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This paper is about teacher performance. This study aims to analyze and assess the
effects of performance allowance, work discipline, work culture, and leadership on
teacher performance viewed from direct effect and indirect effect with job
satisfaction as the mediation. The quantitative method was used in this study. This
research applied explanatory research involving elementary school teachers as the
research samples in the Jember Regency.Data analysis uses path analysis to
determine the direct and indirect effects. The study showed that performance
allowance, work discipline, work culture, and leadership directly affected job
satisfaction and also teacher performance. Job satisfaction mediated the effect of
performance allowance, work discipline, work culture and leadership on teacher
performance.
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INTRODUCTION
Human resource management is the development and utilization of personnel for
effective achievement of individual, organization, community, national, and
international goals and targets (Ivancevich and Matteson. 2005). One way to improve
the quality of human resources is through education. Development in the field of
education has a reciprocal relationship with attempts to improve human resources, and
both of these affect each other. Education is a conscious and planned effort to realize a
learning process that will actively develop students' self-potential to have spiritual
strength, self-control, personality, intelligence, noble characters as well as skills needed
by themselves, society, nation, and country.
The teacher is a professional job with the main tasks of educating, teaching, guiding,
directing, training, assessing, and evaluating students. Teaching is a component that
must exist in the world of education. The teacher's role cannot be ignored because,
without teachers, education cannot be performed. In the learning process and improving
the quality of education, the role of a teacher is important. Without an optimal teacher
role, the learning process in education will not run well. Therefore, teacher quality is
one of the most important factors to improve the quality of education.
Performance allowance is allowance given to the workers by institution where they
worked based on the criteria made from the institution. Performance allowance isa
determinant of job satisfaction and teacher performance, so it should receive more
attention. Previous studies found that performance allowance has a positive effect on
performance (Birnbaun, 1998); (Ibojo, and Asabi, 2014). Unfairness in providing
performance allowance is a source of dissatisfaction which ultimately can lead to
disputes and low level of performance (Strauss and Corbin, 1990). Performance
allowance does not always affect job performance due to other influencing factors
(Hameed, et al., 2014); (Jamil and Raja. 2011).
Work discipline is a form of compliance or compliance with government regulations or
rules or ethics, norms, and rules that apply in society. Compliance is done by humans
within a community. A group of people who are disciplined in their lives will create a
disciplined society, and a disciplined society will manifest in a disciplined state
(Cedaryana, et al., 2015); (Nugroho and Hastuti, 2019). Without good employee
discipline, it is difficult for the organization to achieve optimal results. Employee
discipline can be seen from the presence of employees every day, the accuracy of
working hours, the wearing of work clothing and identification, and employee
compliance with regulations (Hewett et al., 2018).
Leadership, in general, will involve a process of social influence, which is intentionally
carried out by someone in another person, to arrange activities and relationships in a
group or organization (Burns, 2003). The leadership role is considered successful in an
organization when leaders are able to improve one's performance and organizational
performance. The relationship between transactional leaders and employees can be
reflected in three aspects (Bass and Avolio., 2002) including: (1) leaders’ understanding
of the desires of subordinates and communication with them to explain the rewards that
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will be given for expected performance; (2) the exchange of efforts and achievements of
the teacher in return; and, (3) leaders responsiveness to teacher interest provided that it
is consistent with the achievement.
Teacher satisfaction with their work could be used by school leaders to identify aspects
related to teacher professional behavior, school effectiveness improvement, and
organizational performance (Alonderiene et al., 2016). Laurian-Fitzgerald and
Fitzgerald (2017) mention that teacher awareness related to nationalism also influences
performance and contributes to the effectiveness of organizational competitiveness.
Afshar and Doosti (2016) examined the effect of satisfaction on the performance of
Iranian English Teachers. Using 64 Iranian English teachers and 1774 students as a
sample, this study found that there were differences in teacher satisfaction with their
work caused by their perceptions of the teaching profession. Talabi (2016) conducted a
study to investigate the satisfaction and performance of public secondary school
teachers. Using 200 public high school teachers from the West Akoko Nort Regional
Government Area in Ondo as a sample, this study found that teacher satisfaction was
influenced by salary, incentives, promotion opportunities, recognition, and increased
qualifications. If all these things are not met by the school, the teacher will be apathetic
and not motivated at work.
Amalia & Pilarta (2015) conducted research to investigate whether teacher satisfaction,
teacher performance, and student academic achievement were positively related
significantly. By using 80 teachers and 1500 students as respondents, this study found
that teacher satisfaction with their work affects student achievement. Teacher
satisfaction is influenced by promotion opportunities and employment status. Fashiku
(2016) investigated the communication patterns of influential leaders and the
performance of lecturers at the Kwara State College of Education, Nigeria. The results
found that teacher satisfaction is influenced by government and school policies that are
applied primarily to the improvement and recognition of the teaching profession.
More than a quarter of teachers are not in Arizona, the US is dissatisfied with their work
and agrees to quit because of school status (Mertler, 2016). School’ reputation is one of
the keys in influencing teacher performance related to aspects of emotional intelligence
(Liu et al., 2016). But the study has not been linked to aspects of leadership and school
organizational style. Principals who have good behavior affect the behavior and
performance of teachers at the school (Miao et al., 2018). Previous studies did not
discuss comprehensively related to the relationship between performance allowance,
work discipline, work culture, and leadership on teacher performance.
Many problems currently emerge concerning teacher performance, especially those
occurring in the Jember Regency, Indonesia. Teacher performance is said to be
relatively low, which can be seen from several things (1) teachers educate students by
using a system that is in accordance with the curriculum and teaching time, but,
currently, there are still many teachers who teach not in accordance with the curriculum
and have less teaching time than their teaching hours, (2) in schools there are rules that
bind teachers and students to obey applicable regulations, but at present there are still
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many teachers who violate these rules such as arriving late, (3) theoretically, teachers
who receive a higher income will be better in performance, but, in reality, not all
teachers who have work benefits have good performance.
The aim of this study is to analyze and examine whether performance allowance, work
discipline, work culture and leadership affect teacher performance directly or indirectly
by mediating job satisfaction.
LITERATURE REVIEW
Relationship between Performance Allowance, Work Discipline, Work Culture,
Leadership with Teacher Performance Mediated by Job Satisfaction
Performance allowance is an effort that is often done to improve teacher performance,
but other factors such as work culture, discipline, and leadership can also be considered
to improve teacher performance. Teacher's performance will be maximal and continue to
increase if the teacher is satisfied with the performance allowance provided by the
school, and conversely, the teacher's performance will decrease if the teacher is
disappointed with the performance allowance of the company. Performance benefits that
are given fairly will contribute to teacher satisfaction and will ultimately affect the
teacher's performance. Thus, teacher performance will increase or decrease according to
the level of teacher job satisfaction based on performance benefits provided by the
school. (Luthans, 2009). Psychosocial factors can affect teacher performance.
Psychosocial factors can affect teacher performance. One of these factors is influenced
by teacher work experience (Odebode, 2018).
Implementation of discipline for employees is expected to improve employee
performance. Additionally, discipline needs to be supported by a good work
environment that can support efficiency, security, safety, cleanliness, and comfort in
work and the existence of adequate facilities, so that employees feel safe, calm and
happy in carrying out their assigned duties and responsibilities, and teacher satisfaction
increases. High work discipline will be able to help improve performance (Luthans,
2009). Implementation of discipline for employees is expected to improve employee
performance. In addition, implementation of discipline needs to be supported by a good
work environment that can support efficiency, security, safety, cleanliness, and comfort
in work and the existence of adequate facilities, so that employees feel safe, calm and
happy in carrying out their assigned duties and responsibilities. Leadership, work
culture, and competency development facilities greatly affect teacher performance. A
good leader will certainly pay attention to teacher satisfaction factors, so that work
culture and competence could be improved (Toha & Katoningsih, 2018)
Work culture greatly influences a teacher when carrying out his or her duties at school.
A work environment is said to be good if the teacher can carry out activities optimally,
healthily, safely and comfortably. A good work culture will make the teacher feel
comfortable doing his work. Work will be performed well if it is supported by a good
culture. This, of course, has an effect on teacher job satisfaction. The teacher will feel
satisfied working in a school if it is supported by a work culture that can make it
comfortable, whereas if the environment is not comfortable, it will result in the teacher’s
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feeling of dissatisfaction. so that he becomes less enthusiastic in and carrying out his
duties as a teacher. If he feels dissatisfied, his performance will automatically decrease.
Work culture is important to improve the quality of learning in multicultural students.
This is related to the characteristics of countries that have ethnic diversity (Stroganova
et al., 2019). Teacher's work motivation is influenced by job satisfaction. Good job
satisfaction is determined by a good organizational culture which will ultimately
improve teacher performance (Hutabarat, 2015).
work culture and togetherness at work affect teacher satisfaction and performance. It
will also improve the quality of learning in schools (Song et al., 2018).
Leadership is the way a leader manages and controls his subordinates. Through
leadership, a leader is expected to be able to overcome various problems by utilizing
existing resources, both capital resources and human resources, effectively and
efficiently, so that work goals can be achieved. The most appropriate leadership can
maximize productivity, job satisfaction, growth and easy adaptation to all situations. The
right leadership will be able to create a conducive work environment for employees, a
good working relationship between employees and superiors, and a disappearance of
social disparity between lines within the company. Each of these factors will create a
comfortable working atmosphere for all parties, including the teacher. The teacher will
feel satisfied when working in good conditions or situations that are in accordance with
the teacher's expectations (Quddus & Ahmed, 2017).
Related to job satisfaction, Luthans (2011) says that job satisfaction is a pleasant or
positive emotional state that arises or results from an assessment of performance.
Employees with high levels of satisfaction will perform well, even though the results are
not immediate. Satisfaction felt by the teacher at work will provide encouragement to
work better and achieve more. Thus, when leadership is implemented properly and
correctly, it will have an influence on teacher performance through employee job
satisfaction. The right leadership will be able to create a conducive work environment
and make the teacher feel comfortable at work; this, in turn, makes the teacher feels
happy and satisfied which will affect the teacher's performance. Teachers’ high levels of
job satisfaction, due to the right leadership, will have a positive effect on their
performance.
Based on theoretical and empirical studies, the following framework and hypothesis can
be presented as follows:
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Figure 1
Research Conceptual Framework
Notes:
: Direct influence
: Indirect influence
This experiment has been accepted by the academic senate of University of Jember as an
ethical committee. The study complies with all regulations and confirmation that
informed consent was obtained.
METHOD
The population of this study was all elementary school teachers in the Jember Regency,
totaling 9,809 teachers. The inclusion criteria of this study were elementary school
teachers who hold the status of civil servants and have a tenure of more than 10 years.
This was, in total, 4,904 teachers. By using sampling calculation, a minimum sample of
99 respondents was obtained, but considering the accuracy of the data the respondents
taken were as many as 250 respondents.
Data collection techniques used were observation and questionnaire. Questionnaires
were (data collection) carried out from April to July 2018.Questionnaires used a 5-point
Likert scale adapted from the literature related to research. Observation aims to observe
the behavior of teachers at work that represents satisfaction with their work. The
measurement of performance allowance variables adopted a questionnaire developed by
Opshal and Dunnette (Opshal and Dunnette, 1996) and David (David, 2006).
Measurement of work discipline variables adopted a questionnaire developed by
Cedaryana (Cedaryana et al, 2018). The measurement of work culture variable adopted
a questionnaire developed by Robbins (Robbins, 2006). Measurement of leadership
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variable adopted a questionnaire developed by Luthan (Luthan, 2009). The
measurement of job satisfaction variable was adopted from a questionnaire developed
by Smith (Smith, 1975). The measurement of performance variable adopted a
questionnaire developed by Osborn and Gabler (Osborn and Gabler, 1992) and Micheli
and Neely (Micheli and Neely, 2010).
The results of the instrument validity test on the variables of performance allowance,
work discipline, work culture, leadership, job satisfaction and teacher performance
indicated a correlation coefficient from 0.447 to 0.627 with a significance value between
0,000, thus indicating a significance value of less than α (0.05). This means that all
items in each variable of this study are valid. Instrument reliability testing obtained
Cronbach's Alpha coefficient values ranging from 0.602-0.655 and greater than 0.60, so
the variable instruments in the study are declared reliable (Hair et al., 2010).
Path analysis was used as a method of data analysis with the aim of identifying the direct
effect of performance allowance, work discipline, work culture and leadership on
teacher performance and the indirect effect of performance allowance, work discipline,
work culture and leadership on teacher performance mediated by job satisfaction.
FINDINGS
General Description of Respondents
The research samples were 250 respondents consisting of elementary school teachers in
Jember Regency who had the status of civil servant and had more than 10 years of
service. Data on the respondents’ characteristics include age, gender, latest education
and length of service. The description of each respondent's characteristics is presented in
Table 1.
Table 1
Description of Respondents’ Characteristics
Characteristics

Description

Age

25-35 years
36-45 years
46-55 years
> 55 years
Male
Female
Senior High School
Diploma
Bachelor
Master
10-20 years
21-30 years
31-40 years

Gender
Education

Length of service

Total

Distribution
Frequency
46
94
106
4
87
163
42
138
68
2
103
100
47
250

Percentage (%)
18.4
37.6
42.4
1.6
34.8
65.2
16.8
55.2
27.2
0.8
41.2
40.0
18.8
100

Table 1 shows that most of the research respondents are in the age of 46-55 years old
(42.4%), female (65.2%), diploma-educated both Diploma 2 or Diploma 3 (55.2%) and
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have a period of employment between 10 to 20 years (41.2%). It means that most
respondents have graduated from college with long working experience.
Path Analysis
The results of direct testing of the effect of performance allowance, work discipline,
work culture and leadership on job satisfaction and the effect of performance allowance,
work discipline, work culture, leadership and job satisfaction on teacher performance
are presented in Table 2.
Table 2
Hypothesis Testing of Direct Effect
Hypothesis
H1
H2
H3
H4
H5
H6
H7
H8
H9

Regression Model
Performance allowance (X1)
→ Job satisfaction(Z)
Work discipline (X2)
→ Job Satisfaction (Z)
Work culture (X3)
→ Job satisfaction (Z)
Leadership (X4)
→ Job satisfaction (Z)
Performance allowance (X1)
→ Teacher performance (Y)
Work discipline (X2)
→ Teacher performance (Y)
Work culture (X3)
→ Teacher performance (Y)
Leadership (X4)
→ teacher performance (Y)
Job satisfaction (Z)
→ Teacher performance (Y)

Direct Effect

t-count

Sig.

0.132

2.058

0.041 **

0.127

2.034

0.043 **

0.125

2.033

0.043 **

0.154

2.408

0.017 **

0.221

3.661

0.000 ***

0.153

2.601

0.010 **

0.153

2.646

0.009 ***

0.119

1.974

0.049 **

0.151

2.532

0.012 ***

Note: *** and ** are significant at α = 1% and 5%
Hypothesis testing of the direct effect (Table 2) shows that all coefficients are positive,
which means that each increase in the independent variables (Performance Allowance,
Work Discipline, Work Culture and Leadership) will be followed by an increase in the
dependent variables (Job Satisfaction and Teacher Performance). It is necessary to
increase performance allowances regularly based on work experience and experience,
strengthening work culture, and good and egalitarian leadership
Testing of the indirect effect of performance allowance, work discipline, work culture
and leadership on teacher performance mediated by job satisfaction is presented in
Table 3.
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Table 3
Hypothesis Testing of Indirect Effect
Hypothesis
H10
H11
H12
H13

Regression Model
Performance allowance (X1) → Job
satisfaction (Z) → Teacher performance (Y)
Work discipline (X2) → Job satisfaction (Z)
→ Teacher performance (Y)
Work culture (X3) → Job satisfaction (Z) →
Teacher performance (Y)
Leadership (X4) → Job satisfaction (Z) →
Teacher performance (Y)

Indirect Effect

t-count

Sig.

0.020

2.122

0.037 **

0.019

2.153

0.034 **

0.019

2.143

0.035 **

0.023

2.300

0.024 **

Note: ** significant is at α = 5%
Table 3 shows that hypothesis testing of an indirect effect demonstrates that all
pathways indirectly have a significant effect. Job satisfaction mediates the effect of
performance allowance, work discipline, work culture and leadership on teacher
performance. Teacher performance does not only focus on achievement and the ability
to deliver knowledge to students, but also needs to be evaluated by considering aspects
of organizational work culture and leadership of the school principal.
Testing of direct, indirect and total effect of the variables of performance benefits, work
discipline, work culture, leadership, job satisfaction and teacher performance is
presented in Table 4.
Table 4
Direct, Indirect and Total Effects
Regression Model
Performance allowance (X1) → Teacher performance (Y)
Work discipline (X2) → Teacher performance (Y)
Work culture (X3) → Teacher performance (Y)
Leadership (X4) → Teacher performance (Y)

Direct Effect
0.221
0.153
0.153
0.119

Indirect Effect
0.020
0.019
0.019
0.023

Total Effect
0.241
0.172
0.172
0.142

Based on the table, it is known that each total effect of the independent variables has a
performance allowance of 24.1%, work discipline of 17.2%, work culture of 17.2% and
leadership of 14.2%. Work allowances and work culture are factors that can be
improved by schools to improve teacher performance. Briefly the results of path analysis
testing are summarized in Figure 2.
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0.020 **

0.019 **

Work discipline (X2)
0,127 **
Work culture(X3)

0.221***

0,132 **

Job satisfaction (Z)

0,125 **
0.019 **

Leadership (X4)

0.153 **
0.151***

0,154***

Performance
(Y)

0.153***
0.199 **

0.023 **
Figure 2
Path coefficients of direct and indirect effect

Observation results show that teacher satisfaction with work is not only related to work
benefits, but also work culture in schools. A good work culture needs to be improved so
that all teachers feel that the workload obtained is in accordance with the principle of
justice. School leaders must also conduct a self-evaluation to improve the quality of
their leadership, especially with regard to firmness, discipline, and transparency.
DISCUSSION
Performance allowance is what teachers receive in exchange for their contribution to the
school. Performance allowance helps schools achieve their goals and obtain and retain
productive teachers (Dessler, 2010). Performance allowance has a positive and
significant effect on job satisfaction. This means that the greater the performance
allowance received by the teacher, the more satisfied the teacher will be at work.
Work discipline has a positive and significant effect on job satisfaction. This can be
interpreted that indicators in the work discipline are able to increase job satisfaction.
According to Byars-Rue, discipline must be seen as a learning opportunity for teachers
and as a tool to increase productivity and human relations, which means that teachers
who have high discipline in the learning process will easily increase job satisfaction
(Byars-Rue, 2004).
The calculation results show that work culture has a positive and significant effect on
job satisfaction. These results mean that indicators in the work culture are able to
increase job satisfaction. A good work culture will make the teacher feel more
comfortable in doing his or her work. Work will be done well if it is supported by a
good culture. This, of course, influences teacher job satisfaction. The teacher will feel
satisfied working in a school if he or she is supported by a comfortable work culture.
Leadership has a positive and significant effect on job satisfaction, which means that
indicators in leadership can improve job satisfaction. According to Colquitt et al.,
leadership is the use of strength and influence on direct subordinates to achieve goals
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(Colquitt et al., 2009). Leadership is a person's ability to influence, motivate others to be
able to contribute towards achieving organizational effectiveness and success.
This study found that performance allowances has a positive and significant effect on
teacher performance. This means that the higher the teacher's work allowance, the higher
their performance. Performance allowance in schools means reward or appreciation for
employees who have contributed in realizing their goals through good performance. The
results of previous studies found that the performance allowance variable has a strong
and significant relationship with employee performance (Elqadri et al., 2013); (Rizal et
al., 2012). Other studies find that good performance allowance remains a strategy to
motivate employees to improve performance (Yamoah, 2011).
Work discipline has a positive and significant effect on teacher performance. This
means that indicators of work discipline can improve teacher performance.
Implementation of discipline for employees is expected to improve employee
performance. Besides, it needs to be supported by a good work environment that can
support efficiency, security, safety, cleanliness, and comfort in work and the existence of
adequate facilities make employees feel safe, calm and happy in carrying out their
assigned duties and responsibilities. (Luthan, 2009).
Teacher performance is also affected by work culture. Susilowati’s study confirms that
the effect of organizational culture on teacher performance through learning
organization is significant and positive. In addition, the effect of individual
competencies on teacher performance through learning organizations is also significant
and positive (Susilowati, 2013). The implication of this research is that each school
organization has a strategy to improve teacher performance so that teachers can build,
improve, and maintain a high organizational culture and continuously develop individual
competencies with strategies to create learning organizations in such a way that they will
improve teacher performance.
Leadership has a positive and significant effect on teacher performance which means
that indicators of leadership can improve teacher performance. Riaz and Haider found
that leaders facilitate a new understanding by increasing or changing awareness of
problems (Riaz and Haider, 2010). Finally, leadership will grow inspiration and
enthusiasm to put extra effort to achieve common goals.
Job satisfaction has a significant positive effect on teacher performance. This can be
interpreted that indicators of job satisfaction can improve teacher performance. The
more factors in the work environment that are in accordance with the teachers’ wishes
and needs, the higher the satisfaction and the better the performance of the teacher, and
vice versa. The results of this study support two previous studies that found the positive
and significant relationship between job satisfaction and employee performance
(Munawaroh et al, 2011); (Saeed et al, 2011).
Job satisfaction mediates the effect of performance allowance on teacher performance.
This means that indicators of performance allowance can improve teacher performance
supported by job satisfaction. The direct effect of performance allowance on teacher
performance is 22.1%, while the indirect effect of performance allowance on teacher
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performance mediated by job satisfaction is 2.0%. This shows that the direct effect is
greater than the indirect effect of performance allowance on teacher performance
without going through job satisfaction. This means that job satisfaction can mediate the
effect of performance allowance on teacher performance even though it is small. This
result is seen from the significance value of 0.037 which is smaller than α (0.05).
Performance allowance will affect the performance of the teacher when the teacher feels
satisfied or dissatisfied with the performance allowance provided. Teachers’
performance will be maximal and continue to increase if the teacher is satisfied with the
performance allowance provided by the school, and conversely, the teacher's
performance will decrease if the teacher is disappointed with the performance allowance
of the company. Performance allowance that is given fairly will make the teacher more
satisfied and will ultimately affect the teacher's performance. Thus, teacher performance
will increase or decrease according to the level of teacher job satisfaction on
performance allowance provided by the school (Luthan, 2009).
Job satisfaction mediates the effect of work discipline on teacher performance. This
means that indicators of work discipline can improve teacher performance supported by
job satisfaction. The direct effect of work discipline on teacher performance is 15.3%,
while the indirect effect of work discipline on teacher performance mediated by job
satisfaction is 1.9%. This shows that the direct effect is greater than the indirect effect of
work discipline on teacher performance without going through job satisfaction. This
means that job satisfaction is able to mediate the effect of work discipline on teacher
performance even though it is small. This result, seen from the significance value of
0.034, is smaller than α (0.05). Additionally, job satisfaction needs to be supported by a
good work environment in the form of a work environment that can support efficiency,
security, safety, cleanliness, and comfort in work, and also the existence of adequate
facilities make employees feel safe, calm and happy in carrying out their assigned duties
and responsibilities, so that satisfaction arises in the teacher. Higher work discipline will
be able to help improve performance (Luthan, 2009).
Job satisfaction mediates the effect of leadership on teacher performance. This means
that indicators of leadership are able to improve teacher performance supported by job
satisfaction. The direct effect of leadership on teacher performance is 11.9%, while the
indirect effect of leadership on teacher performance mediated by job satisfaction is
2.3%. This indicates that the direct effect is greater than the indirect effect of leadership
on teacher performance.
Syslová (2019) stated that teacher performance is influenced by education level.
However, current research shows that work benefits, work culture, and leadership have
the most influence on teacher performance. Baier et al. (2019) found that the quality of
learning is largely determined by the quality of the teacher, whereas in the current study
the quality of the teacher can be improved by consistently improving work culture and
periodic work benefits. Chetty et al. (2019) stated that teacher teaching styles affect
student learning achievement significantly, current research states that teacher teaching
styles can be improved with good leadership and work culture. Bahri et al., (2018)
stated that teacher performance is not greatly influenced by work discipline. However,
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current research shows that work discipline is supported by a good work culture.
Huyghebaert et al., (2018) found Excessive workload and commitment is not good for
improving teacher performance, so that in current research a reasonable work culture is
needed. This research has contributed in providing a comprehensive analysis that
teacher job satisfaction is not only related to salary and work benefits, but also related to
the work culture of organizations in schools and the quality of school leaders.
CONCLUSION
The results of the study indicate that the variables of performance allowance, work
discipline, work culture and leadership directly and positively have a significant effect
on job satisfaction and teacher performance. The indirect job satisfaction can mediate
the effect of variables of performance allowance, work discipline, work culture and
leadership on teacher performance in the Jember Regency.
The limitation in this study is that this research was carried out on teachers at the
elementary school level, so that it could not be generalized on a secondary school level.
The samples of this study were only taken from teachers who were civil servants and did
not involve teachers who were non-permanent teachers who may give different
conclusions.
Future research can be carried out by comparing research variables to respondents from
other districts or by emphasizing the unit of analysis on principals. In addition, research
can also be carried out on other variables and not only focus on teacher performance.
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