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ABSTRACT 
 
Aims: This study examines the influence of job conflict, work-related stress, and employee 
motivation on organizational commitment, addressing their critical importance to 
organizational sustainability and employee commitment levels. 

Study Design: This is a quantitative research study. 

Methodology: Data were collected through surveys from a diverse sample of employees. 
Structural Equation Modeling (SEM) was applied using tools such as SPSS, Partial Least 
Square (PLS), and the Sobel Test to analyze the data. 

Results: The findings indicate that job conflict directly influences organizational commitment, 
whereas work stress does not have a direct impact. However, work stress significantly 
affects employee motivation, which subsequently impacts organizational commitment. 
Motivation serves as a mediator between job stress and organizational commitment, a 
relationship not observed with job conflict. 

Conclusion: This study contributes to the literature by elucidating the complex relationships 
among job stress, workplace conflict, and motivation, highlighting the mediating role of 
motivation in the link between job stress and organizational commitment. Future research 
should consider longitudinal designs and a broader range of industries to enhance the 
generalizability of these findings. 
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1. INTRODUCTION 
 
Organizational commitment is paramount in determining the efficacy and longevity of an 
enterprise. Numerous prior investigations substantiate that organizational commitment is a 
principal concern for entities and their managerial staff (Gheitani et al., 2019). This 
dedication epitomizes the allegiance of personnel to the organization and is instrumental in 
the attainment of organizational objectives (Merdiaty et al., 2023). 

Blau's Social Exchange theory (Blau, 1964) and Herzberg's Motivation theory (Herzberg, 
1965) provide a foundational framework to enhance our understanding of how employees 
develop their commitment to an organization. This study will employ these conceptual 
frameworks to examine the dynamics of organizational commitment within law firms in 
Surabaya. 



 

 

Organizational commitment is often characterized as a hallmark of a successful 
organization. Employees who exhibit high levels of commitment are anticipated to be more 
productive in their work environments (Saadeh&Suifan, 2020). Understanding organizational 
commitment is crucial for comprehending employee behavior, which can have profound 
implications for organizational performance. Neglecting this variable can pose significant 
risks to the organization's stability and success (Naghneh et al., 2017). 

Organizational commitment can be defined as the extent of an individual's identification with 
and involvement in an organization (Alipour & Monfared, 2015). The influence of motivation 
on organizational commitment is significant, indicating how employees establish their identity 
within the organization through active participation, integration, and satisfaction as members 
(Alipour & Monfared, 2015). 

Organizational commitment is characterized by several expected outcomes, including a 
robust belief in and adherence to the organization’s goals and values. Additionally, there is 
an expectation of commitment from the organization, particularly from management, to 
sustain its members (Saadeh&Suifan, 2020). Employees are more likely to commit when 
their efforts are recognized and valued by the organization (Abuseif&Ayaad, 2018). 

Employees lacking commitment tend to underperform, adversely affecting the organization's 
overall performance  (Abdallah et al., 2017). Enhanced commitment arises when employees 
are engaged in meaningful, challenging tasks, interact with peers within their division, and 
acquire new skills for personal growth (Saadeh&Suifan, 2020). 

Motivation has been significantly linked to job satisfaction (Ahmed et al., 2010) and is 
correlated with organizational commitment (Mohsan et al., 2011). A crucial element 
influencing employee commitment is the presence of self-belief and self-worth. Employees 
deeply committed to the organization often feel motivated and recognized, playing a vital role 
in substantially boosting productivity and achieving both organizational and personal 
objectives (Mohsan et al., 2011). Kurniawan et al. (2018) and Mamahit (2016) have also 
demonstrated that organizational commitment is significantly impacted by work-related 
conflict and stress. 

Iresa (2015) asserts that work conflict significantly undermines organizational commitment, 
indicating that employee commitment diminishes in the face of workplace disputes. Yunita 
(2017) found that work conflict indirectly affects employees' commitment to the organization. 
Conversely, Anuari et al. (2017) suggested that while work conflict negatively influences 
organizational commitment, the impact is not statistically significant. 

Organizational commitment is also influenced by stress factors. Anuari et al. (2017), ound 
that workplace stress significantly diminishes organizational commitment, suggesting that 
increased job stress correlates with a decline in employee dedication to the organization. 
Conversely, other studies, including those by Yunita (2017) and Arianti (2018), indicate that 
work stress appears to exert no discernible impact on organizational commitment. 

The aspect of motivation has also been a central theme in various studies related to 
organizational commitment. Prior research by Anuari et al. (2017) and Yunita (2017) 
suggests that motivation positively influences organizational commitment. More extensive 
research by Anuari et al. (2017), Cendhikia et al. (2016), Sari et al. (2015), and Maulidyah 
(2017) confirms that motivation acts as a mediating factor between independent and 
dependent variables. Nonetheless, these studies have not elucidated the role of motivation 
in resolving work conflict and stress within organizations, which are crucial factors affecting 
organizational commitment. 



 

 

The existing literature indicates a gap in there is an evident inconsistency in findings 
regarding the direct effects of work conflict and stress on organizational commitment, with 
some studies noting a significant impact while others observed negligible effects. A profound 
knowledge gap exists in understanding the mediating role of motivation, with insufficient 
exploration into how it intricately influences the relationship between workplace challenges 
and organizational allegiance. Empirically, there's a need for more focused studies 
considering the unique organizational culture of law firms in Surabaya. Addressing these 
gaps is crucial for developing more targeted and effective strategies for fostering 
organizational commitment in the face of work-related stress and conflict. 

This research aims to analyze and verify the direct and indirect impacts of work conflict and 
stress on organizational commitment, with a particular focus on the mediating role of 
motivation. It underscores the unique challenges encountered by law firms in Surabaya, 
Indonesia, offering a robust basis for understanding the dynamic interactions among these 
variables. The objective of this study is to provide both theoretical insights and practical 
strategies to law firm management for enhancing organizational commitment. 
 
2. LITERATURE REVIEW 
 
2.1. Organization Commitment 

Organizational commitment, as defined by Porter (1996) and Robbins and Judge (2013), is 
crucial for sustaining a stable workforce and cultivating a sense of affiliation among 
employees. This encompasses the endorsement of and adherence to the organization's 
goals and values, coupled with the aspiration to maintain membership within the 
organization. Extensive research indicates that this commitment is shaped by a myriad of 
factors, including the nature of the job, perceptions of organizational fairness, and the style 
of leadership  (Nguyen, 2023; Nguyen et al., 2023; Rabiul et al., 2023; Sandhu & Al Naqbi, 
2023).  

Specifically, the emergence of work-related stress and conflict is known to adversely affect 
commitment levels. Such stress and conflict, often arising from role ambiguity and the 
complexity of job duties, can culminate in diminished morale and a decrease in employee 
engagement (Chughtai & Zafar, 2006; Smeenk et al., 2006). Conversely, motivation is 
recognized as a critical factor in enhancing organizational commitment, as evidenced by 
studies from Anuari et al. (2017), Cendhikia et al. (2016), Gheitani et al. (2019), and 
Maulidyah (2017).  

Motivation, fueled by supportive leadership and opportunities for personal growth, can 
mitigate the adverse effects of negative stress and work conflict, thereby enhancing 
employee commitment (Bian, 2022; Dwivedula et al., 2013; Galletta et al., 2011; Gheitani et 
al., 2019; Lambovska& Yordanov, 2020; Mohsan et al., 2011; Yeşilyurt et al., 2023). 
Therefore, understanding the interrelationship between these factors is key to cultivating a 
committed and effective workforce. 

2.2. Motivation 

Motivation, a pivotal determinant of employee conduct, is crucial in shaping organizational 
commitment. The notion of intrinsic motivation, derived from the theories of Maslow, 
McClelland, and Alderfer, underscores the significance of personal needs and self-
determination in driving behavior (Ballard, 2006; McClelland, 1961). This intrinsic motivator 
is critical for fostering growth in commitment and affiliation with the organization (Gheitani et 



 

 

al., 2019). Nonetheless, workplace conflict and stress can markedly influence this internal 
drive, potentially diminishing employee commitment (Dwivedula et al., 2013).  

Research by Yeşilyurt et al. (2023) underscored that motivation exerts a positive influence 
on organizational commitment and is also identified as a mediating variable. When 
confronting workplace challenges, motivation particularly when bolstered by leadership and 
organizational culture can alleviate the detrimental effects of conflict and stress, thus 
preserving or even augmenting commitment (Zong&Tsaur, 2023).  

Social exchange theory further corroborates this notion, proposing that employees who 
perceive organizational support are more inclined to reciprocate with enhanced commitment 
(Blau, 1964). Consequently, comprehending and employing motivation in the workplace is 
imperative for sustaining organizational commitment, even in the face of work-related stress 
and conflict.  

2.3. Work Conflict 

In the realm of human experience, particularly within professional settings, conflict is an 
inescapable aspect of daily life. Workplace conflicts may emerge due to issues in 
communication, interpersonal relationships, or the structure of the organization itself. Such 
conflicts often originate when one party feels aggrieved by another over matters deemed 
significant. Dissonance between two or more organizational groups can also arise due to 
divergences in status, objectives, values, and perceptions (Kurniawan et al., 2018; Talukder, 
2019; Zhou et al., 2020).  

Furthermore, effective conflict resolution strategies, such as mediation and collaborative 
problem-solving, are critical in managing and reducing workplace disputes, thereby fostering 
a more harmonious and productive organizational environment (Talukder, 2019; Zhou et al., 
2020). 

2.4. Work Stress 

Stress is an adverse psychological reaction individuals experience in response to 
environmental pressures. Challenges in work tasks, such as excessive workload, pressures 
to meet deadlines, and the sheer complexity of tasks, are significant sources of stress. 
Moreover, stress acts as a barrier, hindering employees from accomplishing their objectives. 
To provide a more comprehensive understanding, it's essential to recognize that prolonged 
exposure to these stressors can lead to burnout, significantly impacting employee well-being 
and productivity, thereby necessitating effective stress management strategies within the 
organization (Robbins & Judge, 2013). 

Stress originates from three primary sources: environmental, organizational, and individual 
factors. According to  Robbins and Judge (2013), stress is categorized into two distinct 
types: eustress and distress. Eustress acts as a constructive force, enhancing employee 
performance by providing positive stimulation. In contrast, distress is a destructive form of 
stress that leads to physiological, psychological, and behavioral issues in individuals. To 
provide a more comprehensive understanding, it's important to note that the impact of 
eustress and distress varies based on an individual's perception of stressors and their 
coping mechanisms, underscoring the need for personalized stress management 
approaches within organizations. 
 
2.5. Conceptual Framework and Hypothesis Development 



 

 

The construction of the conceptual framework in this study is derived from an amalgamation 
of the identified problems, articulated statements, and the objectives the researchers aim to 
fulfill, thereby reflecting the underlying paradigms, methodologies, and techniques employed. 
In light of the preceding discussion, the conceptual framework pertinent to this research is 
delineated in Figure 1. 

 

Figure 1. Conceptual Framework and Hypothesis Model. 

The conceptual framework integrates the grand theory of Social Exchange Theory with the 
middle-range theories of Goal Setting and Two-Factor Theory to comprehensively address 
the applied concepts of work conflict, job stress, motivation, and organizational commitment. 
At its core, Social Exchange Theory posits that the relationship between an employee and 
the organization is governed by an assessment of the reciprocal benefits and costs, 
suggesting that work conflict and job stress are perceived as detrimental costs, whereas 
motivation and organizational commitment are desirable benefits. Goal Setting Theory 
further elucidates this relationship by asserting that specific, challenging goals, coupled with 
appropriate feedback, can mitigate conflict and stress while enhancing motivation through 
clear direction and a sense of achievement. Simultaneously, Herzberg's Two-Factor Theory 
distinguishes between hygiene factors, which if insufficient can lead to job stress and 
dissatisfaction, and motivators that actively propel job satisfaction and motivation. Together, 
these theories provide a nuanced understanding of the dynamics at play: work conflict and 
job stress disrupt the beneficial exchange and demotivate, whereas effective goal setting 
and the presence of motivators cultivate a positive environment, fostering robust 
organizational commitment. This integrated framework not only underscores the complex 
interplay among these variables but also highlights the critical pathways through which law 
firms in Surabaya can enhance organizational commitment by effectively managing work 
conflict, stress, and motivation.  



 

 

2.5.1. The work conflicts on the organizational commitment 

Several studies reveal that work conflict has a negative and significant effect on 
organizational commitment so this variables have a significant influence (Iresa, 2015). A 
research conducted by revealed that work conflict has a Kurniawan et al. (2018) negative 
and significant influence on organizational commitment. The higher level of work conflict felt 
by employees will certainly reduce the employee's organizational commitment in carrying out 
their duties. So, the researcher formulated the first hypothesis as follows: 

H1. The work conflicts affect the organizational commitment. 

2.5.2. The Work Stress on the Organizational Commitment 

(Anuari et al., 2017) and  (Rahma et al., 2015) revealed that work stress had a significant 
negative effect on organizational commitment. This shows that the higher the work stress 
experienced by employees followed by the lower the organizational commitment (Chen et 
al., 2022; Kurniawan et al., 2018; Yunita, 2017). However, this statement is different from 
another research result (Yunita, 2017) that shows that the work stress do not affect the 
organizational commitment. In the latest research from Yunita (2017) and Ibrahim and 
Aljneibi (2022) revealed that organizational commitment can balance individual work stress. 
Based on our literature studies, indicates that there is a correlation between work stress and 
organizational commitment, so the researcher formulated the second hypothesis as follows: 

H2. Work stress affects the organizational commitment. 

2.5.3. The Work Conflicts on Motivation 

At the point when work conflict occurs in employees, it can cause the employees to not have 
the drive to work, this is the responsibility of the company or institution to place the conflict 
appropriately to further encourage employee motivation to work. A research conducted by 
Yunita (2017) shows that work conflict has a negative significant impact on motivation. From 
the statement that mentioned before, the researcher proposes a third hypothesis, as follows: 

H3. The work conflict affects the motivation. 

2.5.4. The Work Stress on Motivation 

Research conducted by Anuari et al. (2017) and Gheitani et al. (2019) show that work stress 
has a negative and significant effect on motivation which indicates that the increment of 
stress can reduce motivation. Sari et al. (2015) shows that work stress has a positive and 
significant effect on motivation. From the statement that has been mentioned regarding work 
stress on motivation, this research proposes a fourth hypothesis, as follows: 

H4. The work stress affects the motivation 

2.5.5. Motivation for Organizational Commitment 

Anuari et al. (2017) found that work motivation has a positive and significant influence on 
organizational commitment.  Yunita (2017) also found that motivation had a positive and 
significant effect on organizational commitment. So that the fifth hypothesis in this research 
can be formulated as follows: 

H5. Motivation affects on the organizational commitment. 



 

 

2.5.6. The Work Conflict on the Organizational Commitment Through Motivation 

Previous research by Anuari et al. (2017), Yeşilyurt et al. (2023), and Gheitani et al. (2019) 
has suggested that motivation can act as a mediator between various independent and 
dependent variables. However, the specific pathway through which work conflict impacts 
organizational commitment via motivation remains underexplored. Addressing this gap, we 
propose the sixth hypothesis: 

H6. Work conflict affects organizational commitment through the mediating role of 
motivation. 

2.5.7. The Work Stress on the Organizational Commitment Through Motivation 

Maulidyah (2019) revealed that a certain amount of stress can lead to innovative ideas and 
stimulate a person to work at an optimal level with high enthusiasm. The occurrence of work 
stress on work morale also depends on the employee's reaction. If they think that work 
stress is a challenge, they will be stronger and more resilient to any situation and condition 
and vice versa. So, the seventh hypothesis in this research can be formulated as follows: 

H7. The work stress affects the organization commitment through motivation. 
 
3. RESULTS AND DISCUSSION 
 
3.1.Method 

This research will use quantitative methods to verify theories or find out more about the 
relationship between hypotheses, verify the hypotheses, and carry out deeper studies 
regarding conclusions or phenomena. The research was conducted at a legal entity using a 
questionnaire technique distributed to the firms. The sampling method used was the 
saturated sampling method due to the relatively small population, namely  less than 100 
respondents among employees of legal firm. 

The instrument test used in this study is validity and reliability testing with data analysis 
techniques using SPSS software to generate the results of descriptive analysis and Partial 
Least Square (PLS) software to verify the hypotheses by looking at the outer and inner 
model.  

3.2.Variable and Measurement 

This research involves three variables such as independent, dependent, and moderating 
variables. Variables are generally divided into independent variables and dependent 
variables while intervening variables (mediation variables) are defined as variables that can 
strengthen or weaken the influence of an independent variable on the dependent variable. 

3.2.1.Dependent Variable 

Independent variables are referred to as stimulus, predictor, and antecedent variables. This 
variable is also referred to as a variable that can influence or is the causal of changes or 
emergence of the dependent variable. The independent variables in this research are work 
conflict and work stress.  

3.2.2.Independent Variable 



 

 

The dependent variable is the dependent variable usually referred to as the variable that is 
influenced by independent variables. In SEM (Structural Equation Modeling), the dependent 
variable is also called an endogenous variable. The dependent variable in this research is 
organizational commitment.  

3.2.3.Intervening Variable 

Intervening variables are defined as variables that can strengthen or weaken the influence of 
an independent variable on the dependent variable. Motivation will become as the 
intervening variable in this research where motivation can be an intermediary between the 
dependent and independent variables. The definition of the variables and the indicators can 
be seen in Table 1.  

Table 1. Research Variable and Indicator 
Variable Indicator 

Work Conflict a) MissCommunication 
b) Goal difference 
c) Difference in perception and assumption 
d) Interdependence of work activities 

Work Stress  a) Workload 
b) Lead attitude 
c) Office hour 
d) Work authorities 
e)    Job role 

Motivation a) Psychological direction of behavior 
b) Effort rate 
c) Level of persistence 

Organization Commitment 
 

a) Affective commitment 
b) Sustainability commitment 
c) Normatif commitment 

 
This research uses SPSS and Partial Least Square (PLS) software to test the research 
hypothesis by looking at the inner and outer models. Hypothesis testing uses a procedure 
developed by Sobel or what is usually called the Sobel test. 

3.3.Empirical Analysis 

The number of respondents in this study was 65 employees. Data characteristics are divided 
based on gender, marital status, employee status, age level, education level, and length of 
service. The detailed characteristics of respondents in this study are described in Table 2. 

 

Table 2. Respondent Characteristics 
Character Total Percentage 

Gender 
1. Male                                                                    
2. Female  

 
35 
30 

 
53.85 
46.15 



 

 

Marriage Status 
1. Married 
2. Single 

 
24 
41 

 
36.92 
63.08 

Employee Status 
1. Fulltime  
2. Contract 

 
45 
20 

 
69.23 
3.,77 

Age 
1. below 20 
2. 21 - 30 
3. 31 - 40 
4. Above 40 

 
5 

15 
33 
7 

 
7.69 

23.08 
50.77 
18.46 

Education 
1. High school 
2. Diploma 
3. Bachelor 
4. Master 
5. Doctoral  
Experience (in years) 
1. below 3 
2. 3 - 5 
3. 5-10 
4. above 10 th 

 
5 
- 

52 
5 
3 
 

3 
22 
32 
8 

 
7.69 

- 
80 

7.69 
4.62 

 
4.62 

33.85 
48.23 
13.30 

 
3.3.Reliability and Validity Testing 

The convergent validity measurement of the outer model is by conserving at the outer 
loading factor value of each variable. An instrument can be said to meet the convergent 
validity test if it has a correlation or outer loading value above 0.5. Based on the calculation 
results, it was found that all indicators for each variable were declared valid because they 
had an outer loading value of more than 0.5. 

Cross Correlation testing is used to validate indicators in which the magnitude of the loading 
factor for a variable must exceed the correlation value of the indicator with other variables. 
This ensures the robustness of the indicators. This testing also shows that indicators 
measuring variables such as work conflict and stress are consistently integrated and 
validated in the model. 

Calculations that can be used to construct reliability testing are cronbach alpha and 
composite reliability. If the composite reliability is greater than 0.7, then the construct is 
declared reliable. The results of the composite reliability of this study can be seen in  Table 
3.  

Table 3. Composite Reliability 

Construct AVE Cronbach Alpha CompositeReliability 

Work Conflict  0.546 0.905 0.922 

Work Stress 0.505 0.889 0.909 



 

 

Motivation 0.516 0.846 0.882 

Organizational 
Commitment 0.508 0.861 0.892 

 

Table 3 shows that the composite reliability value that generated from each variable has a 
value of greater than 0.7, which means the construct used in this research is reliable. The 
AVE value for each variable has a value above 0.5. Thus, it can be concluded that this 
construct has good discriminant validity. Besides that, each variable has a Cronbach alpha 
value above 0.6 which can be concluded that the existing construct is reliable. 
 
3.4. PLS and Hypothesis Analysis 

The goodness of fit model is used to get an insight about the magnitude of the exogenous 
variables ability to explain the diversity of endogenous variables, or in other words to 
determine the magnitude of the contribution of exogenous variables to endogenous 
variables. Goodness of fit model in PLS analysis is carried out using R-Square (R2) and Q-
Square predictive relevance (Q2). The results of the goodness of fit model are summarized 
in equations (1-5) below:  

Q2 = 1 – ( 1 – R12) * ( 1 – R22)  (1) 

Q2 = 1 – ( 1 – 0.149) * ( 1 – 0.620) (2) 

Q2 = 1 – (0.851) * (0.380)  (3) 

Q2 = 1 –  0.32338   (4) 

Q2= 0.677    (5) 

Based on equation (1-5), the Q2 value obtained is 0.677 or 67.7% where the R12 and R22 
values are obtained from literature studies (Hair et al., 2019). This indicates that the diversity 
of the data can be explained by the entire model by 67.7%, while the remaining 32.3% is 
contributed or explained by other variables not discussed isn this research. 

The results of data processing using the Smart PLS software tool will generate an output 
result from the factor loading construct structure model. This result will explain the 
relationship between the constructs of work conflict, work stress, motivation, and 
organizational commitment as seen in Figure 2.  



 

 

 

Figure 2. PLS Analysis. 

The verification of the direct effect of the hypothesis in this research was carried out by 
observing the magnitude of the structural path coefficient using the t-statistic test and the p-
values obtained from the bootstrapping procedure. The test criteria state that if the t-
statistics value is ≥ t table (1.96) and the p-value is <0.05, then it can be concluded that 
there is a significant influence of exogenous variables on endogenous variables. The results 
of the test can be seen in Table 4. 

Table 4 :H1: The work conflicts affect the organizational commitment. 

Exogen Endogen DirectCoef. StdErr
or 

T 
Statistics

P-
values Ket. 

Work Conflict Organizational 
Commitment -0.367 0.134 2.747 0.006 Significance 

Work Stress Organizational 
Commitment -0.147 0.104 1.412 0.159 Not 

Significance 

Work Conflict Motivational -0.010 0.196 0.049 0.961 Not 
Significance 

Work Stress Motivational -0.381 0.140 2.718 0.007 Significance 

Motivation Organizational 
Commitment 0.527 0.099 5.325 0.000 Significance 

 



 

 

 The influence of work conflict on organizational commitment produces a t-value of 2.747 
which is greater than the t-table (1.96) and a p-value of 0.006 which is smaller than the 
significance level of 0.05. This means that work conflict influences organizational 
commitment, and we don't have any evidence to ignore H1. 

H2: Work stress affects the organizational commitment. 

The effect of work stress on organizational commitment produces a t-value of 1.412 which is 
smaller than the t-table (1.96) and p-value of 0.159 which is greater than the significance 
level of 0.05. This means that work stress does not affect organizational commitment. Thus, 
H2 is rejected. 

H3: The work conflict affects the motivation. 

The influence of work conflict on motivation produces a  t-value of 0.049 which is smaller 
than the t table of 1.96 and p-values of 0.961 which are greater than the significance level of 
0.05. This means that work conflict does not affect motivation. It can conclude that we can 
reject H3 

H4: The work stress affects the motivation. 

The impact of work stress on motivation produces a t-value of 2.718 which is greater than 
the T Table of 1.96 and a p-value of 0.007 which is smaller than the significance level of 
0.05. This means that work stress affects motivation so we can reject H4. 

H5: Motivation effects on the organizational commitment. 

The influence of motivation on organizational commitment produces a t-value of 5.325 which 
is greater than the t-table(1.96) and a p-value of 0.000 which is smaller than the significance 
level of 0.05. This means that motivation influences organizational commitment so we can 
accept H5. 

The second test is the indirect effect to verify whether there is an indirect effect of work 
conflict and work stress on organizational commitment through motivation. Verification of 
mediation variables was carried out using the Sobel Test. The results of testing on Sobel can 
be seen in Table 5.  

H6: The work conflict affects the organization commitment through motivation. 

The influence of work conflict on organizational commitment through motivation produces a 
t-value of -0.051 which is smaller than t-table 1.96 and a p-value of 0.959 which is greater 
than the significance level of 0.05. This indicates that there is no significant influence of work 
conflict on organizational commitment through motivation so we can reject H6. 

H7: The work stress affects the organization commitment through motivation. 

The influence of work stress on organizational commitment through motivation produces a t-
value of -2.423 which is greater than t-table 1.96 and a p-value of 0.015 which is smaller 
than the significance level of 0.05. This means that there is a significant influence of work 
stress on organizational commitment through motivation, so we do not have any evidence to 
reject H7. 

Table 5. Direct Effect Hypothesis Testing 



 

 

Exogeneous Mediator Endogenous Indirect 
Coef. 

Std
. 

Err
or 

T 
Statistics 

P 
Value 

Sidenote 

Work 
Conflict 

Motivation Organizational 
Commitment 

-
0.005 

0.103 -0.051 0.959 NotSignificance 

Work Stress Motivation Organizational 
Commitment 

-
0.201 

0.829 -2.423 0.015 Significance 

 

The work conflict variable in this study was measured based on ten statement items derived 
from five construct indicators such as communication errors, differences in goals, differences 
in assessment or perception, interdependence of work activities, and errors in affection. The 
work stress variable was also measured using ten statement items derived from five 
construct indicators such as workload, leader attitude, working time, work authority, and role. 
The motivation variable is measured based on nine statement items derived from three 
construct indicators, namely psychological direction of behavior, level of effort, and level of 
persistence. Meanwhile, the organizational commitment variable is measured based on nine 
indicator statement items derived from three construct dimensions, namely affective 
commitment, continuance commitment, and normative commitment. 

The results of this research show that work conflicts that occur in legal firms have an impact 
on employee commitment to the organization. The characteristics of the respondents in this 
study vary from different levels of education, lengths of work, and ages which can trigger 
work conflicts when assigning tasks, interpersonal relationship conflicts with both employees 
and clients, and conflicts in the work completion process at the institution. 

The work stress variable does not affect organizational commitment which indicates that the 
organizational commitment is not affected by work stress. In this research, it is known that 
most employees at these firms feel work stress which originates from their workload, 
pressure to complete the tasks, and task deadlines so this can be discussed with 
management to review the workload according to the employee capacity. 

The work conflict variable does not affect motivation which means that employee motivation 
is not influenced by work conflicts at the Legal Entity Assessment Institute. In this study, 
work conflicts experienced by employees arise due to communication, divisional main tasks 
that are not carried out properly, and personal variables which include values, emotions, and 
personality. 

The work stress variable influences motivation. It indicates that at a high level of work stress, 
it can reduce motivation, at a low level of work stress it can increase motivation. From the 
frequency distribution of respondents' answers, it can be seen that most employees at this 
firm experience work stress due to employee working hours. 

Motivational variables influence organizational commitment. This means that higher 
motivation can increase organizational commitment, conversely, if motivation is low it can 
reduce organizational commitment. It is a clear indication that motivation is an important 
factor in increasing the employee organizational commitment. 



 

 

Motivational variables do not mediate the relationship between work conflict and 
organizational commitment which indicates that the work conflict does not affect the level of 
employee commitment even though they have been given motivation. Based on the 
distribution of respondents' answers, it can be seen that work conflicts that occur in legal 
firms are due to differences of opinion with another member, too often receiving work that 
has not been completed from other employees, and frequent disputes between individuals 
and colleagues and clients so that when employees experience a level of conflict work with 
quite high pressure and poor conditions for employees in their work, then employees will try 
to get out of the situation in their way without motivation from the management. 

Motivational variables can mediate the relationship between work stress and organizational 
commitment which means that there is a significant influence of work stress on 
organizational commitment through motivation. It also indicates that workers who experience 
work stress will remain and be loyal to the organization if there is motivation to work. The 
work stress was measured based on workload, leader attitude, working time, work authority, 
and role contributing to organizational commitment in legal firms. 
 
4. CONCLUSION 
 
This study draws several important conclusions, but it is important to acknowledge its 
limitations and propose pathways for future research to improve understanding and 
application. First, the finding that work conflict has a negative impact on organizational 
commitment, although profound, depends on the nature and context of the conflict. Future 
research should dissect types of work conflict, considering both task-related and 
interpersonal dimensions, to ascertain their differential impact on commitment. Additionally, 
investigating the role of conflict resolution strategies and organizational culture in mitigating 
these impacts will provide a deeper understanding. 

Second, the observation that job stress has no impact on organizational commitment is 
interesting and requires further exploration. Future research might test whether certain types 
of stress, perhaps those perceived as challenges rather than obstacles, have different 
impacts on commitment. It would also be beneficial to explore other potential mediators or 
moderators, such as job autonomy or support systems, to understand what conditions, if 
any, job stress may influence commitment. 

Third, although the current research concludes that work conflict does not affect motivation, 
this still needs to be explored further. Future research should consider the psychological 
processes underlying this relationship, perhaps exploring individual differences in conflict 
perception and coping strategies. Additionally, examining the long-term impact of chronic 
work conflict on motivation will provide deeper insight. 

Fourth, the relationship between motivation and organizational commitment is confirmed, 
highlighting motivation as an important driver for increasing commitment. Future research 
should explore different forms of motivation (intrinsic vs. extrinsic) and how they individually 
and collectively influence commitment. Additionally, investigating how the alignment of 
individual and organizational goals influences these relationships can provide actionable 
insights for management. 

Importantly, this study found that motivation did not mediate the relationship between work 
conflict and organizational commitment, suggesting that other factors may play a role. Future 
research should explore alternative mediators, such as emotional intelligence or resilience. 
Additionally, considering the role of leadership style in shaping these dynamics can yield 
valuable insights. 



 

 

Finally, the finding that job stress influences organizational commitment through motivation 
suggests a complex interaction that requires further exploration. Future research should 
investigate the mechanisms through which motivation mediates this relationship, taking into 
account factors such as stress appraisal and coping strategies. Additionally, exploring how 
different types of job stress (acute vs. chronic) influence these mediating effects would add 
depth to our understanding. 

In conclusion, although this research provides important insights into the dynamics of work 
conflict, stress, motivation, and organizational commitment, it also opens up many avenues 
for future investigation. By exploring these areas, future research can build on this 
foundation, offering more comprehensive strategies for increasing organizational 
commitment. 
 
 
CONSENT (WHEREVER APPLICABLE) 
 
As   per   international   standards   or   university standards, participants’ written consent 
has been collected and preserved by the author. 
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