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Abstract. In the world of education, teachers have a very large and important role in teaching and learning 

activities because teachers are educators who are directly in contact with students, so teachers are required to 

have good performance in order to teach students who also have good quality. One of the educational problems 

faced by the Indonesian nation is the quality of education at every level and education unit, especially elementary 

and secondary education. Various efforts have been made to improve the quality of education, including through 

various training and improving teacher qualifications, procuring books and teaching tools, improving facilities 

and infrastructure, and improving the quality of school management. The research method used in this study is 

quantitative through path analysis and SITOREM analysis. The results of this study are that there is a positive 

relationship between the independent variable and the dependent variable when viewed from the path analysis, 

then the relationship is a functional relationship where teacher performance (Y) is formed as a result of the 

functioning of organizational culture functions (X1), transformational leadership (X2), self-efficacy (X3) work 

motivation (X4) 

 

Keywords; Teacher Performance, Organizational Culture, Transformational Leadership, Self-Efficacy, Work 

Motivation, Sitorem Analysis, Path Analysis. 

 

1. INTRODUCTION 

Teachers play a vital role in education, especially in improving the quality of learning 

and student achievement. One of the main challenges of education in Indonesia is the low 

quality of education, especially at the elementary and secondary levels. Efforts to improve 

quality are carried out through training, provision of facilities and infrastructure, and 

strengthening school management. Teacher performance, which includes quality, quantity, cost 

effectiveness, and innovation of learning methods, is the key to the success of education. 

Teachers are not only required to be professional and creative but also need support in the form 

of a conducive work environment, good principal leadership, and adequate rewards. Teacher 

job satisfaction affects their motivation, endurance, and the quality of their work. In addition, 

teachers must be role models for students to form good character. 

Teacher performance greatly determines the success of education in producing quality 

graduates. Professional teachers will work according to standards, on time, and continue to 

evaluate themselves in order to achieve the goals of the educational organization. An educator 

must have broad insight and creative teaching methods so that learning is not monotonous. 

However, many teachers in Indonesia do not meet the ideal educational qualifications, with the 
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main factors including teaching outside their field of expertise, lack of focus because they teach 

in many locations, do not master technology, and lack of self-confidence. As a result, teaching 

methods such as lectures become dominant, which makes students bored and less enthusiastic 

about learning. 

To improve teacher performance in teaching and learning activities (KBM), several 

innovative methods can be applied, such as: 

1. Simple experiments - Giving students direct experience to analyze and conclude learning 

outcomes. 

2. Class projects - Increasing student collaboration through teamwork, such as exhibitions 

or field surveys. 

3. Role playing - Developing student creativity through role-playing based on local or 

foreign stories. 

4. Interactive learning media - Using technology such as video, animation, or games to 

increase student motivation. 

5. Rewarding - Giving appreciation to teachers to increase self-confidence and work 

motivation. 

Initial survey results in several private high schools in Depok show that teacher 

performance still faces various problems. The indicators measured include quality, quantity, 

effectiveness, efficiency, and achievement of work results, with the following findings: 

1. Productivity: 48% of teachers have not utilized facilities optimally and have not 

completed work on time. 

2. Effectiveness: 40% of teachers show little desire to learn and improve work quality. 

3. Quality: 52% of teachers do not meet work standards, including a lack of rechecking of 

work results. 

4. Quantity: 62% of teachers do not achieve the time target or amount of work assigned. 

These problems cause a gap between teacher performance and expectations, and have an 

impact on student learning outcomes. Teachers are required to be creative and professional, 

using innovative learning methods so that students are more enthusiastic and can easily 

understand the material. The theme of improving teacher performance through organizational 

culture, transformational leadership, self-efficacy, and work motivation is proposed as a 

solution to support measurable and sustainable improvements. 
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2. LITERATURE REVIEW  

Teacher Performance 

The performance of an individual can be interpreted as a record of work that can be 

completed within a certain time, according to Wijaya (2021) with the following factors:  

a. Quality, is the extent to which the process or results of implementing activities approach 

perfection or approach the expected goals; 

b. Quantity, is the amount produced. for example the amount of rupiah, units, and cycles of 

activities carried out;  

c. Timeliness, is the extent to which an activity is completed at the desired time, taking into 

account the coordination of other outputs and the time available for other people's 

activities; 

d. Cost effectiveness, is the extent to which the use of organizational resources (human, 

financial, technological, and material) is maximized to achieve the highest results or 

reduce losses from each unit of resource use;  

e. Need for supervision, is the extent to which a worker can carry out a job function without 

requiring supervision from a supervisor to prevent undesirable actions.  

f. Interpersonal impact, is the extent to which employees maintain self-esteem, good name, 

and cooperation among coworkers and subordinates. 

Colquitt et al., (2019: 38–42 and 52-57). stated that performance is the value of a set of 

employee behaviors that contribute, either positively or negatively, to the fulfillment of 

organizational goals. It was also stated that the factors that influence performance are. 

a. Task Performance. 

b. Citizenship behavior as a positive behavioral contribution. 

c. Counter productive behavior as a negative behavioral contribution (Halim, 2019).  

Meanwhile, Richard L. Daft (2010: 8, 23, 382), stated that performance is an effort to 

achieve work results and goals by using resources in effective and efficient ways. It was also 

stated that performance indicators are; 

a. Goal achievement. 

b. productivity,  

c. Service satisfaction,  

d. Efficiency, and,  

e. Effectiveness (Saputro, 2020). 
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Organizational Culture 

Schein (2010:18-25) states "The culture of the group is a common core premise that has 

worked well enough for the group to be learned and considered. Effective in solving external 

coordination and internal integration problems, so that it is re-educated to members as the 

correct method. It can now be defined as a pattern of conditions. Recognize, think and feel 

these issues." (Group culture can be defined as a pattern of common basic assumptions learned 

by the group When trying to solve problems of external adjustment and integration, which have 

been proven valid and therefore considered necessary to teach new members the right way. to 

understand, think and feel these problems). 

According to Luthans (2011:72-77) Organizational culture is an understanding of 

important values and norms in the organization that guide the behavior of organizational 

members. The dimensions of this theory are the actual behavior patterns of organizational 

members; Behavioral norms at work; Generally understood values (dominant); Regulations 

that serve as guidelines for members; Organizational climate, namely the atmosphere 

experienced by members in life within the organization. Greenberg and Baron (2008:547-549) 

previously stated that organizational culture is a cognitive framework consisting of attitudes, 

values, behavioral norms, expectations and a set of basic assumptions held by all members of 

the organization. There are core organizational values reflected in the culture: 

a. Sensitivity to customer and employee needs 

b. Employee interest in developing new ideas. 

c. Transparency in available communication options. 

d. Friendliness and compatibility of employees with each other. 

e. Openness to communication decisions. 

f. Familiarity and closeness between employees. 

Transformational Leadership 

According to Colquitt (2015;487-492) Transformational leadership is leadership in 

which all members are inspired to commit to the realization of a shared vision that gives 

meaning to their own potential and allows certain problems to be developed from new 

perspectives. The indicators of this theory are (1) Idealized influence (charisma); the behavior 

of a leader to have integrity, strong values, and behavior that is consistent with those values. 

(2) Intellectual stimulation; the behavior of a leader to encourage and arouse creativity and 

critical thinking from team members or subordinates. (3) Individualized consideration; the 

behavior of a leader to pay attention to and care about the needs, desires, and development of 

individuals in a team or organization. (4) Inspirational motivation; the behavior of a leader to 
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articulate an attractive vision and inspire the enthusiasm of his followers to achieve common 

goals. Bernard and Riggio (2006:6-9) explain "Transformational Leadership. New Jersey:  

Lawrence Erlbaum Associates,” (Transformational Leadership is stimulating and 

inspiring followers to achieve extraordinary results and to develop their own leadership skills). 

Indicators of this theory include (1) Idealized influence; leaders act as role models. (2) 

Inspirational motivation; leaders create a clear picture of the future situation optimistically. (3) 

Intellectual stimulation; leaders encourage people to be creative and innovative. (4) Individual 

consideration; leaders develop people by creating a supportive environment. Another theory is 

taken from Tschannen-Moran's opinion (2003) that Transformational Leadership is a leader 

who can motivate others to see their work from a new perspective, create awareness of the 

organization's mission and vision, develop colleagues and followers to a higher level of ability 

and potential, and encourage them to see beyond the limits of their abilities and potential. own 

interests and who benefits from the group. Indicators of this theory are explained as; Individuals 

influence, namely the idealization of leaders that influences the behavior or idealization of their 

subordinates in working; Inspirational motivation, namely the influence of leaders that creates 

enthusiasm and motivation and encourages the intuition of their subordinates; Intellectual 

stimulation, namely encouraging leaders to improve the intelligence of subordinates who think 

creatively and innovatively; Individual consideration, namely the leader's concern or attention 

to the individual needs of subordinates or followers. 

Self-Efficacy 

According to Kreitner and Kinicki (2010;129-130) Self-efficacy is a person's belief in 

their ability to successfully perform a particular task. There is an element of self-efficacy such 

as performing well which means an aspect of the assessment related to success, which has 

indicators such as Previous experience; Behavioral models (the success of others on the same 

task); Persuasion from others, and; Physical and emotional state. 

Meanwhile, according to Ivancevich, Konopaske and Matteson (2011;117) self-efficacy 

is believing in one's own ability and competence to perform certain tasks successfully. A person 

with high self-efficacy believes in their achievements. Self-efficacy also includes 3 (three) 

dimensions, namely: 

a. Magnitude, which is the level of difficulty of the task that is believed to be able to be 

done. The indicators are: 

1) the ability to solve problems related to the level of difficulty of the task, 

2)  completing tasks that are believed to be able to be carried out and avoiding tasks 

beyond their capabilities. 
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b. Strength, which is the belief about whether the level of difficulty of the task is considered 

high or low. The indicators are: 

1) believing in one's own ability to achieve success in every task,  

2) Strong expectations of one's own abilities that drive one to achieve goals and success. 

c. Generality, namely the degree of generalization of expectations to various conditions. 

The indicators are:  

1) Belief in understanding one's abilities,  

2) Being able to understand one's abilities as limited to certain activities and situations 

that vary. 

Previously, Gibson, et al (2006; 161-162) stated that "Self-Efficacy is the belief that one 

can act appropriately in a given situation". (Self-efficacy is the belief that one can act 

appropriately in a given situation). From this theory, it states that the Dimensions of self-

efficacy: (a) The magnitude, the level of difficulty of the task one believes one can accomplish; 

(b) Starch-based The belief that greatness is strong or weak; (c) generality, the degree that 

expectation generalizes across circumstances. (Self-Efficacy Dimensions: (a) Size, the level of 

difficulty of the task that a person believes he or she can achieve; (b) Strength, refers to beliefs 

about magnitudes such as being strong or weak; (c) Generalization, the extent to which an 

expectation is generalized across different situations. 

Work Motivation 

Work motivation is an internal or external drive that drives individuals to act, try, and 

actively participate in their work or tasks. Motivation affects a person's commitment, 

performance, productivity, and job satisfaction. Luthans (2007:270) defines motivation as a 

process that starts from physiological or psychological needs, which motivates behavior to 

achieve goals or receive incentives. Motivation is divided into extrinsic and intrinsic. 

Extrinsic motivation includes: 

a. Salary: financial compensation for work. 

b. Benefits: income earned by individuals or companies. 

c. Promotion: increase in position, status, or responsibility. 

Intrinsic motivation includes: 

a. Responsibility: obligations according to norms. 

b. Achievement: individual or group achievement. 

c. Suitability: suitability of individual abilities to work. 

d. Feelings: emotional experiences related to certain situations. 

e. Challenges: encouragement to improve skills. 
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f. Goals: desired results for individuals or organizations. 

Robbins and Coulter (2010:109) added that work motivation is a process that triggers 

and maintains behavior to achieve goals. Indicators of work motivation include: 

a. Job satisfaction: the level of employee pleasure in their work. 

b. Organizational commitment: employee loyalty and attachment to the organization. 

c. Participation in decision making: employee involvement in decisions that affect their 

work. 

d. Recognition: appreciation for employee contributions, which can increase motivation 

and performance. 

With this understanding, motivation becomes an important factor in the success of 

individuals and organizations (Luthans, 2007; Robbins & Coulter, 2010). 

 

3. METHODS  

Population and Sample 

Population is a generalization area consisting of: objects or subjects that have certain 

qualities and characteristics determined by researchers to be studied and then conclusions 

drawn Sugiyono, (2015:119). The population in this study was determined based on internal 

data on the number of teachers in 15 high schools in 5 sub-districts in Depok city with a total 

of 245 teachers. The population in this study can be seen in detail in table 3.2 below: 

Tabel 3. 2 Populasi Penelitian 

No Kecamatan Jumlah SMA Swasta Jumlah Guru SMA Swasta 

1 Cinere 4 84 

2 Limo 2 44 

3 Bojongsari 3 76 

4 Sawangan 3 57 

5 Sukmajaya 4 86 

Jumlah 16 347 

Sumber: https://dapo.kemdikbud.go.id/ Dapodikdasmen, Sinkronisasi Januari 

2022,Semester Genap 2021/2022 

Research Sample 

Determining the number of research samples in this quantitative stage uses a proportional 

random sampling technique based on the Taro Yamane Formula. The sample is a portion of 

the number and characteristics that represent and are owned by the population. In this study, 

the error rate and confidence level used are 5%. Here is the Taro Yamane formula: 

n = N 

N X d2+ 1 

https://dapo.kemdikbud.go.id/
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Description: 

n = number of samples 

N = number of population 

d = precision or tolerance limit for sampling error (0.05) 

The use of this formula resulted in a number of samples being obtained, namely as 

follows: 

n = 347
 

 

347x 0.052+ 1 

 

= 347
 

 

   1.8675 

  =  185,8 ≋ 186 

 

Based on the sampling calculation technique, the number of samples was determined to 

be 186 respondents. Then the number of samples was determined in each school that was the 

area sample by determining the proportion according to the number of teachers in the school 

being studied. The number of samples in each sub-district is as follows: 

Tabel 3. 3 Distribusi Sampling 

 

No 

Nama 

Kecamatan 

Jumlah 

Guru 

Penarikan 

Sampel 

Pembu 

latan 

1 Cinere 84 (64/245) x 186 48,58 49 

2 Limo 44 (22/245) x186 16,70 17 

3 Bojongsari 76 (56/245) x 186 42,41 42 

4 Sawangan 57 (37/245) x 186 28,09 28 

5 Sukmajaya 86 (66/245) x 186 50,11 50 

Jumlah 

Dosen 
347 Jumlah Sampel 186 

 

4. RESULTS 

The positive relationship between the independent variable and the dependent variable 

when viewed from the path analysis, then the relationship is a functional relationship where 

teacher performance (Y) is formed as a result of the functioning of the organizational culture 

function (X1), transformational leadership (X2), self-efficacy (X3) work motivation (X4). The 

discussion of the research results can be described as follows: 
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1. Influence positive direct between variable culture organization (X 1 ) on teacher 

performance variables (Y) 

Based on the results of the first hypothesis test, it was concluded that there was influence 

direct positive between culture organization with performance Teacher shown by F count = 

1.38 < F table = 3.89 with a significance value (Sig.) namely 0.75 > 0.05. Then the simple 

regression model is obtained from table 4.36. that is ŷ = 42.46 + 0.58X 1 with contribution of 

42.7%. Based on results testing can concluded that model regression between culture 

organization (X 1 ) to performance Teacher (Y) patterned linear. C

0.222, with t count = 6.83 while t table at the real level α = 0.05, the t table is obtained = 1.65, 

so the calculated t > t table means H o rejected and H 1 accepted. Thus there is a direct positive 

influence organizational culture variable (X1 ) on teacher performance (Y), meaning that the 

more strong organizational culture (X 1 ) will improve teacher performance (Y) Private High 

School Teachers in City Depok, Java West. 

2. Direct positive influence between transformational leadership variables (X2) on teacher 

performance variables (Y) 

Based on results test hypothesis second concluded that there is influence direct positive 

between leadership transformational with performance Teacher shown by F count = 1.46 < F table 

= 3.89 with mark significance (Sig.) that is 0.41 > 0.05. Then model regression simple obtained 

from table 4.39. namely ŷ = 44.70 + 0.55X 1 with a contribution of 49.9%. Based on the test 

results, it can be concluded that the regression model between leadership transformational (X 

2 ) to performance Teacher (Y) patterned linear. The path coefficient y2 ) = 0.294, 

with t count = 8.57 while t table at the real level α = 0.05, the t table is obtained = 1.65, so the calculated 

t > t table means H o rejected and H 1 accepted. Thus there is a direct positive influence variable 

leadership transformational (X 2 ) to performance Teacher (Y), It means the more strong 

leadership transformational (X 2 ) will improve performance Teacher (Y) Private High School 

Teacher in City Depok, Java West. 

3. Direct positive influence between self-efficacy variable (X3) on teacher performance 

variable (Y) 

Based on results test hypothesis third concluded that there is a positive direct influence 

between self-efficacy and teacher performance is shown by F count = 1.70 < F table = 3.89 

with a significance value (Sig.) of 0.06 > 0.05. Then the simple regression model is obtained 

from table 4.42. namely ŷ = 65.87 + 0.40X 1 with contribution as big as 39.6%. Based on 

t h e  t e s t  results can be concluded that the regression model between self-efficacy ( X3 ) to 
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performance Teacher (Y) patterned linear. y3 ) = 0.234, with t 

count = 14.52, while t table at the real level α = 0.05 obtained t table = 1.65, so t count > t table means 

Ho is rejected and H 1 is accepted. Thus there is a direct influence positive self-efficacy variable 

( X3 ) on teacher performance (Y), meaning that the more strong self-efficacy (X3 ) will improve 

teacher performance (Y) of Private High School Teachers in the City Depok, Java West. 

4. Direct positive influence between work motivation variable (X4) on teacher performance 

variable (Y) 

Based on the results of the fourth hypothesis test, it was concluded that there was 

influence direct positive between motivation Work with performance Teacher indicated by the 

calculated F value = 1.29 < F table = 3.89 with a significance value of (Sig.) that is 0.13 > 0.05. Then 

model regression simple got from table 4.45. that is ŷ = 34.73 + 0.63X 1 with contribution 

as big as 51%. Based on the test results, it can be concluded that the regression model between 

motivation Work (X 4 ) against performance Teacher (Y) patterned linear. Coefficient value 

y4 ) = 0.202, with t count = 4.99 while t table at the real level α = 0.05, the t table is obtained = 1.65, 

so the calculated t > t table means H o rejected and H 1 accepted. Thus there is a direct positive 

influence work motivation variable (X4 ) on teacher performance (Y), meaning the stronger it 

is Work motivation (X4 ) will improve teacher performance (Y) of Private High School 

Teachers in the City Depok, Java West. 

5. Direct positive influence between organizational culture variables (X1) on work 

motivation variables (X4) 

Based on the results of the fifth hypothesis test, it was concluded that there was positive 

direct influence between organizational culture and work motivation indicated by the 

calculated F value = 1.29 < F table = 3.89 with a significance value of (Sig.) that is 0.12 > 0.05. 

Then model regression simple got from table 4.48. that is ŷ = 58.89 + 0.54X 1 with contribution 

as big as 35.5%. Based on the test results, it can be concluded that the regression model between 

culture organization (X 1 ) to motivation Work (X 4 ) patterned linear. The path coefficient 

he real level α = 0.05 obtained 

t table = 1.65, so t count > t table means H o rejected And H 1 accepted. With thus there is 

influence positive direct variable culture organization (X 1 ) to motivation Work (X 4 ), This 

means that the stronger the organizational culture (X1 ) the greater the motivation. Work (X 4 

) Private High School Teacher in City Depok, Java West. 
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6. Direct positive influence between transformational leadership variables (X2) on work 

motivation variables (X4) 

Based on the results of the sixth hypothesis test, it was concluded that there was influence 

direct positive between leadership transformational with work motivation is indicated by F count 

= 1.17 < F table = 3.89 with a value of significance (Sig.) that is 0.23 > 0.05. Then model 

regression simple is obtained from table 4.51. namely ŷ = 59.21 + 0.53X 1 with a contribution 

of 43.8%. Based on the test results, it can be concluded that the regression model between 

transformational leadership (X 2 ) to work motivation (X 4 ) patterned linear . The path 

X2X3 ) = 0.398, with t count = 3.71 while t table on a real level α = 0.05 

obtained t table = 1.652, then t count > t table means H o rejected And H 1 accepted. With thus there 

is influence positive direct variable leadership transformational (X 2 ) to motivation motivation 

Work (X 4 ), It means the more strong leadership transformational (X 2 ) will increase work 

motivation (X 4 ) of private high school teachers in City Depok, Java West. 

7. Direct positive influence between self-efficacy variable (X3) and work motivation 

variable (X4) 

Based on the results of the seventh hypothesis test, it was concluded that there was 

influence direct positive between efficacy self with motivation Work shown by F count = 1.56 < 

F table = 3.89 with a significance value (Sig.) namely 0.18 > 0.05. Then the simple regression 

model is obtained from table 4.54. that is ŷ = 83.10 + 0.36X 1 with contribution as big as 

29.2%. Based on results testing can concluded that model regression between efficacy self 

(X 3 ) to motivation Work (X 4 ) patterned linear . The X3X4 ) = 0.182, 

with t count = 16.45 while t table at the real level α = 0.05 obtained t table = 1.65, so t count > t table 

means H o rejected And H 1 accepted. With thus there is influence positive direct variable 

efficacy self (X 3 ) to motivation Work (X 4 ), It means The stronger the self-efficacy (X3 ) the 

greater the teacher's work motivation (X4 ) . Private High School in City Depok, Java West. 

8. Indirect positive influence between organizational culture variables (X1) on teacher 

performance variables (Y) through work motivation (X4). 

Based on results test hypothesis eighth concluded that there is influence No direct 

positive between organizational culture with teacher performance through work motivation, 

shown with the calculation results 

= 0.049, then H o rejected And H 1 accepted. With thus there is influence No direct positive 

between variable culture organization (X 1 ) to performance teachers (Y) through work 

motivation (X 4 ), meaning the stronger the organizational culture (X 1 ) will strengthen teacher 
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performance (Y) by increasing work motivation ( X3 ) Private High School Teacher in City 

Depok, Java West. Obtained mark Z count (6.17) > mark Z table (1.97), with level significance α 

= 5%. And if seen from the probability value (significance) of t-statistic test for the visionary 

leadership variable (sig) is 0.00 < α = 0.05. Then H 0 is rejected and H 1 is accepted, this means 

this shows that motivation Work (X 4 ) capable mediate culture organization (X 1 ) to 

performance teacher (Y). 

9. Indirect positive influence between transformational leadership variable (X2) on teacher 

performance variable (Y) through work motivation (X4) 

Based on results test hypothesis ninth concluded that there is influence No direct positive 

between organizational culture with commitment profession through motivation Work, shown 

with results  

0.193, then H o is rejected and H 1 is accepted. Thus there is influence indirect positive 

relationship between transformational leadership variables ( X2 ) on teacher performance (Y) 

through work motivation (X4 ) , meaning that the stronger it is leadership transformational (X 

2 ) will strengthen performance Teacher (Y) through improvement Work motivation (X 4 ) Private 

High School Teachers in Depok City, Central Java West. 

10. Indirect positive influence between self-efficacy variable (X3) on teacher performance 

variable (Y) through work motivation (X4) 

Based on results test hypothesis tenth concluded that There is a positive indirect 

influence between self-efficacy with performance teachers through work motivation, shown 

by the results of the calculation of the influence 

not directly obtained, so H o is rejected and H 1 is accepted. Thus there is a positive indirect 

effect between the self-efficacy variable (X3 ) and teacher performance (Y) through motivation 

work (X 4 ), meaning that the stronger the self-efficacy (X 3 ) the stronger the performance. 

teachers (Y) through increasing work motivation (X 4 ) of private high school teachers in Depok 

City, Java West. 

 

5. CONCLUSION  

1. The result is a strategy to increase performance teacher performance through 

identification to power of influence a ntar v a ri a b e l - v a ri a b e l research . The 

strategy to improve teacher performance is through strengthening organizational culture 

variables, transformational leadership, self- efficacy and work motivation . 
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2. A way to strengthen research variables was produced. Some findings related to 

indicators in research variables need to be improved and some need to be maintained 

or developed. 

3. An optimal solution is produced to improve lecturer performance, namely improving 

weak indicators and maintaining or developing good indicators. The indicators that 

need to be improved consist of: 1st Inspirational motivation, 2nd Individual 

consideration, 3rd Verbal Persuasion, 4th Vicarious Experience, 5th Emotional Cues, 

6th Past Performance, 7th Consistency in rules, 8th Empowerment of human resources, 

9th Orientation to work results, 10th Working conditions, 11th Status, 12th 

Achievement, 13th Organizational procedures, 14th Quantity (how many units are 

produced per unit of time), 15th Effectiveness (level of goal achievement ), 16th 

Efficiency (use of minimal input to achieve goals). While the indicators that are 

maintained and developed are: 1) Idealized influence, 2). Intellectual simulation, 3). 

Magnitude (difficulty of the task), 4). Strength (firmness of his/her beliefs), 5). 

Generality (mastery of the task being done), 6). Encouraging innovation in work, 7). 

Working with a team, 8). Adaptation to change, 9). Compensation, 10). Progress, 11). 

Confession, 12). Responsibility, 13). Quality (how good or how complete the work 

results are), and 14). Accuracy of work, in accordance with SOP and the targets set 

 

DISCUSSION  

Based on results analysis , discussion of results research and hypothesis Which referred 

to a n so can be concluded as follows : 

1. There is  influence direct positive which is significant between organizational culture ( 

X 1 ) and teacher performance ( Y ) with β y 1 = 0.222 , so that strengthening 

Organizational culture ( X 1 ) can improve teacher performance ( Y ) . 

2. There is a significant positive direct influence between transformational leadership (X2) 

on teacher performance (Y) with βy2 = 0.294, so that strengthening transformational 

leadership (X2) can improve teacher performance (Y). 

3. There is a significant positive direct influence between self-efficacy (X3) on teacher 

performance (Y) with βy3 = 0.234, so that strengthening self-efficacy (X3) can improve 

teacher performance (Y). 
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4. There is a significant positive direct influence between work motivation (X4) on teacher 

performance (Y) with βy4 = 0.202, so that strengthening work motivation (X4) can 

improve teacher performance (Y). 

5. There is a significant positive direct influence between organizational culture (X1) and 

work motivation (X4) with βx1x4 = 0.244, so that strengthening organizational culture 

(X1) can increase work motivation (X4). 

6. There is a significant positive direct influence between transformational leadership (X2) 

on work motivation (X4) with βx2x4 = 0.398, so that strengthening transformational 

leadership (X2) can increase work motivation (X4). 

7. There is a significant positive direct influence between self-efficacy (X3) and work 

motivation (X4) with βx3x4 = 0.182, so that strengthening self-efficacy (X3) can 

increase work motivation (X4). 

8. There is a significant positive indirect effect between organizational culture (X1) on 

teacher performance (Y) through work motivation (X4) with β13y = 0.236, so that 

strengthening organizational culture (X1) can improve teacher performance (Y) through 

work motivation (X4). Work Motivation (X4) can function effectively as an intervening 

variable between organizational culture (X1) and teacher performance (Y) because the 

indirect effect is greater than the direct effect. 

9. There is a significant positive indirect effect between transformational leadership (X2) 

on teacher performance (Y) through work motivation (X3) with β23y = 0.193, so that 

strengthening transformational leadership (X2) can improve teacher performance (Y) 

through work motivation (X4). However, work motivation (X4) cannot function 

effectively as an intervening variable between transformational leadership (X2) and 

teacher performance (Y) because the direct effect is greater than the indirect effect. 

10. There is a significant positive indirect effect between self-efficacy (X3) on teacher 

performance (Y) through work motivation (X4) with β14y = 0.182, so that strengthening 

self-efficacy (X3) can improve teacher performance (Y) through work motivation (X4). 

However, work motivation (X4) cannot function effectively as an intervening variable 

between self-efficacy (X3) and teacher performance (Y) because the direct effect is 

greater than the indirect effect. 

 

  



 
 

e-ISSN : 3047-6038; p-ISSN : 3047-6046; Hal. 68-86 
 

 

REFERENCES 

Adzansyah, A., Fauzi, A., Putri, I., Fauziah, NA, Klarissa, S., & Damayanti, VB (2023). The 

effect of training, work motivation, and emotional intelligence on employee performance 

(performance management literature review). Journal of Applied Management Science , 

4 (4), 498-505. 

Aeni, Z., & Wiwaha, WA (2022). Contribution of psychology and sociology to organizational 

behavior and its implications for the management of Islamic educational institutions. 

Jurnal Mahasantri , 2 (2), 517-536. 

Akeel, AB and Subramaniam, ID 2013 . " The Role of Transformation Leadership Style in 

Motivating Public Sector Employees in Libya ". Australian Journal of Basic and Applied 

Sciences, 7(2) : 99 – 108, 2013. 

Azizah, D.A. 2021. " The Influence of Financial Performance and Company Size on Company 

Value in Food and Beverage Companies on the IDX " . Journal of Accounting Science 

and Research 10(1) , 1 – 18 . 

Bass, BM And Avolio, BJ Improving Organizational Effectiveness Through Transformational 

Leadership . Sage Thousand Oaks. 2004. Pp. 263 – 273 . 

Bass. BM & Riggio, RE 2006. Transformational Leadership . New Jersey : Lawrence Erlbaum 

Associates. 

Champoux, Joseph. 2011. Organizational Behavior : Integrating Individuals, Groups, And 

Organizations, Fourth Edition. New York : Routledge Taylor & Francis. 

Daft, Richard L. 2010. New Era Of Management Ninth Edition. Canada : South – Western 

Cengage Learning. 

Daulay, R., Kurnia, E., & Maulana, I. (2019, October). Analysis of factors influencing 

employee performance in regional companies in Medan City. In Proceedings of the 

National Entrepreneurship Seminar (Vol. 1, No. 1, pp. 209-218). 

Daulay, R., Kurnia, E., & Maulana, I. 2019. Factor Analysis – Factor Factors Affecting 

Employee Performance in Regional Companies in Medan City . Proceedings of the 

National Entrepreneurship Seminar, 1(1), 209 – 218 . 

Denise Boyd and Helen Bee. 2009. Lifespan Development , 5th Ed . Boston : Pearson 

International Edition. 

DIRAGA, BF (2019). THE EFFECT OF INTRINSIC MOTIVATION ON EMPLOYEE 

PERFORMANCE THROUGH AFFECTIVE COMMITMENT AS AN INTERVENING 

VARIABLE (Study at PTP Nusantara XI PG Pagotan, Madiun) (Doctoral dissertation, 

Muhammadiyah University of Ponorogo). 

Edgar H. Schein. 2010 . Organizational Culture and Leadership . 4th Edition. San Francisco: 

Jossey-Bass a Wiley Imprint. P p. 18 – 33 

Fauzi , A., Hutajulu, L., Rijal, M., et . al. 2023. Analysis of the Influence of Job Satisfaction, 

Workload, and Work Environment on Employee Performance (Literature Review of 



 
Strategies For Improving Teacher Performance Through Strengthening Organizational Culture, 

Transformational Leadership, Self-Efficacy, And Work Motivation  
(Empirical Study Using Quantitative Approach and Sitorem Analysis on Private High School Teachers in Depok City, West 

Java) 

83           IJER - VOLUME. 1, NO. 4, DESEMBER 2024 

 

 
 

Business Research Methodology). Multidisciplinary Journal of Science , 1 (4) , 874 – 

885. 

Feist, J., Feist. GJ, and Roberts, TA 2013. Theories of Personality , 8th Ed . New York : McGraw 

–Hill. 

Fred Luthans. 2011. Organizational Behavior : An Evidence – Based Approach. New York: 

McGraw – Hill, p. 72. 

Fred Luthans. 2011. Organizational Behavior and Evidence – Based Approach, 12th Ed . New 

York : McGraw – Hill . 

Gibson, James L., John M. Ivancevich, James H. Donelly Jr., Konopaske. 2009. 

Organizational: Behavior, Structure, Processes . New York : McGraw - Hill, Irwin . 

Gibson, J.M. Ivancevich, J.H. Donnelly, Jr., and R. Konopaske. 2006. Organizations : Behavior, 

Structure and Processes .  New York : McGraw – Hill, P p. 161 – 162 . 

Gomes, Faustino Cardoso. 2010. Human Resource Management . Yogyakarta: Andi Offsed 

Greenberg, and RA Baron. 2008. Behavior in Organizations. London : Person Prentice Hall. 

p.234 

Greenberg, and R. A. Baron . 2008. Behavior in Organizations, Nine Edition . Upper Saddle 

River, New Jersey : Pearson Education, Inc. 

Hendra, H. (2020). The influence of organizational culture, training and motivation on 

employee performance at Tjut Nyak Dhien University, Medan. Maneggio: Scientific 

Journal of Master of Management , 3 (1), 1-12. 

Hendra, H. 2020. The Influence of Organizational Culture, Training and Motivation on 

Employee Performance at Tjut Nyak Dhien University, Medan. Maneggio: Scientific 

Journal of Master of Management, 3(1), 1 – 12 . 

Hermawan, A., Susanti, E., & Indrati, B. (2023). Teacher Performance Improvement 

Optimization through Teamwork Strengthening, Interpersonal Communication, 

Adversity Quotient and Work Motivation. Indonesian Journal of Education and 

Mathematical Science , 4 (1), 18-26. 

Hermawan, Andi, Eni Susanti, and Briliantina Indrati. 2023. "Teacher Performance 

Improvement Optimization through Teamwork Strengthening, Interpersonal 

Communication, Adversity Quotient and Work Motivation." Indonesian Journal of 

Education and Mathematical Science , 4 ( 1 ), 18 – 26. 

Hughes, Richard L., Robert C. Ginnett, and Gordon J. Curphy. (2009). Leadership Enhancing 

the Lessons of Experience sixth edition . New York : McGraw – Hill . 

Jason A. Colquitt, Jeffrey A. Lepine, M.J. Wesson. 2009. Organizational Behavior , Improving 

Performance and Commitment in the Workplace . New York: Th McGraw – Hill. P p. 

546 – 547. 



 
 

e-ISSN : 3047-6038; p-ISSN : 3047-6046; Hal. 68-86 
 

 

John Ivancevich, R. Konopaske, Michael T, Matteson. 2011. Organizational Behavior & 

Management , 10th Ed. New York : McGraw - Hill. 

Kadar, I. (2014). The Effectiveness of Transformational Leadership and Organizational Culture 

on the Work Motivation of Private Vocational School Teachers at the Cibadak 

Commissariat, Sukabumi Regency. MAGMA: MAGISTER MANAGEMENT JOURNAL , 

2 (1). 

Kadar, IK (2015). ANALYSIS OF TRANSFORMATIONAL LEADERSHIP, DISCIPLINE, 

AND WORK MOTIVATION ON CIVIL SERVANTS' PERFORMANCE. MAGMA: 

MASTER OF MANAGEMENT JOURNAL , 3 (1). 

Kinicki, Angelo and R. Kreitner, 2008. Organizational Behavior, Key Concepts, Skills & Best 

Practice . New York : McGraw - Hill. 

Lengkong, F., Lengkong, VP, & Taroreh, RN (2019). The Influence of Skills, Experience and 

Work Environment on Employee Performance at PT. Tri Mustika Cocominaesa (South 

Minahasa). EMBA Journal: Journal of Economic, Management, Business and 

Accounting Research , 7 (1). 

Lengkong, F., Lengkong, VP, & Taroreh, RN 2019. The Influence of Skills, Experience and 

Work Environment on Employee Performance at PT. Tri Mustika Cocominaesa (South 

Minahasa). EMBA Journal : Journal of Economics, Management, Business and 

Accounting Research, 7(1). 

Loyd L. Byars. 2011. Human Resource Management. New. York : The McGraw - Hill 

Companies, Inc 

Luthans, Fred. 2007. Organizational Behaviors . (Singapore: McGraw Hill) 

Luthans, Fred. 2011. Organizational Behavior: An Evidence – Based Approach, 12th Edition , 

(New York: McGraw – Hill . Ir w in) . p. 126, 132. 

Mr. Andi Setiawan . 2015. Group Counseling Model with Problem Solving Technique to 

Improve Self – Efficacy Student Academic . Journal of Guidance and Counseling , 4 (1). 

Mangkunegara, AAP (2019). Transformational Rector Leadership In Building Organizational 

Commitment And Compensation Towards Job Satisfaction Of Non-Lecturer Staff 

(Education Staff). Journal of Southeast Asia Psychology (SAPJ) , 7 (3), 21-21. 

McShane, S. L., & Glinow, M. A. V. (2010). Organizational Behavior: Emerging Knowledge 

and Practice For The Real World . New York : McGraw – Hill. 

McShane, S. L., & Von Glinow, M. A. (2018). Organizational Behavior 8th ed. 

Michael W Eysenck. 2009. Fundamentals of Psychology . New York : Psychology Press, 2009 

Nelson, Debra L., and J. C. Quick (2006). “Organizational Behavior?” Foundations, Realities, 

& Challenges 5th edition?” . America: Thomson South Western: p.191-193 

Newstrom, John W. and Davis. 2007. Organizational Behavior : Human Behavior at Work . 

(New Delhi : Tata McGraw – Hill Publishing Company Ltd.). 

https://journal.unnes.ac.id/sju/jubk/article/view/6869
https://journal.unnes.ac.id/sju/jubk/article/view/6869
https://journal.unnes.ac.id/sju/jubk/article/view/6869
https://journal.unnes.ac.id/sju/jubk/article/view/6869
https://journal.unnes.ac.id/sju/jubk/article/view/6869
https://journal.unnes.ac.id/sju/jubk/article/view/6869
https://journal.unnes.ac.id/sju/jubk/article/view/6869
https://journal.unnes.ac.id/sju/jubk/article/view/6869


 
Strategies For Improving Teacher Performance Through Strengthening Organizational Culture, 

Transformational Leadership, Self-Efficacy, And Work Motivation  
(Empirical Study Using Quantitative Approach and Sitorem Analysis on Private High School Teachers in Depok City, West 

Java) 

85           IJER - VOLUME. 1, NO. 4, DESEMBER 2024 

 

 
 

Nurhandayani, A. (2022). The Influence of Work Environment, Job Satisfaction, and Workload 

on Performance. Journal of Economics and Digital Business (Ekobil) , 1 (2), 108-110. 

Nurhandayani, A. 2022. The Influence of Work Environment, Job Satisfaction, and Workload 

on Performance. Journal of Economics and Digital Business (Ekobil), 1(2), 108 – 110. 

Panuluh, TBD, & Gilang, A. (2019). The Influence of Work Discipline on Employee 

Performance at PT Asuransi Ramayana Bandung. eProceedings of Management , 6 (3). 

Pinder, Craig C. (2008). Work Motivation in Organizational Behavior . New York : Psychology 

Press. 

Po – Chien Chang a & Shyh – Jer Chen. 2011. "Crossing The Levels of Employee's 

Performance: HPWS, Affective Commitment, Human Capital, and Employee Job 

Performance in Professional Service Organizations?" . The International Journal of 

Human Resource Management, 22, 04, pp. 883 – 901. 

Robbins, S.P. and Timothy A.J. 2 013. Organizational Behavior . New Jersey : Pearson 15th 

Education. 

Robbins, SP, & Coulter, M. 2010. Management 10th edition . Jakarta : Erlangga . 

Robert K. Angelo K. 2010 . Organizational Behavior . New York : McGraw – Hill, P p. 129 – 

130 . 

Robert Kreitner, Angelo Kinicki. 2008. Organizational Behavior. New York: McGraw – Hill. 

p. 66-71 . 

Schermerhorn, John R, RN Osborn, Mary UhlBien, JG Hunt. 2012. Organizational Behavior . 

John Wiley & Son (Asia) Pte Ltd. 

Setyaningsih, S., & Sunaryo, W. (2021). Optimizing Transformational Leadership 

Strengthening, Self Efficacy, and Job Satisfaction to Increase Teacher Commitment. 

International Journal of Instruction , 14 (4), 427-438. 

Slocum, JW Jr and Hellriegel, 2007. Fundamentals of Organizational Behavior , (Chinese : 

Thomson South Western), p. 392,393,394 – 395 . 

Slocum, John W and Hellriegel. 2011. Organizational Behavior 13th Ed. Masons : South 

Western, pp. 329 – 330 . 

Spector, PE 2008. Industrial and Organizational Psychology . New York : John Wiley & Sons 

Stephen P. Robbins. 2003. Organizational Behavior . 10th Edition. New Jersey: Prentice Hall 

Pearson Education . p. 525 

Sudarjat, J., Abdullah, T., & Sunaryo, W. (2015). Supervision, leadership, and working 

motivation to teachers' performance. International Journal of Managerial Studies and 

Research (IJMSR) , 3 (6), 146-152. 



 
 

e-ISSN : 3047-6038; p-ISSN : 3047-6046; Hal. 68-86 
 

 

Sunardi, S., Sunaryo, W., & Laihad, GH (2019). Increasing innovativeness through the 

development of transformational leadership and self-efficacy. Journal of Educational 

Management , 7 (1), 740-747. 

Sunaryo, W., Yusnita, N., Herfina, H., Wulandari, D., & Suhendra, S. (2023). The effects of 

digital transformational leadership, work environment and motivation on reinforcing job 

satisfaction: Evidence from vocational schools. International Journal of Data and 

Network Science , 7 (2), 883-890. 

Supriyatna, S., Kadar, I., & Wulandari, D. (2023). Strengthening Organizational Culture, 

Transformational Leadership, Self-Efficacy, and Achievement Motivation in Increasing 

Innovation Efforts. International Journal of Social Health , 2 (5), 202-216. 

Syahrina, IA, & Ester. (2016). Self Efficacy with Academic Dishonesty in Students of 

Universitas Putra Indonesia “YPTK” Padang. RAP UNP Journal, 7(1), 24 – 35. 

https://doi.org/10.5075/epfl-cisbat2015-821-826 JI    

Triwahyuni, L., Abdullah, T., & Sunaryo, W. (2014). The effect of organizational culture, 

transformational leadership and self-confidence on teachers' performance. International 

Journal of Managerial Studies and Research (IJMSR) , 2 (10), 156-165. 

The Crypt – Moran, M. 2003. Fostering Organizational Citizenship: Transformational 

Leadership and Trust. in WK Hoy & CG Miskel (Eds.), Studies in Leading and 

Organizing Schools Information Age (ed.) . GreenWich: CT 

Wijaya, C., & Manurung, O. (2021). Work Productivity : Analysis of Organizational Culture 

Factors, Spiritual Leadership, Work Attitude, and Work Motivation for Optimal Work 

Results . Jakarta : Golden . 

Wijaya, YD, & Astuti, MW (2021). Blackbox Testing of Employee Performance Assessment 

Information System of PT Inka (Persero) Based on Equivalence Partitions. Digital 

Journal of Information Technology , 4 (1), 22-26. 

Wirawan, N. 20 1 0. Organizational Culture and Climate . Jakarta : Salemba Four . 

Wood, Wallace, Zeffane. 2001. Organizational Behavior. A Global Perspective. Second Edition. 

Australia : John Wiley & Sons: p. 406 

Yusnita, N., Sunaryo, W., & Yulianti, S. (2021). Improving organizational citizenship behavior 

(OCB) through strengthening organizational climate and personality. Journal of social 

sciences and humanities , 23 (1), 19-27. 

 

https://doi.org/10.5075/epfl-cisbat2015-821-826J.I
https://doi.org/10.5075/epfl-cisbat2015-821-826J.I

