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Abstract: 
This study aims to describe the influence of work motivation and work 
commitment on the loyalty of teachers working in madrasahs. Employing a 
qualitative approach with library research as its primary research design, data 
were collected from relevant books, scientific journal articles, and academic 
sources. The collected data were then analyzed using Content Analysis to 
identify and interpret patterns and themes , complemented by triangulation to 
enhance credibility. The results indicate that teacher loyalty does not develop 
spontaneously but is simultaneously and significantly shaped by both work 
motivation and work commitment. Work motivation, consisting of intrinsic and 
extrinsic drives, encourages teachers to perform their duties with enthusiasm, 
discipline, and perseverance. Meanwhile, work commitment—encompassing 
affective, continuance, and normative dimensions—reflects teachers' emotional 
and moral attachment to the institution, driving them to comply with 
regulations and remain loyal despite various challenges. Within the madrasah 
context, these factors are deeply intertwined with spiritual values, sincerity, and 
the intention to regard teaching as an act of worship. Consequently, the 
relationship among work motivation, work commitment, and teacher loyalty is 
mutually reinforcing , collectively contributing to institutional stability, 
enhanced instructional quality, and a harmonious working environment. Based 
on these findings, it is highly recommended that madrasah management 
prioritize strategies to strengthen teacher motivation and commitment through 
inspirational leadership, fair reward systems, and the reinforcement of Islamic 
values.  
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INTRODUCTION 
The educational foundation possessed by a society plays a vital role in its 

overall development (Abdullah, 2025). It is undeniable that a society with a 
strong educational foundation becomes more qualified and better equipped to 
compete in an increasingly competitive era, where competition is becoming 
more intense across various aspects of life. In such a competitive environment, 
high-quality human resources are essential. These are individuals who are 
capable of facing competition and possess the skills required in various fields of 
life. The quality of human resources plays a crucial role in determining the 
success of both physical and non-physical development sectors (Muslimin, 
2020). Work motivation and work commitment are among the key factors 
influencing teacher loyalty within educational institutions. These variables are 
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closely interconnected. Teachers with high work motivation tend to 
demonstrate stronger loyalty toward their schools or madrasahs. Conversely, 
teachers with low motivation are likely to exhibit weaker organizational loyalty. 
The same principle applies to work commitment. Teachers who possess a high 
level of work commitment generally display stronger loyalty to their institutions, 
whereas low work commitment tends to result in reduced loyalty toward the 
school (Suwardi, 2015).  

Teachers' commitment to their profession reflects their loyalty to their 
work (Sudarwan, 2025). Teacher work loyalty represents teachers' beliefs 
regarding their professional responsibilities, accompanied by specific attitudes 
and feelings that influence their responses and behavior in carrying out their 
duties according to their personal values and choices. Consequently, teacher 
loyalty significantly affects how teachers perform their professional 
responsibilities. Teacher work loyalty can be observed through their dedication, 
commitment, job satisfaction, and work motivation. Teachers who demonstrate 
high levels of loyalty and motivation are more likely to perform professionally 
and exhibit strong professional competence (Zain, 2026). Loyalty is influenced 
by both internal and external factors. Internal factors include physiological and 
psychological aspects, while external factors encompass the situations faced by 
individuals, social norms, as well as various obstacles and encouragements 
present within society (Suwardi, 2015). Philosophically, work motivation and 
work commitment are internal factors that shape teacher loyalty. Motivation 
encourages teachers to perform their duties optimally, whereas commitment 
fosters a strong attachment to the organization. Together, these factors cultivate 
loyalty manifested through dedication, devotion, and a willingness to continue 
contributing to the development of the madrasah.  

Several previous studies have examined topics closely related to the 
present research (Khofsah, 2026). Asti Yuliarni, Muh. Anis, and Amir Hamzah 
conducted a study entitled "The Influence of Work Motivation and Job 
Satisfaction on Teachers' Work Commitment." Their findings revealed that work 
motivation has a positive and significant effect on teachers' work commitment. 
Teachers with higher work motivation tend to demonstrate stronger attachment 
to their educational institutions. This study is relevant because it indicates that 
motivation is an important factor in developing work commitment, which 
ultimately contributes to improving teacher loyalty toward madrasahs (Asti, 
2025). Another study conducted by Nur Aminatul Asma, entitled "Improving 
Madrasah Teacher Performance through Work Motivation, Job Satisfaction, 
and Organizational Commitment," found that both work motivation and 
organizational commitment positively influence teacher performance 
(Khomairotusshiyamah, 2026). Teachers who possess strong motivation and 
organizational commitment demonstrate better performance in carrying out 
their educational responsibilities. These findings suggest that motivation and 
commitment are essential factors in shaping positive teacher behavior, 
including loyalty toward educational institutions (Asma, 2022).  

Furthermore, Ni Made Ita Oktaviani and Ida Bagus Surya Manuaba 
conducted a study entitled "The Contribution of Emotional Intelligence and 
Work Motivation to Teachers' Work Commitment." Their research 
demonstrated that work motivation makes a significant contribution to 
enhancing teachers' work commitmen (Kamil, 2025)t. The higher the teachers' 
motivation, the stronger their commitment to the school organization. This 
finding supports the assumption that work motivation contributes indirectly to 
teacher loyalty through increased organizational commitment (Oktaviani, 
2023). Fitria Elvi, in her study entitled "Teacher Work Loyalty from a Literature 
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Review Perspective: Motivation, Job Satisfaction, Work Environment, and 
Compensation," concluded that teacher loyalty is influenced by several factors, 
one of which is work motivation. Teachers with high motivation tend to remain 
loyal to their institutions, protect the institution's reputation, and demonstrate a 
strong willingness to serve over the long term. This study is highly relevant 
because it directly discusses the relationship between work motivation and 
teacher loyalty (Elvi, 2023). Similarly, Meylinda Putri Nur Fadillah conducted a 
study entitled "Analysis of the Influence of Motivation and Job Satisfaction on 
Teacher Performance through Teacher Commitment at SMKN 5 Bojonegoro." 
The findings revealed that work motivation significantly affects teacher 
commitment, while teacher commitment contributes to improving the quality of 
teachers' performance and responsibilities. This research indicates that work 
commitment serves as an important mediating variable linking work motivation 
with positive organizational behavior, including loyalty toward educational 
institutions (Fadillah, 2022).   

Another relevant study was conducted by Daisak Hidayat Baihaqi and 
colleagues, entitled "The Influence of Work Motivation and Compensation on 
Teacher Loyalty with Job Satisfaction as a Mediating Variable among Civil 
Servant Junior High School Teachers in Banjarnegara District." Their findings 
indicated that work motivation positively influences job satisfaction, while job 
satisfaction significantly affects teacher loyalty (Novita, 2025). This study 
confirms that teacher loyalty does not develop spontaneously but is shaped by 
various psychological and organizational factors, including work motivation. 
These findings reinforce the importance of examining the influence of work 
motivation and work commitment on madrasah teacher loyalty in the present 
study (Baihaqi, 2022). The present study differs from previous research by 
specifically focusing on the influence of work motivation and work commitment 
on teacher loyalty in madrasahs. Therefore, this study aims to describe the 
influence of work motivation and work commitment on the loyalty of teachers 
working in madrasah. 
 
RESEARCH METHODS 

This study employed a qualitative case study methodology to investigate 
the influence of work motivation and organizational commitment on the loyalty 
of madrasah teachers. Data were analyzed using triangulation by comparing 
multiple data sources to minimize bias and enhance the credibility and 
trustworthiness of the findings (Petticrew & Roberts, 2006).  

In addition, this study adopted a qualitative approach with library 
research as its primary research design. Data were collected from relevant 
books, scientific journal articles, and other academic sources related to the 
research topic. The data were analyzed using Content Analysis, which 
systematically identifies, examines, and interprets patterns, themes, and 
meanings within the collected literature to draw comprehensive and valid 
conclusions (Holidi et al., 2025). 

 
RESULTS AND DISCUSSION 
Work Motivation as the Driving Force for Strengthening Teacher 
Loyalty in Madrasahs 

Work motivation emerged as one of the most influential factors in 
shaping teacher loyalty within madrasahs (Rofik & Mudarris, 2024). The 
findings indicate that motivation functions as an internal and external driving 
force that encourages teachers to perform their professional responsibilities 
enthusiastically, responsibly, and consistently. Theoretical perspectives from 
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Winardi, Hasibuan, Uno, Robbins, and other scholars consistently emphasize 
that motivation stimulates individuals to direct their behavior toward achieving 
organizational goals. Within the educational context, motivated teachers 
demonstrate greater willingness to invest time, energy, and professional 
expertise to improve learning quality and institutional performance (Saputra et 
al., 2026). 

The findings further reveal that teacher work motivation consists of two 
complementary dimensions, namely intrinsic motivation and extrinsic 
motivation. Intrinsic motivation originates from teachers' personal values, 
professional competence, responsibility, commitment to students, and religious 
beliefs. In Islamic educational institutions, intrinsic motivation is strengthened 
by the perception that teaching is not merely an occupation but also a form of 
worship and service to society (Haisuma et al., 2026). Consequently, teachers 
who possess strong intrinsic motivation tend to demonstrate sincerity, 
perseverance, and dedication even when facing limited resources or challenging 
working conditions. Extrinsic motivation, on the other hand, is derived from 
organizational support provided by the madrasah. Fair compensation, 
recognition of achievements, supportive leadership, professional development 
opportunities, adequate facilities, transparent organizational policies, and 
harmonious interpersonal relationships all contribute significantly to 
strengthening teachers' enthusiasm for work (Ni’am, 2025). The findings 
suggest that teachers become more committed to institutional goals when they 
perceive that their contributions are appreciated and that the organization 
supports their professional growth. 

Another important finding concerns the behavioral indicators of 
motivated teachers. Highly motivated teachers consistently display 
perseverance in completing instructional duties, maintain discipline in 
attendance and administrative responsibilities, willingly face professional 
challenges, and continuously seek innovative teaching strategies. They 
demonstrate patience in handling students with different learning 
characteristics and actively participate in school improvement programs. Such 
behaviors reflect not only professional competence but also psychological 
readiness to contribute beyond minimum job requirements. The study also 
indicates that work motivation positively influences teachers' professional 
performance, which subsequently strengthens organizational attachment. 
Teachers who experience high levels of motivation are more likely to prepare 
lesson plans carefully, employ creative instructional methods, evaluate student 
learning objectively, and participate in continuous professional development 
activities. These behaviors increase teachers' sense of achievement and reinforce 
their emotional connection with the institution. 

Furthermore, motivation encourages teachers to develop stronger 
organizational identification. When teachers perceive that the madrasah 
provides opportunities for career advancement, values their contributions, and 
creates a supportive work environment, they gradually develop a sense of 
belonging toward the institution (Sain, 2026). This psychological attachment 
becomes the foundation for teacher loyalty because teachers no longer perceive 
themselves merely as employees but as integral members responsible for 
achieving the organization's educational mission. The findings also emphasize 
that motivation in madrasahs extends beyond financial incentives. Religious 
values, ethical leadership, collegial relationships, and opportunities to 
contribute to students' moral development constitute unique motivational 
factors in Islamic educational institutions. These non-material aspects often 
become stronger sources of motivation than economic rewards alone because 
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they satisfy teachers' spiritual and psychological needs. 
Overall, the findings demonstrate that work motivation is a 

multidimensional construct that significantly influences teacher loyalty. 
Teachers with high intrinsic and extrinsic motivation exhibit stronger 
commitment to instructional excellence, demonstrate greater resilience in 
overcoming professional challenges, actively participate in institutional 
development, and maintain long-term dedication to the madrasah. Therefore, 
strengthening teacher motivation through effective leadership, equitable reward 
systems, supportive organizational culture, continuous professional 
development, and reinforcement of Islamic values represents a strategic 
approach for improving teacher loyalty and ensuring sustainable educational 
quality. 

 
Work Commitment as the Foundation for Sustainable Teacher 
Loyalty and Organizational Development 

The second major finding indicates that work commitment serves as the 
primary psychological foundation supporting sustainable teacher loyalty in 
madrasahs. Commitment reflects teachers' emotional attachment, moral 
responsibility, and professional dedication toward the institution. Unlike 
motivation, which primarily functions as the driving force for behavior, 
commitment represents a deeper psychological bond that encourages teachers 
to remain loyal and contribute consistently to organizational success over an 
extended period. 

The findings reveal that organizational commitment consists of three 
complementary dimensions: affective commitment, continuance commitment, 
and normative commitment. Affective commitment refers to teachers' 
emotional attachment to the madrasah, resulting in genuine enthusiasm to 
remain part of the institution because they identify with its vision, mission, and 
values. Teachers with strong affective commitment willingly participate in 
school development initiatives, collaborate effectively with colleagues, and take 
pride in promoting the institution within the community. Continuance 
commitment represents teachers' consideration of the benefits and 
consequences associated with remaining in the organization. Although financial 
security and career opportunities influence this dimension, the findings indicate 
that teachers also value professional stability, long-term relationships with 
colleagues, and accumulated organizational experience. Consequently, teachers 
become less likely to leave the institution because they recognize both personal 
and organizational benefits gained through continued membership. 

Normative commitment reflects teachers' moral obligation to remain 
loyal to the madrasah. Within Islamic educational institutions, this dimension is 
particularly important because teachers often perceive their responsibilities as 
ethical and religious obligations. Their commitment is strengthened by beliefs 
regarding service, sincerity, accountability before God, and responsibility for 
students' intellectual and spiritual development. These values encourage 
teachers to remain dedicated even during periods of organizational difficulty or 
limited institutional resources. 

The findings also identify several organizational factors influencing 
commitment development. Organizational justice, transparent communication, 
supportive leadership, employee participation, shared institutional values, trust 
between teachers and administrators, and opportunities for professional 
involvement all contribute significantly to strengthening commitment (Razaq, 
2026). Teachers who experience fairness and respect within the organization 
are more likely to develop positive attitudes toward institutional goals and 
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demonstrate greater willingness to contribute beyond contractual obligations. 
High work commitment is reflected through observable behaviors that directly 
strengthen teacher loyalty. Committed teachers consistently obey organizational 
regulations, complete assigned responsibilities professionally, voluntarily accept 
additional duties, protect the institution's reputation, maintain productive 
relationships with colleagues, and actively participate in organizational 
improvement initiatives. These behaviors create organizational stability and 
enhance institutional effectiveness because committed teachers become reliable 
partners in achieving educational objectives. 

The findings further demonstrate that teacher loyalty represents the 
cumulative outcome of sustained work commitment. Loyal teachers exhibit low 
turnover intentions, maintain consistent productivity, support organizational 
change initiatives, and willingly sacrifice personal interests for institutional 
advancement when necessary. Their loyalty contributes to continuity in teaching 
quality, stronger teamwork, improved student learning experiences, and 
enhanced public trust in the madrasah. An important finding is the mutually 
reinforcing relationship between motivation, commitment, and loyalty. Strong 
work motivation encourages teachers to become more actively engaged in 
organizational activities, while continuous positive experiences within the 
organization strengthen work commitment (Rahman, 2026). As commitment 
develops, teacher loyalty becomes increasingly stable and less dependent on 
temporary external rewards. This reciprocal relationship creates a positive 
organizational cycle in which motivated teachers become committed employees, 
committed employees become loyal organizational members, and loyal teachers 
contribute significantly to sustainable institutional development. 

Therefore, the findings conclude that strengthening teacher loyalty 
requires comprehensive organizational strategies that integrate motivation 
enhancement with commitment development. Madrasah leaders should foster 
inspirational leadership, establish equitable reward systems, encourage 
participative decision-making, provide continuous professional development 
opportunities, strengthen organizational communication, and reinforce Islamic 
values that promote sincerity, responsibility, and collective commitment. 
Through these integrated efforts, madrasahs can cultivate a loyal teaching 
workforce capable of maintaining educational excellence, organizational 
stability, and sustainable institutional development for the long term. 
 
CONCLUSION 

First, the importance of work motivation and work commitment in 
fostering teacher loyalty in madrasahs cannot be overstated. Teachers are the 
primary pillar of the sustainability and quality of education in madrasahs. 
Teacher loyalty is a strategic factor that determines institutional stability, the 
quality of the teaching and learning process, and the character development of 
students. Teacher loyalty does not emerge instantly; rather, it is shaped by 
various internal and external factors, particularly work motivation and work 
commitment. Teachers with high work motivation demonstrate enthusiasm, 
responsibility, and dedication in carrying out their professional duties. 
Meanwhile, strong work commitment reflects teachers’ emotional and moral 
attachment to the madrasah, encouraging them to remain loyal, comply with 
institutional regulations, and contribute consistently to the achievement of 
educational goals. These two factors complement one another and have a direct 
influence on teachers’ loyalty in fulfilling their roles as educators. 

Second, enhancing teacher loyalty in madrasahs cannot be separated 
from efforts to strengthen work motivation and work commitment. Madrasah 
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leaders should implement effective leadership practices, create a supportive and 
conducive work environment, provide fair recognition and rewards, and 
reinforce Islamic values within the organizational culture. With teachers who 
are motivated, committed, and loyal, madrasahs will be better positioned to 
improve educational quality, maintain institutional stability, and achieve their 
educational objectives in a sustainable manner. 
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