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Abstract.

One form of organizational responsibility is in terms of advancing and developing
the career of its employees. In educational institutions such as schools, the
administrative staff is tasked with maintaining the academic administrative process
so that the academic process can run smoothly. This is inseparable from the quality
of human resources possessed by schools that have good quality, motivation, and
commitment to the institution where they work. Employee career development is one
form of rights that quality employees have, this aspect is important because it can
provide opportunities for employees and support their welfare.This study aimed to
determine organizational culture and commitment mediated by motivation for school
administration staff’s career development in the South Tangerang Region. Using the
purposive sampling technique in this study's data collection, the respondents were
administrative staff from schools in the South Tangerang region with 100
respondents. The analysis uses Structural Equation Modeling testing through
SmartPLS. The results showed that motivation has a role in mediating the
relationship between organizational culture and employee commitment to school
administration staff’ career development in South Tangerang Region.

Keywords: Organizational Culture, Employee Commitment, Employee Motivation,
Career Development.

I INTRODUCTION

In this era of globalization, one aspect that must be fulfilled in responding to information
development demands, especially in education, demands improving human resources quality in
educational institutions. In educational institutions such as schools, administrative staff plays a role in
helping the academic, administrative process run smoothly. This is inseparable from the quality of
human resources owned by schools, which to support the smooth administrative process in schools
requires human resources who have good quality, motivation, and commitment to the institution
where they work. One aspect that can affect employee commitment is the organization's culture where
the employee works.

This organizational culture is an assumption and basic norms developed and implemented
within the organization to overcome problems within the organization (Schein, 2010). This culture is
believed to guide life in the organization, which will affect every sphere of organizational life (Aryana
&Winoto, 2017). The culture created can be the central aspect that can determine an organization's
success, where when the organization has a good culture, it can motivate its employees to work
optimally (Gultom, 2014). Robbins (2011: 512) states that there are five functions of organizational
culture, including characteristics that distinguish each organization, an identity for members in the
organization, making it easier to create commitment within the organization, as a social tie in uniting
organizational members, and as mechanisms that shape employee attitudes and behavior. An
organization with an excellent organizational culture will be seen through disciplined employees'
behavior, do not give up quickly, and work hard. Employees who apply this behavior will have an
impact on the resulting performance (Winoto, 2020).
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Organizational commitment is a condition in which employees align their goals with the
organization's goals, where employees contribute to realizing the organization's goals (Robbins,
2008). Organizational commitment can also be interpreted as a form of hard work carried out
continuously in achieving organizational goals. Employees who have a high commitment to the
organization will be reflected in positive behavior where employees will work optimally in realizing
organizational goals. High commitment will result in high motivation for employees to work. This
will undoubtedly impact these employees' career development because employees who show
maximum performance will have better carcer development opportunities. Several aspects of
organizational commitment are acceptance of organizational values and goals, willingness to work
optimally in realizing organizational goals, and a strong urge to survive. There are three dimensions of
organizational commitment, according to Robbins (2008), namely affective, normative, and
sustainable commitment.

One form of organizational responsibility is in terms of advancing and developing the career
of its employees. Messie et al. (2015) explained that career development identifiesemployees' final
abilities and getting them. Career development is a program designed by an organization to be carried
out by its employees to plan future careers in an organization. Of course, this program is based on
employees' performance while working for a certain period. Employees who have a high commitment
to the organization and have maximum performance at work can experience career development, such
as getting a promotion in their work. This research will examine the influence of organizational
culture and employee commitment mediated by motivation on school administration staff's career
development in the South Tangerang area. The formulation of the problems in this study include:

1. Does organizational culture influence the school administration staff's career development in the
South Tangerang Region?
2. Does employee commitment influence school administration staff's carecer development in the
South Tangerang Region?
3. Does motivation mediate the relationship between organizational culture and school administration
staff's career development in South Tangerang Region?
4. Does motivation mediate the relationship between employee commitment to school administration
staff's career development in the South Tangerang Region?
This research has the following conceptual framework:

Fig 1. Conceptual Framework
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H1: Organizational culture has an effect on school administration staff's career development in South
Tangerang Region.

H2: Employee commitment has an effect on school administration staff's career development in South
Tangerang Region.

H3: Employee motivation mediates the relationship between organizational culture and career
development for school administration staff in South Tangerang Region.

H4: Employee motivation mediates the relationship between employee commitment to school
administration staff's career development in the South Tangerang Region.
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II. RESEARCH METHODOLOGY

In this study, respondents were administrative staff from schools in South Tangerang Region,
with as many as 100 respondents. The sampling technique used was purposive sampling through a
questionnaire instrument that was distributed directly to respondents. Structural Equation Modeling is
the data analysis technique for this research using SmartPLS. The analysis will include testing the
inner and outer models, as well as testing the hypothesis.

III. RESULT AND DISCUSSION
The first step is to test the outer model of this research. Through this test, the following results were
obtained:

Table 1. Construct Reliability & Validity

Variable Cronbach's Alpha | Composite Reliability AVE
Organizational Culture 0,787 0,856 0,550
Cljrr;’ﬂ;ﬁm 0,748 0,835 0,511
Employee Motivation 0,703 0,730 0,501
Career Development 0,728 0,824 0,590

The analysis above shows that the variables of Organizational Culture, Employee Commitment,
Employee Motivation, and Employee Career Development have an AVE value exceeding 0.50 and
obtain a Cronbach alpha value above 0.70. In terms of the value of composite reliability, all constructs
have a value exceeding 0.70. So it can be said that all constructs are reliable and valid.

Table 2. R-Square

Variable R-Square
Employee Motivation 0,477
Career Development 0,635

R-Square aims to know the magnitude of the explanatory variable's influence on the dependent
variable. The value of the R-square measures the predictive ability of the research model. The results
obtained are the ability of organizational culture variables and employee commitment in explaining
employee motivation by 47.7%, where the ability of all explanatory variables in explaining employee
career development is 63.5%. Based on the R-Square results obtained, it can be concluded that the
predictive power in the research model is quite strong.

Table 3. Hypothesis Testing

Variable Coeff. P-Value
Organizational Culture>Employee Motivation 0,390 0,000
Organizational Culture=>Career Development 0,081 0,591
Employee Commitment—->Employee Motivation 0,166 0,037
Employee Commitment—>Career Development 0,511 0,000
Employee Motivation—> Career Development 0,085 0,039

Fig 2. Research Construct
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The regression analysis above shows that organizational culture is not proven to significantly
affect the career development of school administration staff in the South Tangerang Region, where it
can be concluded that hypothesis one is not supported by the results. When viewed from the
perspective of employee commitment, it has a positive (0.511) and a significant effect on school
administration staff's career development in South Tangerang Region, supporting the second
hypothesis. Besides, when viewed from the employee motivation variable as an intervening variable
in this study, it proves that employee motivation can mediate the relationship between organizational
culture and career development for school administration staff in South Tangerang Region. This result
is following previous research conducted by Pipit (2015). Also, motivation is proven to mediate the
relationship between employee commitment to school administration staff's career development in the
South Tangerang area. These results support the allegations in the third and fourth hypotheses.

Based on the results obtained, the organization's culture reflects the norms and values applied
within the organization for all organization members that must be obeyed to achieve common goals.
The better the organization's culture, the more positive values will be in the organization to encourage
employee motivation to work. Besides that, every employee indeedcommits to working in an
organization. The commitment created in employees will encourage them to work optimally to realize
the goals of the organization. When employees have a high motivation to do their jobs, they will have
good work performance. Of course, this will impactemployees' carecer development, where potential
employees will have the opportunity to get a better position in their organization.

IV. CONCLUSION
This study examines the influence of organizational culture and commitment mediated by
motivation on school administration staff's career development in the South Tangerang Region.

Through the test results obtained, the following conclusions were obtained:

1. Organizational culture is not proven to significantly affectthe school administration staff's career
development in the South Tangerang Region. In determining employee career development,
organizational culture is not an aspect that directly affects school administrative staff development
in South Tangerang.

2. Employee commitment is proven to have a significant positive effect on school administration
staff's career development in South Tangerang Region. The higher the employee's commitment to
work can positively influence employees to influence the organization to impact their career
development.

3. Employee motivation is proven to mediate the relationship between organizational culture and
career development for school administration staff in South Tangerang Region.

4. Employee motivation is proven to mediate the relationship between employee commitment to
school administration staff's career development in the South Tangerang area.
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