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ABSTRACT 
 

A teacher has a crucial role in creating a high-quality education in the world. 
This research aims to find out the school climate contribution to the teacher's 
performance through work motivation and satisfaction as the intermediate 
variable. The study focus was on the national junior high school of Tabalong 
district model, South Kalimantan. There are 132 teachers used as a sample 
from a population of 199 teachers. The result is analyzed and grouped into 
four questionnaires. The result showed that: (1) The school climate is a major 
contributing factor to the teacher's work motivation; (2) The teachers work 
contribution is a great contributor to the performance; (3) The satisfaction of 
the teacher is a significant factor in the gift to work performance; (4) The 
school climate is an intermediate variable to a teacher work contribution and 
(5) The contribution of the school climate is an intermediate variable of 
teacher work satisfaction. 
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Introduction 

Teachers have a strategic role in achieving 
educational goals. The duty of a teacher is to 
educate, teach, guide, evaluate, train, assess, 
and direct students (President of the Republic 
of Indonesia, 2007). Besides, a teacher is 
required to inculcate values that must be 
understood by students (Waterson, 2009). 
Excellent performance is a vital issue in 
teaching, as it makes the students feel 
comfortable to understand the content well. 

When viewed from various levels of 
education, from year to year the results are not 
satisfying. If the National Examination Score is 
considered an indicator of student learning 
outcomes at the SMP level, it appears that for 
public and private SMPs in 2016 with an 
average number of 890 schools, 65.05. In 2017, 
with the number of schools using UNBK, there 
were 8,882, the average result was 55.51, while 
in 2018 with 17,760 schools, it reached an 

average of 52.96, so that the value of students 
in the national examination was seen to 
decrease. For Tabalong regency, especially in 
the SMP Negeri Model, the overall national 
exam results continue to decline from the 
previous year. Given the importance of teacher 
performance in schools in efforts to improve 
the quality of education as well as to increase 
the motivation and job satisfaction of these 
teachers, it is necessary to strive continuously. 

According to Rusman (2009), teacher 
performance is a form of achievement-oriented 
behavior that can be rated based on teaching 
activities, planning, implementing, and 
evaluation of learning. According to Uno and 
Lamatenggo (2010), teacher performance is 
the principal's assessment score on planning, 
implementing, and evaluating learning 
outcomes. Work motivation, job satisfaction, 
and the school climate are some of the factors 
that affect a person's performance. 
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According to Sergiovanni and Starrat 
(1983), work motivation is the desire and 
willingness of someone to make decisions and 
act to it. For a person to achieve specific goals, 
all their psychological abilities, social and 
physical strength must be in use. Work 
motivation is a crucial factor in teaching and 
educating students. 

Job satisfaction is an attitude that reflects 
pleasant and unpleasant experiences in the 
workplace (Wexeley & Yukl, 1977). 
Furthermore, Robbins (2006) defines job 
satisfaction as an individual's general attitude 
towards the job. This involves being satisfied or 
dissatisfied with all dimensions of the work. 
This clearly shows that if a teacher feels 
satisfied with the work, then he will be happy 
to carry out his duties and responsibilities. Ac-
cording to Owen (1987) stated that 
"Organizational Climate is the study of 
perceptions that individuals have regarding the 
environment in the organization." Thus the 
assessment of organizational climate can be 
done by mining data from individual 
perceptions in the organization.  

He defined the organizational climate as 
follows: (1) The organizational environment is 
related to the enormous unit, and it contains 
specific characteristics; (2) The organizational 
climate describes an organization unit and 
mark it; (3) The organization climate originates 
from the organization's practice; (4) 
Organizational climate influences the behavior 
and attitudes of members. 

The perceptions of members of the 
organization and the relationship between 
organizational activities and management 
behavior are the critical determinants in 
organizational climate. Halpin (1971) 
identified an organizational climate continuum 
based on the results of his research using the 
"Organization Climate Description 
Questionnaire." There are six classifications of 
organizational climate. They include: (1) Open 
climate: It describes a situation where the 
workers love to work, cooperate, and there is 
openness; (2) Autonomous climate: It is a 
platform where there are freedom and 
creativity. Members have the chance to fill and 
satisfy their needs; (3) The controlled climate: 
It highlights the achievement of the social 

needs where every person is engaged in his 
work, thus lacking the social relationship with 
others; (4) The familiar climate: It factors in the 
partnership between leaders and members; (5) 
The Paternal climate: It characterizes the 
control of the leadership to members; (6) The 
closed climate: It shows the satisfaction and 
achievement of the task and the members' 
social needs. The leader feels connected to the 
members. 

According to Halpin (1971), there are eight 
factors that form the school organization. They 
include: (a) Disengagement; (b) Hindrance; (c) 
Esprit; (d) Intimacy; (e) Aloofness; (f) Pressure 
on the result; (g) (Production emphasis); (h) 
Thrust; (i) Consideration.  

 
Material and Methods 

This research was conducted in nine junior 
high schools in Tabalong area. To determine 
the number of participants, researchers used a 
sample table developed by Krejcie (Sugiyono, 
2006), this is because members of each school 
were considered relatively homogeneous, es-
pecially in terms of education and the teaching 
experience of teachers. The number of subjects 
in this study amounted to 199, because the 
number 199 is not in the table, the closest being 
200, so the sample taken with a factor of 5% is 
as many as 132 people. To be fair, the selection 
in this study uses a proportional random sam-
pling technique (Proportionate Random Sam-
pling) using the formula:  

 

Where: n = The member of sample 

n1 = Amount of population in every national Vo-

cational School  

N = Amount of Population 

N1 = The amount of population based on the 

Krejcie Table. 

 Based on the parameters used, there are 
three types of instruments used to get data: (1) 
teacher work motivation questionnaire, (2) 
Teacher performance appraisal instruments to 
obtain data about teacher performance, (3) 
questionnaire about organizational climate, (4) 
questionnaire about teacher job satisfaction.  

1

1 Nx
N

n
n =
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Teacher work motivation questionnaire 
Work motivation parameter was devel-

oped from Frederict Herzberg's "Two Factor" 
Motivation Theory. The questions in the ques-
tionnaire are arranged in 2 patterns, namely 
negative and positive questions. The directions 
of this questions were developed based on in-
dicators on 14 items of hygiene factors and 28 
driving factors. The total items of the statement 
in the questionnaire were 42 items. 

 
Teacher performance assessment question-
naire 

The teacher performance evaluation ques-
tionnaire checks the teaching plans undertaken 
by the teacher, the implementation of learning 
activities, and the assessment of learning. This 
questionnaire has 14 items. 

 
Teacher questionnaire on school climate 

To measure organizational climate varia-
bles, the Organizational Climate Description 
Questionnaire (OCDQ) instrument was first de-
veloped by Halpin (1971). 

 
Teacher job satisfaction questionnaire 

Teacher job satisfaction variables are ad-
justed according to their respective dimensions 
and indicators consisting of (1) the intrinsic di-
mensions of the indicators as follows: success, 
togetherness, appreciation, skills and responsi-
bilities; and (2) the extrinsic dimensions of 
each indicator are: support, opportunity, posi-
tion, then compiled or developed instruments 
of work satisfaction in the form of a Likert scale 
with 5 choices namely SS = Strongly Agree (5), 
S = Agree (4), TS = Disagree (3), KS = Disagree 
Less (2), SD =Strongly Disagree (1), with 12 
statements. To obtain data on school climate, 
teacher work motivation, job satisfaction and 
teacher performance in Model State Junior 
High Schools in Tabalong Regency as intended, 
the methods considered appropriate for use 
were questionnaires that follow a Likert scale 
pattern which provides alternative answers al-
ways (5), Often (4), Sometimes (3), Rarely (2), 
and Never (1) are distributed to respondents to 
be answered or filled in by each teacher and 
then collected together, so that each respond-
ent receive questions that are same.  

In this study, data is analyzed using path 
analysis to describe and test the relationship 
between variables in the form of causation. 
Through this path analysis the most appropri-
ate and brief of an independent variable to the 
last dependent variable can be found. Path 
analysis is the development of regression anal-
ysis, so regression analysis can be said to be a 
specific form of path analysis (regression is a 
special case of path analysis) (Sugiyono, 2009). 
 
Results and Discussion 
The contribution of school climate to teacher 
work motivation in Tabalong District Model 
State Junior High School 

One-way ANOVA test results produced a p-
value = 0.002 which is smaller than the critical 
value α = 0.05. Because Sig = 0.002 <0.05, H0 is 
rejected. Thus, the hypothesis which says there 
is a relationship between the school climate 
and the work motivation of teachers in the 
Tabalong Regency Model Middle School is ac-
cepted. 

The results of this study found evidence of 
the relationship between school climate and 
the work motivation of teachers in the SMP 
Negeri Model Tabalong Regency. So it can be 
said that the results of this study prove that the 
climate of the workplace organization can af-
fect the work motivation of the workers who 
work there (Madhukar & Sharma, 2017). In 
terms of the relationship that occurs, it can be 
seen that the work motivation of teachers in 
open climate types produces an average mean 
that is greater than other types of climate. 

The results in this study are in line with the 
results of previous studies which were con-
ducted by Hadi (2016). These studies show that 
increase in quality of organizational climate 
can positively and significantly increase 
teacher work motivation. In addition, the or-
ganizational climate can also positively and sig-
nificantly improve teacher performance. Simi-
lar research results were also recorded by 
Haseeb et al., (2016) namely the organizational 
climate has a significant influence on the moti-
vation of workers and when viewed from the 
dimensions of the organizational climate found 
that innovation, appreciation, reinforcement, 
training and development, and communication 
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have positive influences to work motivation. 
However, the conflict factor has a negative re-
lationship with the work motivation of the 
workers. In addition, research carried out by 
Neal et al., (2000), which found that organiza-
tional climate will affect the climate of work se-
curity which then also will affect the work mo-
tivation of workers. With the creation of a good 
work climate, the motivation and performance 
of workers will increase (Raja et al., 2019). 

The description above indicates that a har-
monious work environment will be able to in-
crease the morale of the teachers. When there's 
a pleasant environment, then a teacher will be 
happy to carry out their duties without any 
problems. But creating a harmonious work cli-
mate is not an easy thing. Based on the compar-
isons of theories from several studies that have 
been discussed before, it can be used in the fol-
lowing research framework.  

Teacher work motivation is a psychological 
factor that drives a teacher to perform activi-
ties in a school organization. A good school cli-
mate is believed to improve teacher perfor-
mance which will also have potentials for im-
proving student academic performance 
(Gemnafle et al., 2016). If this is understood, 
then it is the principal's responsibility to create 
an environment that will boost the motivation 
of teachers, thereby boosting performance. Mo-
tivation usually comes from outside stimula-
tion, this means that organizational climate and 
leadership style can influence the intensity of 
motivation the teacher experiences. Leader-
ship style has a positive and significant influ-
ence on organizational climate and work moti-
vation (Diputra et al., 2018). Leadership style 
that emphasizes the importance of a warm and 
friendly environment will be responded posi-
tively by the staff. This response is the work 
motivation. Likewise, any leadership that pri-
oritizes completion of tasks, without regard to 
the limitations of the staff, will get a negative 
response from subordinates. Comparing the or-
ganizational climate in various studies showed 
a significant relationship between, an open or-
ganization that allows subordinates to work in-
tensively and closed organizations. While the 
openness or closeness of organizational cli-
mate shows a close relationship with leader-
ship style. An open climate is characterized by 

the cooperation and respect of the employees 
(teachers) and leaders.   

This cooperation can create a climate in 
which leaders listen and are open to employ-
ees, leaders give gifts that are truly sincere, 
courteous and respectful of the professional 
abilities of teachers (high support) and give 
teachers the freedom to act within their circle. 
Teacher behavior is supportive, open and re-
lated to leadership. The teacher shows open 
friendship (high intimacy) and commits to their 
work. In short, the leaders and staff (teachers) 
are open to each other. Whereas in a closed cli-
mate the relationship between leaders and sub-
ordinates is strictly business. The leader em-
phasizes the importance of work, while the 
teacher responds minimally and shows low 
commitment to its duties. The leadership is 
seen as supervisory, rigid, uncaring, and un-
sympathetic and gives low support.  

The leaders might even show suspicion, 
lack of attention to the teacher, while the 
teacher portrays less flexibility, apathy and 
non-commitment. The findings of this study are 
supported by the results of Barachielli et al., 
(2019) research which shows that managers 
who work in an open organizational climate 
show better results than managers who work 
in a closed organizational climate.  

The organizational climate also influences 
motivation, performance and job satisfaction; 
therefore, it can be very vital to the effective-
ness of the organization. Organizations with an 
open climate show a higher level of trust and 
effectiveness than those who use a closed cli-
mate.   The others conclude that school (organ-
ization) performance is determined by the type 
of leadership operated and the strong school 
climate. Thus, the organizational climate and 
leadership style have a significant relationship 
with staff work motivation. The leaders who re-
ceived high support operated from a favorable 
climate, while leaders who received low sup-
port operated from a less favorable climate. 
The Garland and O'Reilly (in Owens) study 
found that the success of a leader is not due to 
staff achievements, but by his ability to create 
an environment (a situation or climate) that al-
lows organizational development to reach a 
high level. In relation to the quality of the rela-
tionship between leaders and subordinates 
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that describe the organizational climate, 
Fiedler (Owens) research discovered that if the 
relationship between leaders and subordinates 
is good, then the leaders will be able to exert 
more influence and authority than if the leader-
ship and subordinate relationships are not 
good (for example, leaders lack respect and 
lack trust). 

Based on the explanation given, it can be 
summarized that leaders who trust and respect 
their subordinates will receive greater support 
than those who do not do these things and as a 
result the organization will be more efficient. 
Organizational climate depends on the man-
ager's leadership style. From the explanation 
above it can be inferred that the function of the 
leader is to create an atmosphere and climate 
so that employees can develop. Thus, the lead-
ership style of a leader influences the climate of 
the organization he leads. Based on the results 
of the above studies it can be concluded that the 
organizational climate is influenced by leader-
ship style. 

 
The contribution of school climate to teacher 
job satisfaction in Tabalong District State 
High School 

From the analysis it is known that the cal-
culated F value = 1.911 is smaller than the F ta-
ble = 2.675 which means that the school climate 
model (X) as a predictor of teacher job satisfac-
tion (Z2) as an intervening variable can be ac-
cepted then H0 is rejected. Determined coeffi-
cient of determination R2 (R Square) on the re-
sults of the study amounted to 0.014 (1.40%). 
This means that the magnitude of the relation-
ship between school climate and job satisfac-
tion of Model Middle School teachers in Taba-
long Regency is 1.40%.  

The coefficient of teacher job satisfaction 
variable is 0.538 and the constant is 126.561 
with the regression equation is Ῡ = 126.561 + 
0.538 Z2. So it can be interpreted that every in-
crease in school climate scores will increase 
teacher job satisfaction by 0.538 and vice versa 
if there is a decrease in climate scores one 
school will reduce teacher job satisfaction by 
0.538. 

The findings in this study are in line with 
the results of previous studies conducted by 

Shalihin et al. (2018) with the title "Relation-
ship of Organizational Climate with Work Moti-
vation and Teacher Performance". The results 
showed that positive increase in organizational 
climate could significantly increase teacher 
work motivation. In addition, the organiza-
tional climate can also positively and signifi-
cantly improve teacher performance. Further-
more, several other studies also show the same 
thing, namely organizational climate has a pos-
itive and significant effect on the performance 
of workers.  

As Jyoti's (2013) study conducted at four 
universities in North India involving 820 lec-
turers, the results of the study showed that or-
ganizational climate significantly influenced 
lecturers' satisfaction and increased the level of 
lecturer satisfaction and reduced the willing-
ness of lecturers to quit or change jobs. Similar 
results were also reached by Kumar (2014) 
who conducted a study at a company in India, 
the results of his research found that organiza-
tional climate has a positive effect on the satis-
faction of workers at the company. Another 
study that also showed similar results was a 
study conducted by Rahimić (2013) in several 
companies in Bosnia and in Hezergovina, the 
results of the study indicated that the job satis-
faction of workers in these companies were 
strongly influenced by the organizational cli-
mate in the company. 

Climate is a general concept that talks about 
the quality of organizational life. The quality of 
life of the organization is widely viewed from 
various perspectives. One of the concepts and 
measurements of climate is the relationship be-
tween leaders and subordinates. Other re-
search conducted in the educational context 
were also carried out by several other re-
searchers. The results also indicate that the 
school climate has a significant influence on the 
job satisfaction of teachers. Another research 
conducted by Okoli (2018) who conducted re-
search at some Private Universities in Nigeria, 
where the results of his research found that the 
job satisfaction of academic staff in private uni-
versities is strongly influenced by the climate of 
the campus organization. The same results at 
the university level were also found by Sahito 
and Vaisanen, (2017), who conducted research 
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at several universities in Pakistan, where the 
organizational climate affected the satisfaction 
of lecturers at the college. At the level of basic 
education, research conducted by Treputtharat 
and Tayiam (2014) in several primary schools 
in Thailand shows that the organizational cli-
mate in schools has a significant influence on 
job satisfaction of teachers. For the secondary 
education level, research conducted by Me-
brate and Lemma (2017) in Sidama recorded 
the same results, namely the climate of school 
organizations had a significant influence on job 
satisfaction for both female and male teachers. 
As for senior high schools, the research of Sha-
lihin et al., (2018) in several state senior high 
schools in Indonesia found that the job satisfac-
tion of teachers was greatly influenced by the 
climate of school organizations. 

Suchanek and kralova, M (1997) reported 
that, Satisfaction is the consumer's fulfillment 
response (customer response to fulfillment). 
This statement in the context of the school im-
plies that school customers consist of internal 
customers and external customers. Internal 
customers are students, educators, and educa-
tion personnel. External customers are school 
committees, communities, employers, parents 
of students, alumni and members of the profes-
sion. Also, when the needs of the teachers are 
met, they become satisfied. 

 
The contribution of teacher work motivation 
to the teacher performance in the Tabalong 
District Model State Junior High School 

From the analysis results, the calculated F 
value = 0.381 is smaller than F table = 2.675, 
which means that the teacher performance 
model (Y) as a predictor of teacher work moti-
vation (Z1) as an intervening variable can be 
accepted. It is known that the coefficient of de-
termination R2 (R Square) is 0.03 (3.00%). This 
shows that the contribution of teachers' work 
motivation to the performance of Model Middle 
School teachers in Tabalong Regency is 3.00%. 
The coefficient of the teacher performance var-
iable is 0.194 and the constant is 161.741. So 
that the regression equation of teacher work 
motivation on the performance of teachers in 
the Model Middle School in Tabalong Regency 
is Ῡ = 161.741 + 0.194 Y. Based on the equation 
it is known that every increase in teacher work 

motivation scores will improve teacher perfor-
mance by 0.194 and vice versa if there is a de-
crease in one teacher's work motivation score 
will reduce teacher performance by 0.194. 

Motivation at the end of the day is the will-
ingness to do something (Robbins, 1984). The 
will is seen in the effort someone puts u into do-
ing something. Someone who has high motiva-
tion will always try harder than someone who 
has low motivation. But motivation is not be-
havior, but it is a complex internal process that 
cannot be directly observed, but can be seen 
through the energy of one's efforts in doing 
something. The coefficient of teacher perfor-
mance variable is 0.194 with a constant of 
161.741. Therefore, its regression equation in 
accordance with work motivation in Model 
Middle School located in Tabalong Regency is Ῡ 
= 161.741 + 0.194 Y. Based on the equation, an 
increase in teacher work motivation scores im-
proves performance by 0.194 and vice versa. 

According to Aleksovska-velickovska and 
Gontarev (2018) defined motivation as the 
willingness to carry out an activity.  Highly mo-
tivated people, tend to try harder compared to 
those with low motivation. Although this act is 
not attributed to behavior, it is complex and 
cannot be directly observed, but understood 
through efforts.  

Furthermore, it is obtained from the devel-
opment of various theories related to subordi-
nate mobilization. The humans relate work to 
the satisfaction of various needs and desires, to 
achieve set organizational or personal goals. In 
accordance with the above description, it is un-
derstood that motivation is very important for 
workers in carrying out their various duties. In 
a research conducted by Mohamud et al., 
(2017) the performance of workers in Somali 
Hormuud companies was found to be strongly 
influenced by motivation.  

Similar result was obtained in a study con-
ducted by the Nabi et al., (2017) at Kar-
masangsthan Bank Limited, Bangladesh. In ad-
dition, research conducted by Andarwati 
(2018) at the Tax Office in Surakarta also found 
employees’ performance greatly influenced 
work motivation. While in the educational con-
text of Shahzadi et al., (2014) in several public 
and private schools involving 180 teachers, 
motivation also had a strong influence on their 
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performance. Research conducted by Afful-
Broni (2012) at the University of Mines and 
Technology, Tarkwa, Ghana showed that moti-
vation influences the performance of lecturers. 
Similarly, the research conducted by IP and GO 
(2018) at a state tertiary institution in Nigeria, 
showed that staff and lecturers on the campus 
have better performance with higher motiva-
tion. In addition, the results of a study by 
Bangun (2009), stated that the greater a 
teacher’s motivation, the higher the perfor-
mance. 

Teacher's work motivation acts as a stimu-
lant of desires and motives which tends to 
cause excitement. Those enthusiastic in teach-
ing are seen in their perseverance when carry-
ing out assignments, with creativity and ability 
to solve problems, thereby, creating good per-
formance.  

The success of teachers in carrying out 
tasks and in solving various problems is one in-
dicator of the level of achievement and perfor-
mance. The teacher as one of the human re-
sources plays an important role in the school. 
They interact directly with students, and 
greatly contribute to supporting the success of 
student learning. Furthermore, their ability to 
manage teaching and learning processes en-
courages the development of students’ poten-
tial.  

 
The contribution of teacher job satisfaction 
to performance in the Tabalong Regency 
Model Middle School 

From the analysis, the value of F = 2.463 is 
smaller than F table = 2.675, which means that 
the teacher performance model (Y) as a predic-
tor of job satisfaction (Z2) and intervening var-
iable is accepted. While the coefficient of deter-
mination R2 (R Square) is 0.019 (1.90%). This 
shows that the contribution of teacher job sat-
isfaction in Tabalong Regency is 1.90%., with a 
0.177 coefficient of variable and constant of 
140,551. Therefore, the regression equation on 
the performance of Model Middle School teach-
ers in Tabalong Regency is Ῡ = 140,551 + 0.717 
Y.  

Based on the equation it is known that each 
increase in job satisfaction scores rises teacher 
performance by 0.177 and vice versa. The 

study results in a relationship between job sat-
isfaction and teacher performance. This finding 
is supported by several other studies related to 
performance. Furthermore, the research con-
ducted by Inuwa (2016) at Bauchi State Univer-
sity Gadau Nigeria analyzed that educational 
staff with higher job satisfaction tended to pos-
sess higher levels of performance. While, re-
search conducted by Pires (2018) in several 
European countries, showed job satisfaction 
has a significant effect on the performance of 
workers. The results of these studies were also 
supported by Miah (2018), Abuhashesh et al., 
(2019) in Kuching, Malaysia, on job satisfaction 
of workers in the private sector. Similar results 
were also found by Talasaz et al., (2014) on 
midwives working in health facilities in Mash-
han, Iran.  

 
The contribution of the school climate to  
teacher performance through job satisfac-
tion as an intermediate variable in the Taba-
long Regency model middle school 

With reference to Model II Regression out-
put in the Coefficients table section it is seen 
that the calculated F value of the two variables 
is 1.225 smaller than the F table of 2.675. These 
results provide the conclusion that school cli-
mate has a significant influence on perfor-
mance.  

The value of R2 contained in the summary 
model table is 0.19, which shows the contribu-
tion of school climate to teacher performance 
through an intermediate variable is 1.90% 
while the remaining 98.10% is the contribution 
of those not included in the study. 

The direct contribution of X to Y is 0.01, 
while its indirect contribution through Z2 is the 
multiplication between the values of beta X and 
Z2, is 0.104 x 0.990 = 0.10296. Therefore, the 
total contribution of X to Y is the direct plus in-
direct effect of 0.01 + 0.10296 = 0.11296. Based 
on the above calculation it is known that the 
value of direct and indirect contributions is 
0.01 and 0.11296 which shows that indirectly 
the school climate through teacher job satisfac-
tion has an influence which is significant to 
their performance. The results of this study are 
also supported by several previous researches. 
According to Uso et al., (2013) job satisfaction 
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and teacher performance have a close relation-
ship.  

 
The contribution of school climate to teacher 
performance through work motivation and 
job satisfaction as an intermediary variable 
in the Tabalong regency model middle school 

With reference to the Model III Regression 
output in the Coefficients table section, the cal-
culated F value of the two variables is 0.934 
smaller than the F table of 2.675. According to 
these results the school climate has a signifi-
cant effect on performance through the inter-
mediary variables of teacher work motivation 
and job satisfaction. The value of R2 contained 
in the Summary model table is 0.21, which 
shows that the contribution of the school cli-
mate to teacher performance through the inter-
mediary variables is 2.10% while the remain-
ing 97.90% are contributions from those not 
included in the study. These are supported by 
researches conducted by Saeed and Nasir 
(2016) which stated that work climate influ-
ences job satisfaction with motivation as the 
mediating variable. 
 
Conclusion and Recommendation 

Based on the analyzed research and discus-
sion described, the following are concluded in 
accordance to the Model Middle School in the 
Tabalong Regency: 

1. Schools contribute to the work motivation 
of teachers. 

2. Schools contribute to teacher job satisfac-
tion. 

3. There is a contribution of the school cli-
mate to the performance of teachers. 

4. Schools contribute to the work motivation 
of teachers. 

5. There is a contribution of teacher job sat-
isfaction to their performance. 

6. Schools contribute to teacher performance 
through work motivation which acts as an 
intermediary variable. 

7. There is a contribution of the school cli-
mate to teacher performance through job 
satisfaction. 

 
The results of the study showed a Contribu-

tion of School Climate to Teacher Performance 
with Work Motivation and Job Satisfaction as 

Intermediary Variables in the Tabalong Re-
gency Model Middle School. Therefore, the fol-
lowing suggestions were made: 

 
a. All the Principals  

This study found a significant relationship 
with teacher performance through motivation 
and job satisfaction as an intermediate varia-
ble. In addition, these skills are relatively high 
when the school has an open climate therefore, 
principals need to build an open school climate 
by fostering and caring for supportive, collegial 
and intimate aspects while minimizing di-
rective and disengaged aspects. Furthermore, 
teacher and staff coaching models need to be 
developed to enhance employee welfare and 
achieve job satisfaction. 
 
b. For the Teacher 

Due to the discovery of teacher work moti-
vation is an unavoidable variable it is im-
portant to always maintain and increase the 
work motivation. This is achieved by increasing 
a sense of togetherness, reducing the level of 
unfair competition, maintaining and obeying 
prevailing orders, increasing understanding re-
garding, and inculcating confidence which 
works with good intentions and a calling of the 
soul. 

 
c. For the Supervisors in Education Offices  

In this study a model school with a closed 
climate was found as a reference for supervi-
sors in conducting guidance and the right ap-
proach for school principals to improve their 
leadership abilities. 

 
d. For Institutions 

The results of this study are used as a basis 
and reference in the preparation of school 
coaching programs and the creation of a condu-
cive organizational climate. This is because 
school performance is determined by the type 
of leadership developed and a strong climate. 

 
References 
Abuhashesh, M., Al-Dmour, R., & Masa’deh, (2019). Factors that 

affect employees job satisfaction and performance to 

increase customers’ satisfactions. Journal of Human 

Resources Management Research, 2019. 

doi:10.5171/2019.354277. 



T Misnawati., 2020 / School climate contribution as an intermediary variable to teacher’s work through work motivation  

 

    
 JK6EM | Journal of K6, Education, and Management 136 Volume 3 | Number 2 | June | 2020 

 

Afful-Broni, A. (2012). Relationship between motivation and job 

performance at the University of Mines and Technology, 

Tarkwa, Ghana: Leadership Lessons. Creative Education, 

3(3), 309-314. doi:10.4236/ce.2012.33049. 

Aleksovska-velickovska, L., & Gontarev, S. (2018). Students 

motivation for engaging in physical activity: Theory for 

self-determination. Journal of Human sport and Exercise, 

13(4), 1-10. doi: 10.14198/jhse.2019.142.06 

Andarwati, M. (2018). The effect of motivation on employee 

performance through employee satisfaction of The Tax 

Office in Surakarta. International Journal of Economics, 

Business and Accounting Research, 2(1), 34-38. 

doi:10.29040/ijebar.v2i01.230 

Barachielli, C., Seghieri, C., & Vainieri, M. (2019). Nurse’s job sat-

isfaction and organization climate in Italy. The European 

Journal of Public Health, 29(4), 1-

9.doi: 10.1093/eurpub/ckz185.668 

Bangun, D. (2010). Hubungan pemberdayaan guru dan motivasi 

kerja dengan kinerja guru profesional di SMK Negeri di 

Kota Malang. Teknologi dan Kejuruan, 33(1), 55-64. 

Diputra, D. G., Agung, A. A., & Kepramareni, P. (2018). The 

influence of leadership and organizational climate of 

employee performance through motivation as a mediation 

variable. International Journal of Contemporary Research 

and Review, 9(8), 1-11. 

doi:10.15520/ijcrr/2018/9/08/571 

Gemnafle, M., Waimuri, S. P., & Batlolona, J. R. (2016). 

Organizational climate of the school and teacher 

performance improvement in the 21st century. 

International Journal of Science and Research, 7(2), 199-

126. doi:10.21275/ART20179865 

Hadi, I. S. (2016). Pengaruh iklim organisasi dan motivasi 

mengajar terhadap kinerja profesional guru SMA, SMK, MA 

Muhammadiyah di Kabupaten Kudus. Quality, 4(1), 199-

216. 

Halpin, A. W. (1986). Theory and research in administration. New 

York: The Macmillan Company. 

Haseeb, M., Ali, J., Shaharyar, M., & Butt, S. (2016). Relationship, 

motivation and organizational climate: A case of 

sustainability. International Journal of Academic Research 

in Business and Social Sciences, 6(7), 102-114. 

doi:10.6007/IJARBSS/v6-i7/2232. 

Inayatullah, A., & Jehangir, P. (2016). Teacher’s job performance: 

The role of motivation. Abasyn Journal of Social Sciences, 

78-99. 

Inuwa, M. (2016). Job satisfaction and employee performance: An 

empirical approach. The Millennium University Journal, 

1(1), 90-103. 

IP, O., & GO, I. (2018). Motivational factors: Implications for job 

performance among workers of a Public Tertiary 

Institution in Nigeria. Global Journal of Research and 

Review, 6(2), 1-6. doi:10.21767/2393-8854.100035 

Jonathan, N. (2017). Motivation and teachers’ performance in 

selected Public Secondary Schools in Ikenne Local 

Government Area of Ogun State. British Journal of 

Psychology Research, 5(3), 40-50. 

Jyoti, J. (2013). Impact of organizational climate on job 

satisfaction, job commitment and intention to leave: An 

empirical model. Journal of Business Theory and Practice, 

1(1), 66-82. doi:10.22158/jbtp.v1n1p66 

Kumar, R. (2014). Impact of Organizational climate on job 

satisfaction: A Study of Bharti Airtel India Limited in 

Shimla Zonal Office. International Journal of Development 

Research, 4(5), 958-964. 

Madhukar, V., & Sharma, E. S. (2017). Impact of organizational 

climate on employee motivation: A conceptual perspective. 

International Journal in Management and Social Science, 

5(7), 325-336. 

Mebrate, S., & Lemma, S. (2017). The effect of gender and school 

climate on job satisfaction of Government Secondary 

School Teachers in Sidama Zone, Snnpr. IOSR Journal Of 

Humanities And Social Science, 22(2), 25-32. 

doi:10.9790/0837-2202042532 

Miah, M. M. (2018). The impact of employee job satisfaction 

toward organizational performance: A study of private 

sector employees in Kuching, East Malaysia. International 

Journal of Scientific and Research Publications, 8(12), 270-

278. doi:10.29322/IJSRP.8.12.2018.p8437 

Mohamud, S. A., Ibrahim, A. A., & Hussein, J. M. (2017). The effect 

of motivation on employee performance: Case study in 

Hormuud Company in Mogadishu Somalia. International 

Journal of Development Research, 7(11), 17009-17016. 

Nabi, M. N., Islam, M. M., Dip, T. M., & Hossain, M. A. (2017). Impact 

of motivation on employee performances: A case study of 

Karmasangsthan Bank Limited, Bangladesh. Arabian 

Journal of Business and Management Review, 7(1), 1-8. 

doi:10.4172/2223-5833.1000293 

Neal, A., Griffin, M., & Hart, P. (2000). The impact of 

organizational climate on safetyclimate and individual 

behavior. Safety Science, 34, 99-109. 

Okoli, I. E. (2018). Organizational climate and job satisfaction 

among academic staff: Experience from Selected Private 

Universities in Southeast Nigeria. International Journal of 

Research in Business Studies and Management, 5(12), 36-

48. 

Owen, R. G. (1987). Organizational behavior in education. Boston: 

Allyn and Bacon. 

Pires, M. L. (2018). Working conditions and organizational 

support influence on satisfaction and performance. 

https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.14198%2Fjhse.2019.142.06
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1093%2Feurpub%2Fckz185.668


T Misnawati., 2020 / School climate contribution as an intermediary variable to teacher’s work through work motivation  
 

 
 JK6EM | Journal of K6, Education, and Management 137 Volume 3 | Number 2 | June | 2020 

 

European Journal of Applied Business Management(special 

issue), 162-186. 

Presiden Republik Indonesia. (2007). Undang-Undang Republik 

Indonesia No. 14 Tahun 2007 tentang Guru dan Dosen. 

Jakarta, Indonesia: Negara Kesatuan Republik Indonesia. 

Rahimić, Z. (2013). Influence of organizational climate on job 

satisfaction in Bosnia and Herzegovina Companies. 

International Business Research, 6(3), 129-139. 

doi:10.5539/ibr.v6n3p129. 

Raja, S., Mahadvi, C., & Sankar, S. (2019). Influence of 

organizational climate on employee performance in 

Manufacturing Industry. Suraj Punj Journal of 

Multidisciplinary Research, 9(3), 146-157. 

Robbins, S. P. (2006). Perilaku organisasi. Jakarta: PT. Indeks. 

Rusman. (2009). Manajemen kurikulum. Jakarta: Rajawali Press. 

Saeed, H. M., & Nasir, N. (2016). Work environment on job 

satisfaction with mediating effect of motivation among 

school teachers in Lahore, Pakistan. Journal of 

Management Engineering and Information Technology, 

3(6), 1-5. 

Sahito, Z., & Vaisanen, P. (2017). Factors affecting job satisfaction 

of teacher educators: Empirical evidence from the 

Universities of Sindh Province of Pakistan. Journal of 

Teacher Education and Educators, 6(1), 5-30. 

Sergiovanni, T. J., & Starrat, R. J. (1983). Supervision: Human 

perspective (3rd ed.). New York: Graw-Hill Book Company. 

Shahzadi, I., Javed, A., Pirzada, S. S., Nasreen, S., & Khanam, F. 

(2014). Impact of employee motivation on employee 

performance. European Journal of Business and 

Management, 6(23), 169-166. 

Shalihin, L. O., Kamaluddin, M., Iru, L., & Husain, S. N. (2018). The 

effect of learning oganization, organizational climate, and 

work motivation on work satisfaction and teacher’s 

performance of teachers of The State High Schools in 

Kendari City, Indonesia. International Journal of Education, 

Learning and Development, 6(12), 92-103. Retrieved from 

www.eajournals.org 

Sugiyono. (2009). Statistik untuk penelitian. Bandung: Alfabeta. 

Suchanek, P., & Kralova, M. (2018). Customer Satisfaction and dif-

ferent evaluation of it by companies, 32(1), 1-10. 

https://doi.org/10.1080/1331677X.2018.1484786 

Talasaz, Z. H., Saadoldin, S. N., & Shakeri, M. T. (2014). The 

relationship between job satisfaction and job performance 

among midwives working in Healthcare Centers of 

Mashhad, Iran. Journal of Midwifery and Reproductive 

Health, 2(3), 157-164. 

Treputtharat, S., & Tayiam, S. (2014). School climate affecting job 

satisfaction of teachers, in Primary Education, Khon Kaen, 

Thailand. 5th World Conference on Educational Sciences. 

116, pp. 996-1000. Bangkok: Elsevier Ltd. 

doi:10.1016/j.sbspro.2014.01.334 

Uno, H. B., & Lamatenggo, N. (2009). Teori kinerja dan 

pengukurannya. Jakarta: Bumi Aksara. 

Uso, A. M., Askandar, K., Langguyuan-Kadtong, M., & Usop, D. A. 

(2013). Work performance and job satisfaction among 

teachers. International Journal of Humanities and Social 

Science, 3(5), 245-252. 

Waterson, R. A. (2009). What is the role of the teacher? To guide 

the studies of others. Journal of College and Character, 

10(6), 1-4. doi:10.2202/1940-1639.1686 

Wexeley, K., & Yulk, G. (1977). Organizational beahavior and 

personnal psycology. Jome Wood IIionis: Ricard D. Irwinm 

Inc. 

 

 

 

 

 

 

 

http://www.eajournals.org/
https://doi.org/10.1080/1331677X.2018.1484786

