suggested that "manifestation in the
form of a person's performance can be the basis for
seeing one's competence, although of course, it is
necessary to look at other factors that can affect the
form of a person's performance.”

Whether the teacher's performance is good or
not depends on the factors that can influence it.
Therefore, various factors that cause teacher
performance problems also need to be studied and
understood (Asniwati, 2020). By understanding the
factors that influence teacher performance,
alternative solutions to problems can be found.
These factors are not an obstacle but can improve
and encourage teacher performance in a better
direction. Like  (Subhan, 2018) suggest that
"manifestation in the form of a person's
performance can be the basis for seeing one's
competence, although of course, it is necessary to
look at other factors that can affect the form of a
person's performance.”

Commitment is an important behavioral
dimension that can be used to assess members of an
organization (Marlina et al.,, 2019; Mulyono, 2017;
Paris et al,, 2018). Commitment to the organization
can lead to positive behavior that affects the
emergence of loyalty to the organization where he
works. In school, the learning process can run
smoothly and according to the expected goals if the
teacher has a psychological relationship or
attachment with the organization (Diefendorff &
Seaton, 2015; Ichsan et al., 2019; Mulyono, 2017).

Hanafi and Sanosra (2018) state organizational
commitment as a condition in which an employee
side with a particular organization and intends to
maintain his membership in the organization and
can show loyalty to the organization to achieve its
goals.

Work motivation factors also influence teacher
performance. Motivation is defined as a force that
encourages someone to do something to get the
expected results or goals (Jacob et al,, 2018; Ozeren
etal, 2020; Raziq & Maulabakhsh, 2015).

According to Sardiman (2011), motivation is
defined as the driving force within a person to carry
out certain activities to achieve a goal. Meanwhile,
according to Uno (2019), motivation is a force that
encourages someone to do something to achieve
goals. So motivation is needed to encourage
employees/employees to achieve organizational
goals.

Another factor that is no less important in
determining teacher performance is job stress.
Stress is pressure, tension, or unpleasant
disturbance that comes from outside a person.
Stress can affect emotions and the way a person
thinks. Excessive stress can cause a person to be less
able to face the environment and even result in an
inability to face various demands on himself.

a. Teacher performance is the teacher's entire
effort to deliver the learning process to achieve
educational goals, which involve all activities of
professional duties as a teacher and personal
development tasks. Yamin (2010) states that
performance is a behavior or response that gives
results, which refers to what they do when facing
a task (Sedarmayanti, 2014). Therefore, each
individual who is given the task and trust to
work in a particular organization is expected to
show satisfactory performance and make
maximum contributions to achieving the
organization's goals (Febriani et al, 2019).
However, based on the results of the author's
preliminary observations at SMKs in the East
Barito area, with 180 teachers spread across 6
Vocational High Schools, there are phenomena
that the author encountered in the field, among
others:

1) It can be seen that there are still teachers
who have not even prepared teaching
materials (lesson plan) and completeness of
teaching administration.

2) There is still a tendency for teachers to be
less disciplined. Among them, there are still
teachers who come late and/or leave early
(some only come to school when there is
teaching time in class and go home).
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3) Some teachers neglect their assigned duties
and responsibilities by being less concerned
about the existence and needs of students.

4) There is still a lack of
interaction/communication and intimacy
and cooperation among school members.

The existence of excessive teacher workload is
considered difficult to make teachers experience
stress in their work.

Theoretical Review

a. Performance

Supardi (2016) states that performance is "an
activity carried out to carry out, complete tasks and
responsibilities by predetermined expectations and
goals." Performance is defined as the achievement
of certain job requirements, which can be directly
reflected in the output produced both in quantity
and quality. Performance implies work results,
ability, achievement, or encouragement to carry out
a job. The success of an individual or organization in
achieving these targets or goals is performance.

b. Work climate

Saondi and Suherman (2015) state that the
school work climate is a reciprocal relationship
between personal, social, and cultural factors that
affect individual and group attitudes in the school
environment, which is reflected in the atmosphere
of a harmonious and conducive relationship
between school principals with teachers, between
teachers and other teachers, between teachers and
school employees and the whole component must
create relationships with students so that the goals
of education and teaching are achieved. A cool and
harmonious work climate will give students passion
and be better inspired at work.

The work climate indicator in this study refers
to the assessment format for measuring school
work climate based on the opinion of Usman (2019),
which includes the following:

(1) Familiarity aspect

(2) Competitive aspects,

(3) Involvement of school organizations

(4) Security aspects,

(5) Facilities aspect, relationship with parents

of students,

c. Organizational Commitment

According to Meyer & Allen (1991),
commitment is an attitude that describes employee
loyalty to the company. Organizational commitment
is an attitude or form of one's behavior towards the
organization in the form of loyalty and achievement

of the organization's vision, mission, values, and
goals.

According to Meyer and Allen (1991),
organizational commitment is divided into three
categories, namely:

1) Affective commitment

This commitment refers to the emotional
relationship of members to the organization. People
with a high level of affective commitment have a
desire to stay in the organization because they
support the organization's goals and are willing to
help achieve these goals.

2) Continuance commitment

This commitment refers to the employee's
desire to remain in the organization because of a
calculation or analysis of profit and loss where the
perceived economic value of staying in an
organization is compared to leaving the
organization (Atlan, 2018; Oliver, 2011; Yal¢inkaya
et al,, 2021). The longer employees stay with their
organization, the more afraid they are losing what
they have invested in the organization over the
years (Walberg, 2014).

3) Normative commitment

This commitment refers to employees' feeling
where they are obliged to remain in the
organization due to pressure from others.
Employees who have a high level of normative
commitment will pay close attention to what others
say about them if they leave the organization. They
don't want to disappoint their boss and worry if
their coworkers think badly of them because of the
resignation.

d. Work Motivation

According to Kulikowski et al. (2021),
motivation is defined as the driving force within a
person to carry out certain activities to achieve a
goal. Meanwhile, according to Uno (Uno, 2019),
motivation is a force that encourages someone to do
something to achieve goals. Motivation can arise
because there are things that influence it. Thsani et
al. (2020) state that two very determining factors
influence motivation. The two factors are
maintenance factors (hygiene factors) and
Motivator factors (motivation factors) (Nakamura &
Dubin, 2015; Taufigharahap, 2017; Tohidi &
Jabbari, 2012).

e. Work Stress

According to Yuli (2018), job stress is a feeling
of pressure experienced by employees in facing
work. An imbalance between demands and
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resources that a person has can also cause stress.
Mangkunegara (2013) defines work stress as a
feeling experienced by employees in facing work.
Furthermore, according to Yuli, work stress is
defined as a source that causes individual reactions
in physiological, psychological, and behavioral
reactions. Djafri (2017) divides stress categories
into two, namely:

1) Eustress refers to a constructive, healthy,
positive, and constructive response to stress. The
well-being of individuals and organizations related
to growth, flexibility, adaptability, and high
performance levels is also included.

2) Distress, which is the opposite of eustress, is a
negative and destructive response to stress. These
include individual and organizational consequences
such as cardiovascular disease and high rates of
absenteeism, which are isolated from illness,
decline, and death.

Methodology

This study was a descriptive quantitative study
involving 124 teachers as the study sample from the
total 180 teachers spread across Vocational High
Schools in East Barito Regency. The research data
were obtained by distributing questionnaires to

teachers in 6 vocational schools in East Barito
Regency. This research questionnaire is in the form
of a closed questionnaire with short answers in the
form of a checklist and rating scale, which is a
question/statement followed by columns showing
the levels, such as Strongly Agree (SA), Agree (A),
Doubt (D), Disagree (DA) and Strongly Disagree
(SDA). The results of the questionnaire were
analyzed using analyzed by using simple and
multiple regression statistical analysis. Before the
regression  analysis conducted, some
prerequisite analyses were done to ensure that the
data can be analyzed using the simple and multiple
regression statistical analysis.

was

Findings and Discussion

1. Normality Test Results

The normality test was carried out using a non-
parametric statistical test, namely the One-sample
Kolmogorov-Smirnov test with the SPSS program.
The standardized residual value curve is said to
spread normally if the Kolmogorov-Smirnov value
or the Asymp, Sig, (2-tailed) value> 0.05, the results
of the data normality test are presented in Table 1.

Table 1. Normality Test Results

Work Teacher Organizational Work Work

climate performance commitment motivation Stress

x) (V4] (z1) (22) (23)
N 124 124 124 124 124
Normal Mean 113.29 51.31 91.81 165.52 108.32
parameter a,b Std. dev 15.887 3.037 9.916 13.665 11.760
Dev. Most absolute 0.75 0.089 0.086 0.074 0.084
extremme positive 0.49 0.041 0.059 0.049 0.061
differences negative -0.085 -0.073 -0.086 -0.084 -0.074
Kolmogrov-SZ 0.085 0.088 0.560 0.084 0.074
Asymp.sig.(2-tailed) 0.087 0.083 0.058 0.090 0.073

a. Testdistribution is Normal
b. Calculated from data
c. Liliefors Significance Correction

Table 1 above shows that the Work Climate (X),
Teacher  Performance (Y), Organizational
Commitment (Z1), Work Motivation (Z2), and Work

Stress (Z3) have Asymp, Sig, (2-tailed) values> 0.05,
So it is concluded that the distribution of research
data is normally distributed.

2. Linearity Test Results
The test results can be seen in Table 2 below.
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Table 2. Linearity Test Results between Variables

No Variable Deviation Sig
from linearity
1 X> 71 0.754 0.05
2 X> 72 0.058 0.05
3 71> 72 0.072 0.05
4 X>Z3 0.805 0.05
5 71> Z3 0.812 0.05
6 XY 0.999 0.05
7 721>Y 0.912 0.05
8 72>Y 0.597 0.05
9 732> Y 0.653 0.05

Based on Table 2 above, the linearity test between
variables shows that all variables show a Deviation

from Linearity Sig> 0.05, so it can be concluded that
the five research variables have a linear effect.

Table. 3 Homogeneity Test Results

Variances Work Teacher Organization Work Work
climate performance Commitment motivation stress
(x) W) (zv (22) (Z3)
Based on mean 0,574 0,285 0,414 0,115 1.000
sig 0.05 0.05 0.05 0.05 0.05

Homogeneity Test Results Based on Table 3
above, it can be seen that the homogeneity test on
five research variables, namely Work Climate (X),
Teacher  Performance (Y), Organizational
Commitment (Z1), Work Motivation (Z2), and Work
Stress (Z3), shows the value of Sig. Based on mean
or Sig. > 0.05, so it can be concluded that the
variance of two or more data populations is the
same (homogeneous).

Hypothesis Test Results

Direct Influence of Work Climate (X) on
Organizational Commitment (Z1) of Vocational
School Teachers in East Barito Regency

A simple regression test shows a significant
influence between work climate (X) on
organizational commitment (Z1) of vocational
school teachers in East Barito Regency. The
significance value is 0.000 <0.05. The results of this
analysis illustrate that by having a good working
climate, organizational commitment will also be
good, and vice versa, the lack of a good working
climate in schools will commit even lower.

This research is supported by Austri (2018) in
his research on the influence of organizational
climate on job satisfaction and organizational
commitment, proving that there is a positive and
significant relationship between organizational
climate and commitment. Furthermore, Kurniawati
(2019) shows that the study results found that work
climate positively and significantly affects career
commitment in organizations. Besides, Elondri's
(2020) research results also show that the work

climate variable positively and significantly affects
organizational commitment.

Direct Effect of Work Climate (X) on Work
Motivation (Z2) of Vocational School Teachers in
East Barito Regency

Multiple regression tests show a significant
influence between work climate (X) on work
motivation (Z2) in vocational school teachers in
East Barito Regency. This can be seen from the
magnitude of the correlation value of 0.594 with a
significance value of 0.000 <0.05. This analysis
illustrates that by having a good or conducive work
climate, the teacher's work motivation will increase,
and vice versa if the working climate is not good, the
organizational commitment will also be lower.
Similar research conducted by Taufigharahap
(2017)shows that there is a direct positive influence
of organizational climate on teacher work
motivation, as well as Tohidi and Jabbari (2012),
regarding the Effects of Organizational Climate, Job
Satisfaction and Achievement Motivation on
Teacher Performance, proving that there is a
significant influence between climate organization
on achievement motivation.

Direct Effect of Organizational Commitment (Z1)
on Work Motivation (Z2) of Vocational School
Teachers in East Barito Regency

Multiple regression tests show a significant
influence between the work organizational
commitment variable (Z2) on work motivation (Z2).
This can be seen from the magnitude of the
correlation value of 0.534 with a significance value
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of 0.000 <0.05. This analysis illustrates that by
having a good commitment, motivation will also be
good, and vice versa if commitment is low, work
motivation will also below. Karsono (2008), in his
research, found that organizational commitment
has a positive and significant effect on work
motivation. Syarifah and Kurniasih (2016), through
research on the influence of trust and organizational
commitment on work motivation and job
satisfaction, also explained a positive and significant
effect of organizational commitment on work
motivation.

Direct Effect of Work Climate (X) on Job Stress
(Z3) of Vocational School Teachers in East Barito
Regency

Multiple regression tests show a significant
influence between the work climate variable (X) on
work stress (Z3). This can be seen from the
magnitude of the correlation value of 0.488 with a
significance value of 0.000 <0.05. The results of this
analysis illustrate that an improved work climate
can lead to increased work stress. lhsani et al.
(2020) state that organizational climate has a
significant positive effect on stress. Likewise,
Nakamura (2015) revealed that organizational
factors that discuss organizational climate also
influence work stress. The results showed that
organizational climate has a positive effect on job
stress.

Direct Effect of Organizational Commitment (Z1)
on Work Stress (Z3) of Vocational School
Teachers in East Barito Regency

Data analysis shows a significant positive effect
between organizational commitments (Z1) on work
stress (Z3). This can be seen from the magnitude of
the correlation value of 0.232 with a significance
value of 0.000 <0.05. The results of this analysis
illustrate that with increasing organizational
commitment, job stress also increases. Research
conducted by Montani et al. (2017) on Innovating
under stress: The role of commitment and leader-
member exchange shows that stressors have a
positive indirect effect on commitment. Another
study conducted by Anggraini (2013) shows that
the study results show that job satisfaction,
organizational commitment, and job stress have a
significant effect simultaneously.

Direct Effect of Work Climate (X) on Teacher
Performance (Y) of Vocational High Schools in
East Barito Regency

The results showed a significant positive
influence between the work climate variable (X) on
teacher performance (Y) in vocational school

teachers in East Barito Regency. This can be seen
from the magnitude of the correlation value of 0.288
with a significance value of 0.003 <0.05. These
results illustrate that with the increase in the work
climate (X), the teacher's performance (Y) will also
increase.

In their research, Hartono et al. (2019) suggest
the direct and indirect effects of the principal's
managerial duties on teacher performance. A work
climate that provides a sense of comfort and
pleasure will affect the performance of employees to
be more active, diligent, and enthusiastic at work,
and vice versa if the work climate is bad, employee
performance is also bad. Fransisca et al. (2017) also
found a significant contribution between work
climate and teacher performance with a correlation
coefficient of 0.704 and a contribution of 49.50%.

Direct Effect of Organizational Commitment (Z1)
on Teacher Performance (Y) of Vocational
School Teachers in East Barito Regency

The study results based on multiple regression
tests showed a significant influence between the
variable organizational commitment (Z1) on
teacher performance (Y). This can be seen from the
large correlation value of 0.673 with a significance
value of 0.004 <0.05, which means that the effect of

organizational commitment on teacher
performance is proven significant.
Suriansyah  and  Aslamiah (2015)

researched the relationship of school culture,
communication, and work commitment to the
performance of public elementary school teachers
in Banjar Masin City, the results of the study found
that commitment had a relationship with teacher

performance. Yalginkaya et al (2021) also
researched The Effect of Organizational
Commitment, Motivation, Capability and Job

Satisfaction on Employee Performance at the
Pemalang Inspectorate. The results showed that
part there was a positive and significant influence
between organizational commitment to employee
performance.

Direct Effect of Work Motivation (Z2) on
Teacher Performance (Y) of Vocational School
Teachers in East Barito Regency

The study results through multiple regression
tests showed a significant influence between the
work motivation variable (Z2) on teacher
performance (Y) in vocational school teachers in
East Barito Regency. This can be seen from the
correlation value of 0.217 with a significance value
0of 0.003 <0.05, which means that the effect of work
motivation on teacher performance is proven
significant.
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Research conducted by Syamsudin and Suhaimi
(Suhaimi, 2019) regarding the Relationship
Principal Leadership to Work Motivation, Morale
Teacher and Teacher Performance of State Junior
High Schools. The results showed a direct
relationship between work motivation and teacher
performance in East Banjarmasin Junior High
School, Banjarmasin City. Furthermore, Normianti
et al. (Normianti et al., 2019) in their research, they
found that work motivation has a significant effect
on teacher performance in vocational schools in
Banjarmasin city.

Direct Effect of Job Stress (Z3) on Teacher
Performance (Y) of SMK in East Barito Regency

The multiple regression test shows a significant
influence between the work motivation variable
(Z2) on teacher performance (Y) in vocational
school teachers in East Barito Regency. This can be
seen from the correlation value of 0.412 with a
significance value of 0.002 <0.05, which means that
the effect of job stress on teacher performance is
proven to be significant.

Asniwati (Asniwati, 2020), in his research on
the influence of competence and work stress on
employee performance at the National Education
Office of North Sulawesi Province, stated that the
study results show that competence and work
stress simultaneously have a positive and
significant effect on employee performance.

Febriani et al. (Febriani et al,, 2019), in a study
entitled The Effect of Job Stress on Employee
Performance, also proves that job stress has a
significant relationship with a positive value on
employee performance.

Indirect Effect of Work Climate (X) on Teacher
Performance (Y) through Organizational
Commitment (Z1) of Vocational School Teachers
in East Barito Regency

The results of research on work climate (X) on
teacher performance (Y) through organizational
commitment (Z1) for SMK Teachers in East Barito
Regency, it can be seen that there is an indirect
effect that is given. The value of the indirect effect is
greater than the direct effect. Based on the sobel
test, it shows a significant value, Z> normal /
standard curve value, Z = 2,660> 1.96. So it can be
concluded that the wvariable organizational
commitment as a mediating variable (intervening)
has a significant effect on teacher performance. This
is supported by Pohan, in 2014 through a study
entitled the effect of work climate and achievement
motivation on teacher performance, indicating that
there is a partial influence of work climate on
teacher performance.

Indirect Effect of Work Climate (X) on Work
Motivation (Z2) through Organizational
Commitment (Z1) of Vocational School Teachers
in East Barito Regency

The results of research on Work Climate (X) on
work motivation (Z2) through Organizational
Commitment (Z1) of Vocational School Teachers in
East Barito Regency indicate that there is an indirect
effect given by Work Climate (X) on Work
Motivation (Z2). Based on the calculation of the
sobel test, it shows a significant value, Z>
normal/standard curve value, Z = 3,428> 1.96. So it
can be concluded that the variable organizational
commitment as a mediating variable (intervening)
has a significant effect on work motivation, which
means that the variable organizational commitment
can function as a mediator. Furthermore, Hanafi &
Sanosra (2018) studied the Influence of Work
Motivation, Organizational Climate on
Organizational =~ Commitment, and Lecturer
Performance in Early Childhood Education
Teachers' Training College PGRI Jember. This shows
that organizational climate indirectly affects
organizational commitment.

Indirect Effect of Work Climate (X) on Job Stress
(Z3) through Organizational Commitment (Z1)
of Vocational School Teachers in East Barito
Regency

The results showed that the working climate (X)
did not have a significant indirect effect on job stress
(Z3) through Organizational Commitment (Z1) for
SMK Teachers in East Barito Regency. It can be seen
through the calculation of the sobel test that the
value is not significant, Z < normal/standard curve
value, Z = 1.881 <1.96. So it can be concluded that
the variable organizational commitment as a
mediating variable (intervening) is not significant to
work stress, which means that the variable
organizational commitment cannot function as a
mediator. Likewise, Rahsel, Y. (2017), through
research on Employee Performance at Padjadjaran
University Bandung: Work climate and work
motivation, states a significant influence between
work climate and work motivation on employee
performance.

Indirect Effect of Work Climate (X) on teacher
performance (Y) through Work Motivation (Z2)
of Vocational School Teachers in East Barito
Regency

The results showed that the working climate (X)
has an indirect effect on teacher performance (Y)
through the motivation of the teachers (Z2) of SMK
in East Barito Regency. It can be seen through the
calculation of the sobel test that it shows a
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significant value, Z> the value of the
normal/standard curve, Z = 5.192> 1.96. So it can be
concluded that work motivation as a mediating
variable (intervening) has a significant effect on
work stress, which means that work motivation can
function as a mediator. Sigit Prasetiyo (2014) with
the research title "The Influence of Leadership Style
and Work Climate on Employee Performance with
Work Motivation as an Intervening Variable (Study
at Starred Hotels in Yogyakarta)." The results of his
research stated that there was a positive and
significant influence of the work climate on
employee performance

Indirect influence of work climate (X) on teacher
performance (Y) through work stress (Z3) for
vocational school teachers in East Barito
Regency

The results of the assessment show that
there is a positive and significant indirect effect
between the work climate (X) on teacher
performance (Y) through job stress (Z3) for SMK
teachers in East Barito Regency. It can be seen from
the calculation of the sobel test, which shows a
significant value, Z> the value of the
normal/standard curve, Z = 6.802> 1.96. This means
that the work stress variable can function as a
mediating variable (intervening) on teacher
performance, but the effect is small. Barrera-Osorio
and Raju (Barrera-Osorio & Raju, 2017), who
studied the Influence of Work Environment, Work
Motivation, and Work Stress on Employee
Performance also found that the work environment
and work stress affect employee performance, the
better the environment, the more stress, the more
employee performance increases.

Indirect Effect of Organizational Commitment
(Z1) on Teacher Performance (Y) through Work
Motivation (Z2) of Vocational School Teachers in
East Barito Regency

The results showed that there was a
positive and significant indirect effect between
organizational commitment (Z1) on teacher
performance (Y) through work motivation (Z2) for
vocational school teachers in East Barito Regency.
The result of the sobel test calculation shows a
significant value, Z> the value of the
normal/standard curve, Z = 4,120> 1.96. So it can be
concluded that the work motivation variable can
function as a mediating variable (intervening),
which positively and significantly affects teacher
performance. Furthermore, relevant research was
carried out by Normianti et al. (Normianti et al,

Satisfaction, Organizational Commitment, and OCB
with the Performance of Public Elementary School
Teachers in Banjarmasin City that the results of
statistical analysis show that there is an indirect
relationship between transformational leadership
and teacher performance through organizational
commitment.

Indirect Effect of Organizational Commitment
(Z1) on Teacher Performance (Y) through Job
Stress (Z3) for Vocational School Teachers in
East Barito Regency

The results showed that there was a positive
and significant influence between organizational
commitment (Z1) on teacher performance (Y)
through job stress (Z3) for teachers of SMK in East
Barito Regency. The result of the sobel test
calculation shows a significant value, Z>
normal/standard curve value, Z = 1.986> 1.96. So it
can be concluded that the work stress variable as a
mediating variable (intervening) has a significant
effect on teacher performance. The result is similar
to Li et al. (2017), who studied the relationship
between university faculties, job stress, and
organizational commitment in China. The study
results show that job stress in university faculties
has a positive direct effect on job satisfaction and
has a direct effect on organizational commitment.
Job stress also has a positive indirect effect.

Conclusion and Recommendation

The research concluded that there is a
significant influence of work climate on
organizational commitment, work motivation,
work stress, and teacher performance; There is a
significant effect of organizational commitment on
work motivation, work stress, and teacher
performance; There is a significant effect of work
motivation on teacher performance; There is a
significant effect of stress work on teacher
performance; There is an indirect effect of work
climate on teacher performance through teacher
organizational commitment; There is an indirect
effect of work climate on work motivation through
teacher organizational commitment; There is no
indirect effect of work climate on work stress
through organizational commitment; There is an
indirect effect of work climate on performance
through teacher work motivation; There is an
indirect effect of work climate on performance
through teacher work stress; There is an indirect
effect of organizational commitment on
performance through teacher work motivation; and

2019) concerning the Relationship of Principal There is an indirect effect of organizational
Transformational = Leadership, Teacher Job
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commitment on performance through teacher work
stress.

Considering the result of the study, it is
suggested that the headmasters should create a
working climate, initiative, and the willingness of
teachers in terms of channeling competitive desires.
They have to give motivation in the form of awards
to teachers and involve teachers in various activities
to develop the teacher's potential. Besides, they also
need to assist the teachers in explaining the
principles of learning. It was suggested that the
teachers have to improve the appropriateness of
assessment techniques and types (oral or written)
by conducting portfolio assessments. They also
need to undertake continuous exercises using
various strategies and assessment methods and
improve their ability to use various assessment
results as feedback, avoid stress symptoms by
minimizing sources of stress, and reduce the causes
of stress by refreshing or exercising together. While
the Education Office they have to provide technical
supervision to improve the quality of teacher
performance.
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