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Abstract
Teacher’s organizational commitment is one of the basic concepts unfolding the relationship between an
employee and an organization. As the success of an organization may depend on how its employees get
committed to, this present study was aimed at designing strategic policies to boost teacher’s organizational
commitment in the remote elementary schools of Merauke district, Papua, Indonesia. This present study
employed a qualitative research approach using a case study research design due to that: (a) our personal
competence of securing the informants’ real name and office that may cause any harm to their carrier and
personality, (b) our focus is on the effort of creating strategic policies to address teacher’s organizational
commitment in the remote elementary schools of Merauke district, Papua, and (c) we can utilize data of teacher’s
organizational commitment from the vary of data resources, namely: local community members, educational
practitioners (teachers, lecturers, school principals, school supervisors), and local government. A purposive
sampling technique was used to obtain 72 informants drawn from amongst local community members,
educational practitioners (teachers, lecturers, school principals, and school supervisors), and local government.
Profound interview to the local community members, educational practitioners (teachers, lecturers, school
principals, and school supervisors), and local government was the main tool of the study to collect data. Data
were analyzed qualitatively using Ishikawa’s fishbone diagram analysis. Results of data analysis revealed three
major strategic policies of boosting teacher’s organizational commitment in the remote elementary schools of
Merauke district, namely: (a) strategies related to teachers’ individual characteristics, (b) strategies related to
teachers’ working conditions, and (c) strategies related to educational policy maker. These findings might be
imperative for the institution of teacher training and education to design curriculum to address the special need
of having teachers which are morally and mentally qualified. These findings might be also worthwhile for the
local government to make an effort of creating more enjoyable working conditions and of creating regulations
that will practically guide the way of recruiting and of selecting the school principals.
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1.

Introduction

Teaching profession is a great responsibility than a mere job and, therefore, those who are willing to enter
the teaching profession have to set and to fit themselves with such required responsibilities. Teacher’s
organizational commitment is one of the basic concepts unfolding the relationship between a teacher and his or
her school. Teacher attendance reflects teacher’s commitment of how to get student success. Werang, Betaubun,
and Pure (2015) reported that one in three remote elementary school teachers of Merauke district were not at
school at the time of visit.
There are vary of studies have been conducted on teachers organizational commitment (e.g. Kadyschuk,
1997; Bogler & Somech, 2004; Crosswell, 2006; Dee, Henkin, & Singleton, 2006; William, 2011; Devos &
Tuytens, 2013; Garipaĝaoĝiu, 2013; Hamid, Nordin, Adnan, & Sirun, 2013; Ayale, 2014; Mousa & Alas, 2016).
Lack of study on teachers’ organizational commitment in Merauke district makes this present study robust. Since
Uncen, Unipa, Smeru, BPS, and Unicef’s (2012) study revealed a positive correlation between teachers
attendance and student academic achievement, getting teachers to attend the school may help remote elementary
schools of Merauke district achieve the improvement in students’ academic achievement, especially in reading,
writing, and arithmetic.
As the success of schools may depend on how teachers get committed to, this present study was aimed at
designing strategic policies to boost teachers’ organizational commitment in the remote elementary schools of
Merauke district, Papua, Indonesia. Profound interview to 72 informants drawn from amongst local community
members, practitioners (teachers, lecturers, school principals, school supervisors), and local government was the
main tool of data collection. To design strategic policies in boosting teachers’ organizational commitment in the
elementary schools of Merauke district, we employed qualitative data analysis using Focus Group Discussion
(FGD), which we briefly explain below.
2.

Review of related literature

2.1 Defining Teacher’s Organizational Commitment
Organizational commitment has attracted considerable interest in an attempt to understand and clarify the
intensity and stability of employee’s dedication to an organization (Lumley, 2010). Hall, Schneider, and Nygren
(1970) defined organizational commitment as the process by which the goals of the organization and those of the
individual become increasingly integrated and congruent. Meanwhile Porter, Steers, Mowday, and Boulian (1977)
viewed organizational commitment in terms of the strength of an individual’s identification with and
involvement in a particular organization. Whereas, Mowday, Steers, and Porter (1982) defined organizational
commitment as the relative strength of an individual’s identification with and involvement in a particular
organization. Similarly, Allen and Meyer (1990) regarded organizational commitment as a psychological
connection that individuals have with their organization, characterized by strong identification with the
organization and a desire to contribute to the accomplishment of organizational goals. Based on these opinions,
organizational commitment can be defined as an employee’s willingness to involve in and to be the part of a
particular organization which is seen as his or her investment over time.
Organizational commitment is a multi-dimensional construct (Meyer, Allen, & Smith, 1993). Meyer and
Allen (1991) conceived of organizational commitment as reflecting three core themes, that are affective,
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continuance, and normative. Each of these components has ramifications for the organization with respect to
employee absenteeism and retention. Firstly, affective commitment; according to Meyer et al. (1993), affective
commitment is employee’s emotional attachment to, identification with and involvement in the organization.
Affective commitment identifies employees who stay with the organization because they want to. To the Meyer
and Allen’s (1997) opinion, Wolowska (2014) wrote as follows:
In the model discussed, the main process which leads to the development of affective commitment
is an individual’s personal satisfaction which has its source in satisfying personal needs, meeting
expectations as well as achieving individual goals through the mediation of the organization.
This experiencing of particular satisfaction may be also connected with the sense of support
received, the sense of organizational justice as well with the feeling of workplace meaningfulness
and own contribution to the organization functioning. Therefore, work environment which
supports its employees, treats them well and positively appraises their results, contributes to
their stronger feeling of self-esteem (p. 131).
Secondly, continuance commitment; Muray et al. (as cited in Ismail, 2012) regarded continuance
commitment as the counterpart of affective commitment. “Continuance commitment is the idea that individuals
do not leave a company for fear of losing their benefits, taking a pay cut, and not being able to find another job”
(Ismail, 2012). While Buitendach and de Witte (2005 as cited in Werang & Pure, 2015) referred to as the cost
that the employee links with leaving the organization or on a perceived lack of alternative employment
opportunities. To the Meyer and Allen’s (1997) opinion, Marmaya, Hitam, Zawawi, and Jody (2011) wrote as
follows:
Continuance commitment develops out of the perceived cost (benefit against loss) and requires
that the employee be aware of these benefits or losses. Therefore, different workers who
encounter identical situation may experience different level of continuance commitment (pp.
185-186).
Thirdly, normative commitment; Meyer and Allen (1997) defined normative commitment as a feeling of
obligation to continue employment, while Marsh and Mannari (1997) viewed normative commitment as the
commitment employees consider morally right to stay in a particular organization, regardless of how much status
enhancement or satisfaction the organization gives him or her over the years. Whereas, Wolowska (2014, p. 130)
regarded normative component as “the sense of moral study to stay in the organization. Employees with high
level of normative commitment feel that they ought to do so”. To the Meyer and Allen’s (1997) opinion,
Wolowska (2014) wrote as follows:
Normative organizational commitment develops on previous socialization experience (pressure
from the family and culture) as well as on the influence the individual is subject to as a
newly-employed person in the organization during the socialization process. Socialization
experience, both from an individual’s early childhood period and the one acquired in the place of
work, include a lot of various information connected with the relevance of particular attitudes
and behavior. Complex conditioning and modeling processes teach individuals and provide them
with knowledge on what is valuable, what their family, culture or organization expect from them.
In the case of normative commitment the belief that it is proper to be loyal towards one
organization becomes internalized (p. 131).
Teacher’s organizational commitment might be high or low. High committed teacher usually performs the
following: (a) apetite for new challenges: high committed teacher is always looking for new challenges. They are
thirsty for knowledge and skills and are more happy at schools that allow them to quench that thirst; (b) problem
solving attitude: whatever obstacle may come, high committed teachers are prepared to seek way to overcome it
even without any direction from the school principal; (c) willingness to lead: high committed teacher does not
need much direction from the school principal because they have already known what tasks should be carried out
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and how to carry out the such tasks to the best possible standard, and come up with their own ways to solve
emergencies and crisis within the school; (d) job and career satisfaction: high committed teacher tends to feel
satisfied with their job and career; and (e) greater performance: high committed teacher does everything better
than what are required (Webrecruit Ireland, 2015). On the contrary, low committed teacher may create
difficulties and cause the deviations in respect to the educational aims of the school. Low committed teacher
usually performs the following attitudes: (a) showing less interest in advancement; (b) seeming less interested in
pleasing their boss then before; (c) acting reluctant to commit to long-term projects; and (d) doing the minimum
amount of work needed (The KMA Team, 2014).
Based on the above definitions, teacher’s organizational commitment refers to teacher’s perception of and
identification with the organization in which he or she belongs. Teacher’s way of percepting the organization
may influence the way of his or her identification with that organization. We do believe, a teacher may be gladly
identify his or herself with the organization in which his or her rights are met adequately and, then, involves
strongly contributing for the attainment of the organization’s goals.
2.2 Determinants of Teacher’s Organizational Commitment
Teacher’s organizational commitment is of crucial for organizational effectiveness (Dee et al., 2006) and,
therefore, it is important to identify the determinant factors of teacher’s commitment to the school. Vary of
studies have been conducted to examine what factors determine teacher’s organizational commitment. Some
scholars argued that teachers’ organizational commitment is mainly affected by principal leadership (e.g. Hoy,
Tarter, & Bliss, 1990; Koh, Steers, & Terborg, 1995; Nguni, Sleegers, & Denessen, 2006). Littrel and Billingsley
(1994) and Singh and Billingsley (1998) indicated that supportive leadership, which is related to the leaders’ role
in fostering and setting a collective school vision and clear goals, motivating and helping teachers, stimulating
teachers’ professional learning, is likely to have a positive effect on teachers’ organizational commitment.
Rosenholtz (1989) and Louis (1998) suggested that teachers are more committed to the school when principals
offer feedback, encouragement, and acknowledgement. While Ebmeier (2003) and Somech (2005) indicated that
supervisory leadership, which is characterized by monitoring and supervising teacher, is closely related to
teachers’ organizational commitment.
Other scholars argued that teacher’s organizational commitment is affected by teachers’ individual
characteristics, such as age and gender. Many studies (e.g. Sheldon, 1971; Hrebiniak & Alluto, 1972; Steers,
1977; Stevens, Beyer, & Trice, 1978; Angle & Perry, 1981; Morris & Sherman, 1981, Mathieu & Zajac, 1990)
claimed that age is positively related to commitment level. For example, Mathieu and Zajac (1990, p. 177)
suggested that older workers become more attitudinally committed to an organization for a variety of reasons,
including greater satisfaction with their jobs, having recieved better positions, and having ‘cognitively justified’
their remaining in an organization. Other studies (e.g. Mathieu & Zajac, 1990; Bar-Hayim & Bermann, 1992;
Cohen, 1992) asserted that gender differences may influence organizational commitment. Mathieu and Zajac
(1990, p. 177) found that women tended to be more organizationally committed than men, whereas Cohen (1992)
found that among blue collars workers, females were more committed to the organization, while among white
collar professionals, male were more committed.
In Indonesia context, our previous study (Werang et al., 2015) revealed four main categories of factors
influencing low level of teachers’ organizational commitment in the remote elementary schools of Merauke
district, Papua, namely: (a) school principal such as lack of leadership capabilities and of teaching motivation, (b)
teachers’ individual characteristics which comprised of teachers’ job satisfaction and teachers’ marital status, (c)
teachers’ working conditions which comprised of inadequate school physical facilities such as unavailability of
school housings and of teaching-learning facilities, high cost of transportation and of living in the remote area,
and (d) local government policy of assigning spouses teachers in the different area which is far apart and of
appointing school principal based on the interest of the local authorities.
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Based on the above findings, determinant factors of teachers’ organizational commitment could be
summarized as follows: [a] principal leadership both supportive leadership (e.g. fostering and setting a collective
school vision and clear goals, motivating and helping teachers, stimulating teachers’ professional learning) and
supervisory leadership (e.g. monitoring and supervising teacher); [b] teachers’ individual characteristics and
behavior such as age, gender, marital status, and job satisfaction; [c] teachers’ working conditions such as school
physical supporting facilities (e.g. school housings, teaching-learning facilities, high cost of transportation and of
living in the remote area); and [d] local government policy of assigning teachers and of appointing school
principals.
2.3 Analytical Framework of the Study
Based on the Merauke district academic thinking and related literatures examining the strategies for
boosting teachers’ organizational commitment in the remote elementary schools of Merauke district, the
analytical framework of this present study is as presented in Figure 1.

Figure 1. Analytical framework of the study
3.

Methodology

This study dealt with the question of what are the strategies that could improve teacher organizational
commitment in the remote elementary schools of Merauke district, Papua, Indonesia? Since this study is
concerned with the effort of boosting teacher’s organizational commitment, the proper study design to handle the
issue was a qualitative design using a case-study method. We employed a qualitative research approach using a
case study research design due to that: (a) our personal competence of securing the informants’ real name and
office that may cause any harm to their carrier and personality, (b) our focus is on the contemporary phenomenon
only, that is teachers absenteeism in the remote elementary schools of southern Papua, Indonesia; and (c) we can
utilize data of teachers absenteeism from the vary of data resources, namely: teachers, school principals, and
local community members.
Merauke district comprised of 20 sub-districts with the total population of 213,484. There are 203
elementary schools with the total number of teachers are 1300 (see Table 1). Data were collected from April
2016 to October 2016 due to limited research personnel. Profound interview to the teachers, elementary school
principals, and local community members of respective schools was the main tool of the study to collect data. A
purposive sampling technique was used to obtain 72 informants drawn from amongst local community members
(LCM = 35 informants), teachers (T = 26 informants), school principals (SP = 4 informants), and school
supervisors (SS = 2 informants), and local authorities (LA = 5 informants) of 12 remote elementary schools of
Merauke district. Participants were given a code based on the date of collecting data.
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Table 1
Geographical and Demographical Details of Merauke District Area
Sub-District
Kimaam
Waan
Tabonji
Ilwayab
Okaba
Tubang
Ngguti
Kaptel
Kurik
Animha
Malind
Merauke
Naukenjerai
Semangga
Tanah Miring
Jagebob
Sota
Muting
Eligobel
Ulilin
Total

Area (Km)
4,630.30
2,868.06
5,416.84
1,999.08
1,560.50
2,781.18
3,554.62
2,384.05
977.05
1,465.60
490.60
1,445.63
905.86
326.95
1,516.67
1,364.96
2,843.21
3,501.67
1,666.23
5,092.57
46,791.63

Population
6,214
4,804
5,485
5,480
5,232
2,397
2,007
1,861
14,270
9,530
2,083
95,562
13,878
18,183
7,494
3,114
2,009
5,469
4,053
4,359
213,484

Elementary Schools
8
8
6
5
11
6
7
5
12
5
7
36
5
11
16
14
6
12
12
11
203

Teachers
52
28
24
31
72
31
38
22
73
29
37
367
22
68
96
79
27
72
66
64
1300

Source. The Central Bureau of Statistics of Merauke District, 2014 (with modification).

To validate data, we employed triangulation (by interviewing the same informant on two different occasions)
and member check by conducting FGD with the involvement of the informants’ representative. We conducted
data analysis qualitatively using Ishikawa’s fishbone analysis (WBI Evaluation Group, 2007) due to that: (a)
fishbone analysis permit a thoughtful analysis that avoids overlooking any possible root causes for a need; (b)
the fishbone technique is easy to implement and creates an easy-to-understand visual representation of the causes,
categories of the causes and the need; and (c) by using fishbone analysis, we were able to focus our attention to
all possible causes or factors influencing teachers absenteeism in the remote elementary schools of southern
Papua, Indonesia (see Figure 2).

Figure 2. Ishikawa’s Fishbone Analysis Diagram
(Source. WBI Evaluation Group, 2007, with modification)
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4.

Results

Strategies found to be adequately boosting teachers’ organizational commitment in the remote elementary
schools of Merauke district are follows:
4.1 Teachers’ perception of the strategies of boosting teachers organizational commitment:


Building well-equipped school housing for teachers.



Breaking the remoteness by providing public transportation.



The appointment of school principal should not be based of the political interest of local authorities.



Spouses teachers should not be assigned in the different working areas which are far apart.



School principal’s appointment should be based on the competency he or she has.



Provide ICT and electricity facilities for teachers to upgrade knowledge and skills of teaching.



Improving local community ties.



Improving parental involvement in child(ren) education.



Improving parental awareness on the importance of child(ren) education.

4.2 Local Community’s perception of the strategies of boosting teachers organizational commitment:


Delaying payment of wage.



Dismissal.



Building healthy and well-equipped school housing for teachers.



Breaking the remoteness by providing public transportation.



Teachers’ recruitment should be based first on the passion and moral disposition.



Teachers’ candidate should be well educated and trained.



Regular monitoring.

4.3 Principals’ perception of the strategies of boosting teachers organizational commitment:


Regular monitoring



Building healthy and well-equipped school housing for teachers.



Spouses teachers should not be assigned in the different working areas which are far apart.



Provide IT and electricity facilities for teachers to upgrade knowledge and skills of teaching.

4.4 School supervisors’ perception of the strategies of boosting teachers organizational commitment:


Provide sufficient funds for regular monitoring.



Spouses teachers should not be assigned in the different working areas which are far apart.



Building healthy and well-equipped school housing for teachers.
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4.5 Authorities’ perception of the alternative strategies of boosting teachers organizational commitment:


Delaying payment of wage.



Dismissal.

We started data analysis with an effort of reducing data which are not relevant to the topic. To display data
we employed Ishikawa’s fishbone analysis. In order that data were categorized well under the Ishikawa’s causes
and effects diagram, we grouped the data into three main categories as follows. Firstly, alternative strategies
related to the teachers’ individual characteristics which comprised of (a) reinforcing teachers’ basic formation, (b)
improving teachers’ welfare, (c) creating moral standards for teachers’ recruitment, (d) teachers’ ongoing
formation, and (e) assigning spouses teachers in the same working area. Secondly, strategies related to the
teachers’ working conditions which comprised of: (a) breaking the remoteness by providing transportation and
ICT facilities, (b) providing adequate school physical facilities, such as school housings and teaching learning
facilities, (c) empowering school principal’s roles and capabilities through leadership training and creating high
standards for principal’s recruitment and selecting, (d) improving parents’ awareness on the importance of
education and of their involvement in the school’s life through socialization and accompaniment. Thirdly,
strategies related to the educational policy maker which comprised of (a) building finance policy for regular
monitoring, (b) strengthening management at the level of Education Office, (c) creating standards for school
principal’s recruitment, selection, and appointment, (d) delaying payment of wage for teachers who do not teach
regularly, and (e) dismissal. The results of data analysis are displayed in Figure 3.

Figure 3. Strategies for improving teacher’s organizational commitment in the remote elementary schools of
Merauke district, Papua, Indonesia
22
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5.

Discussions

5.1 Teacher’s Individual Charateristics
The strength of teaching profession might depend upon the degree of commitment of teachers. In the context
of teacher’s individual characteristics, Fox (1964, pp. 19-20) pointed out at least four characteristics of
committed teachers. Firstly, committed teacher desires to be a good teacher. Fox (1994) noted ‘the desire of
being a good teacher’ as of the most important characteristics of committed teacher. Further, Fox (1994) stated as
follows,
The committed teacher [...] wants to teach and he wants to do this well. [...] The committed
teacher enjoys working with children and youth and has a strong desire to help each person
develop his full potential. He enjoys his work as a teacher; and his students, his colleagues, and
the member of the community knows that he enjoys teaching (p. 19).
Unfortunately, our previous study in the remote elementary schools of Merauke regency revealed that one in
three teachers is not at school at the time of visit. They are heading for urban area for more enjoyable activities.
In order to waive that a pity condition, in this study we offer teacher’s basic formation reinforcement and the
need of moral standards for teacher’s recruitment as the strategies to improve teacher’s commitment to the
teaching profession.
Secondly, committed teacher is more than a purfeyor of fact. Nemo dat quod non habet, thus Latin proverb.
It means that ‘nobody can not give what he or she has not’. This proverb assumes that one must have something
to teach before he or she can teach. The committed teacher always realizes that education is more than an
accumulation of factual informations that he or she has had (Fox, 1994, p. 19). As teacher does not finish
learning with his or her graduation, the teacher should be a selector of knowledge and skills in our rapidly
changing society. Rahman et al. (2011 as cited in Werang, 2014) argued that if teacher fails to keep himself or
herself in touch with the rapid changing in human knowledge which offers new approaches and new methods of
teaching, he or she is proving himself or herself as an inefficient and ineffective. In this context of view, teacher
ongoing formation is one of the strategies to enhance teacher’s commitment to the teaching profesion.
Thirdly, committed teacher recognizes and accepts the worth of each individuals. The teacher commits to the
worth of each individual means that he or she is realy concerned to the total development of his or her students.
The committed teacher recognizes that students are vary in socioeconomic (SES) background, size, color, and
motivation, and he or she attempts to provide for such differences (Fox, 1964, p. 20). Teachers who go away
from the teaching of any knowledge, skilss, and values are doing disservice to the education of all educable
youth. To help teacher to not go way from his or her obligation of teaching, in this present study we offer
‘improving teacher’s welfare and ‘assigning spouses teachers in the same working area’ as the strategies of
improving teacher’s commitment to the teaching profession.
Fourthly, committed teacher fulfills his or her personal responsibilities. Teachers are regarded by the society
as gatekeepers to knowledge and mentors with an important role to develop child(ren)’s character (Suparno,
2008 as cited in Uncen-Unipa-Smeru-BPS-Unicef, 2012, p. 22). Regarding teacher’s role of developing students’
character inside and outside of the classroom, Lumpkin (2008, p. 45, 49) stated,
Teachers should educate for character, especially through teaching respect and responsibility. [...]
Teachers with character serve as role models for telling the truth, respecting others, accepting
and fulfilling responsibilities, playing fair, earning and returning trust, and living a moral life.
They should model the importance of engaging in lifelong quest to do the harder right, rather
than the easier wrong. Teachers with character teach their students that individuals make
morally principled decisions through the moral-reasoning process. They can help their students
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know what their values are, believe in these values as an integral part of who they are, and live
their life in alignment with these values (p. 45 and 49).
Koenig (2014, p. 1) argued that teachers are entrusted with the responsibility to educate the future
productive citizens of tomorrow to contribute to the boarder well-being of a society. Teachers are even obliged to
perform well many different roles and responsibilities, such as being a motivator, observer, counsellor, manager,
school leader, resource provider, mentor for fellow teachers, and an active agent of change for themselves and
their students. In this respect, we offer ‘improving teacher’s welfare’ and ‘teachers ongoing formation’ as the
alternative strategies of improving teacher’s commitment to the profession, school, students, and teaching
activities in order that the effectiveness of school is met adequately.
5.2 Teacher’s Working Conditions
The committed teacher recognizes well his professional tasks and responsibilities to students, parents,
colleagues, school principal, educational administrator, and the local community. As a teacher he or she is
obliged to accept his or her professional tasks of teaching, educating, and training the students. As a teacher he or
she is also obliged to accept his or her professional responsibilities of advancing the cause of education,
improving the quality of teaching, promoting the welfare of teachers, and elevating the status of the profession
(Fox, 1994; Werang, 2010).
Teaching is a very exhausted and stressful profession especially for those teachers who work in remote areas.
In this context of view, having an attractive and enjoyable workplace is a key to boost teacher’s organizational
commitment and schools success alike. Our previous study (Werang, Leba, & Pure, 2016) revealed that teachers
in the remote areas may spend more time away from their schools due to that: (a) remoteness with regards to
high cost of living due to the logistical difficulties transportation and the absence of public transportation to
access school, (b) school physical facilities with regards to the inavailability of school housing and of
teaching-learning facilities, (c) principal leadership with regards to the lack of principal’s competence due to the
local authority’s policy of appointing school principal based on the political interest, and (d) the unawareness of
local community on the importance of education for child(ren)’s future life.
Teacher is still man or woman who, just like other employees, likely to feel more committed in a more
comfortable workplace. To create a more comfortable place for teachers, our present study offer 4 alternative
strategies to improve teacher’s commitment to the teaching profession as follows: (a) breaking the remoteness
through providing public transportation and ICT facilities; (b) empowering principal’s role and capabilities as
agent of change through regular training and creating standards for the recruitment and selecting of school
principal; (c) providing school physical facilities through building well-equipped school housing and providing
teaching-learning facilities; and (d) improving parental awareness on the importance of child(ren)’s education
through regular socialization and accompaniment.
5.3 Educational Policy Maker
Since the education of the young people is calling for the active involvement of the government to maintain
the school facilities and to provide teachers with instructional resources and educational policies, the role of local
government is one of the most important components to school success. In the context of Papua, Indonesia, this
role seems to be a privilege for the local government since it has been given the pivotal rights of recruiting,
selecting, and assigning both teachers and the school principals. Unfortunately, this privilege are often abused for
political interest of the local authorities. Local authorities may have their own perception on how teachers and
the school principals are assigned but our previous study (Werang et al., 2016) revealed of that matter.
Our previous study (Werang et al., 2015) revealed that local authority’s educational policy is one of the
factors responsible for the low level of teacher organizational commitment in the remote elementary schools of
Merauke regency, Papua. In this context of view, in this present study we offer the following strategies for
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boosting teacher’s commitment to the teaching profession: (a) delaying payment of wage; (b) strengthening
educational management at the level of Education Office; (c) creating standards for principal recruitment and
selection; (d) building finance policy for regular monitoring; and (d) dismissal.
6.

Conclusions, Implications, and Recomendation

Our study’s findings indicate that high teachers’ commitment to the work of teaching in the remote
elementary schools of Merauke district, Papua, is predicted by three main categories of strategies as follows:


Strategies related to teachers characteristics: reinforcing teachers’ basic formation, creating standards
for teacher recruitment, improving teachers’ welfare, teachers’ ongoing formation, and assigning
spouses teachers in the same working area.



Strategies related to teacher’s working conditions: breaking the remoteness, improving parental
awareness on the importance of education, providing school physical facilities, and empowering
principal’s role and capabilities.



Strategies related to educational policy maker: strengthening management at the Office of Education,
building finance policy for regular monitoring, delaying payment of wage, creating standards for
principal recruitment and selection, and dismissal.

Practical implication of our findings is that teachers’ organizational commitment in the remote elementary
schools of Merauke district, Papua, would only be improved if all the above designed strategies are seriously and
well implemented by all the interest parties, such as local government and the institution of teacher training and
education. Based on the findings, it might be imperative for: (a) the institution of teacher training and education
to design specific curriculum to address the special need of having teachers which are morally and mentally
qualified, and (b) the local government to make an effort of creating more enjoyable working conditions and of
creating regulations that will practically guide the way of recruiting and of selecting the teachers and the school
principals alike.
The present study reveals something new that might not be found in the previous study. Therefore, findings
of our study may theoretically add the existing literature on the strategies of boosting teachers’ organizational
commitment. Since our study is limited on the view of designing strategies to boost teacher’s organizational
commitment in the remote elementary schools of Merauke district, Papua, a deeply and widely study on this
topic is fully recommended.
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