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ABSTRACT

This study aims to analyze the relationship between transformational lead-
ership, work motivation, discipline, and teacher performance. The descrip-
tive method with a corrective technique was used to describe the relationship
that exists between two or more variables. A total of 135 teachers and 101
respondents were taken as research samples using the proportionate strati-
fied random sampling technique. Data was collected using a questionnaire
that has been valid and reliable and analyzed using Path Analysis. The results
showed that: (1) There was a direct relationship between transformational
leadership, work motivation, discipline, and teacher performance (2) There
was a no indirect relationship between transformational leadership, work
motivation, disciplined teacher performance.

Keywords: Transformational leadership, work motivation, discipline, teacher

performance

Introduction

Teachers need to possess the right teaching
skills to adequately manage the various stages
of learning, through media, and proper time
allocation. Teaching skills enable teachers to
show their professional competencies. When
teachers' performance in an educational
institution is poor, achieving set objectives
becomes difficult. This performance is seen
from their success to teach students in and
outside the classroom, both directly and
indirectly. The performance of a teacher is very
influential in the progress of the school and also
in the educational process because it refers to
their behaviors in carrying out their duties (Su-
priyadi, 2002). Teachers with good
performance scores certainly have an impact
on the results of their activities, where the
output increases in quality and quantity. The
performance of educational institutions in
Indonesia is far from adequate (Usman, 2011).
Its conditions are inseparable from the role of
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the teacher as an educator, and a determining
factor for the success of the school. This shows
that the low quality of education is partly due
to the poor performance of teachers.
Therefore, teachers need to strive and
maintain high performance. Answers need to
be sought to determine the various factors that
influence the improvement of teacher
performance, especially Primary School
Private teachers. The world of education is
unable to experience changes due to lecturers
and teachers' inability to adapt and anticipate
change (Bubu, 2016). Many factors affect the
improvement of teacher performance. Teacher
performance is influenced by several factors,
such as the principal's leadership style, work
motivation, and discipline. These factors have a
different picture in each region, one of the
factors influencing the performance of school
teachers, principals' leadership (Supardi,
2014). Principals play the roles of educators,
managers, administrators, supervisors,
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leaders, innovators, and motivators.
Furthermore, a school principal is required to
possess a transformational leadership style
that rapidly adapts to the environment, with
cooperation from the teachers and employees
to improve organizational performance (Asla-
miah, 2015).

Good transformational leadership needs to
be able to strive for the performance of
teachers through education staff capacity
building programs. Therefore, the principal
needs to possess the right personality, abilities,
and skills to lead an educational institution. In
their role as a leader, they need to be able to
pay attention to the needs and feelings of
teacher s and students.

Besides, the motivation factor also affects
the performance of teachers. Motivation is
important because it supports one's behavior
to work hard and enthusiastically to achieve
optimal results.

The poor motivation of private primary
school teachers in the District of North
Banjarbaru is due to the lack of efforts to
increase knowledge and teaching skills. This
includes education, training, and workshops. It
is difficult to achieve the growing motivation
required to influence teachers’ performance to
achieve organizational goals. This is due to the
different human behaviors and characteristics
according to their needs. Furthermore, the
differences or gaps in the perceptions of
members and leaders regarding perceived and
expected motivation, which decreases work,
led to abuse of rights and obligations, which
ultimately resulted in poor teacher
performance (Supardi, 2014).

The next factor that affects performance is
discipline. This is defined as the awareness and
willingness of a person to obey all applicable
organizational rules and social norms (Hasi-
buan, 2010). High discipline tends to build the
professional performance of good teachers,
which enables them to examine the rules and
make strategic steps in implementing the
learning and teaching process to achieve
optimal performance. Stated thatteacher work
discipline is influenced by various internal and

external factors, such as motivation,
enthusiasm for work, initiatives, level of
welfare, leadership style, assertiveness,

supervision, and incentives. Many factors affect
the performance of teachers, such as the ability
to build good communication skills, improving
teaching abilities through training, etc (Hasi-
buan, 2010).

This study aimed to establish how the
transformational leadership, work motivation,
and discipline influence teachers' performance
in primary school private in North Banjarbaru
District. Teachers at primary private school at
North Banjarbaru District was considered un-
derperformed due to lack of preparedness. In
several cases, teaching and learning materials
were shared amongst the teaching staff. The
findings in the preliminary study above reveal
that the performance of teachers in the Hulu
Sungai Tengah District High School must still be
optimized, including improving the transfor-
mational leadership, improving teacher work
discipline, and increasing teacher work motiva-
tion. This is because these three aspects are the
deciding factors on the performance of teach-
ers in primary private schools in the North Ban-
jarbaru District.

Material and Methods

This research is explanatory research with
a quantitative approach and was carried out in
August 2019 involving 6 (six) primary private
schools in North Banjarbaru District. The num-
ber of samples in this study was 101 teachers.
Data collected through questionnaires, obser-
vation, and documentation. Data were analyzed
quantitatively using path analysis with the help
of SPSS version 22.

Results and Discussion

The results of respondents' descriptive
statistical analysis of the research variables,
namely emotional intelligence, interpersonal
communication, job satisfaction, and teacher
performance measured on a scale of 5 are
shown in Table 1 which includes the mean,
standard deviation, and categories.
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Table 1. Mean, Standard deviation, and categories of research variables

Variable Descriptive
Mean Standard Deviation Category
Transformational
\I;\‘;sf]f;zglt‘i’vaﬁon 125.3663 8.31351 High
Discipline 119.4554 8.16520 High
Teacfl’er 117.1584 11.16130 High
36.3960 6.31360 Medium
Performance
Tranformational Fi=0437
Leadership
(X1) P;=0,908
L“": ““““““““““““““““““““““ ¥ Teach
PrxPi= 0310 Work Discipline | £1= 0342 _ Performance
Psx Ps= 0,141 (Z) (¥)
F-=====—===--=------------------—--- - m - ko
: 'y
= 0,413
Work Motivation P;=0,292

X1}

Figure 1. Results of Analysis of the Relationship between Transformational Leadership (X1), Work
Motivation (X2), Discipline (Z) and Teacher Performance (Y).

The direct relationship of transformational
leadership on the performance of teachers
Based on the hypothesis test results, a sig-
nificant relationship of leadership variables is
seen on the performance of Private Elementary
School teachers in the North Banjarbaru Dis-
trict. This is evidenced by several test results,
such as the coefficient of regression results of
0.437, which is interpreted from the perfor-
mance of each one unit. The is seen on the t-test
result with a significant value of 0,000 <0.05
and 7,004> 1,984. Therefore, the relationship
of transformational leadership on teacher per-
formance is significant, meaning that the better
the leadership, the higher the teacher's perfor-
mance. Furthermore, the results of the value of
R2 (RSquare) or the coefficient of determina-
tion of 0.331 mean that 33.1% changes in
teacher performance variables are influenced
by leadership. The results of the study are fol-
lowing the answers of leaders, in this case, the
principal with transformational leadership
ability to influence the performance of teach-
ers. This shows the principal has been able to

create working environment conditions that
provide stimulation for employees to work op-
timally. The leadership style is also called a
comprehensive pattern that is visible and invis-
ible to the subordinates.

Transformational leadership is based on
the influence and relationship of leaders with
followers or subordinates (Usman, 2011). They
feel trust, admiration, loyalty, and respect for
leaders, with a high commitment and motiva-
tion to excel. The principal element of transfor-
mational leadership is the ability to influence
teachers, staff, and other school members. This
influence is realized through Bass and Avolio's
theory, which stated that transformational
leadership has four characteristics, namely in-
spirational motivation, intellectual stimulation,
and individual consideration. Although Bass
often adds one more characteristic, and it is an
extension of idealized influence, namely cha-
risma (Usman, 2011). The management of a
principal's leadership function can influence
teacher performance. Therefore, the success of
educational goals is easily achieved.
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Principals rated by teachers as having this
attitude are known to possess charisma.
Charismatic, transformational leadership can
provide vision and sense of mission, to incul-
cate a sense of pride, gain respect and trust
(Wahjosumidjo, 2010). Translational leaders
are charismatic to their subordinates and pos-
sess some power and influence. They are fully
respected, possess referent power, therefore,
they are worthy of imitation, with high stand-
ards, and set challenging goals for their follow-
ers.

Based on the results of respondents, it is
known that the principal can motivate teachers
to become more enthusiastic. This motivation
is seen from the attitude of principals that al-
ways provide support, encouragement, and in-
spiration to the ideas of teachers and students.,
Transformational leadership as the intellectual
stimulus of a school principal. This is seen by
looking at several indicators, such as the re-
spect of subordinate ideas (promote intelli-
gence), which develops rationality (Rasyidah,
2019). They are the school's public figures and
representatives. As well as providing the
necessary leadership and direction to teachers
to perform as their duties command
(Suriansyah 2018).

Transformational leaders encourage teach-
ers to rethink the way their old ways of carry-
ing out activities and thoughts. The principal
also always fosters innovation by providing
teachers with the freedom to participate in var-
ious kinds of training or socialization to sup-
port their works. The principal also involves
the participation of teachers in solving prob-
lems or division of tasks and positions, without
being authoritative. The last traditional na-
tional leadership function in this study is indi-
vidual consideration. The principal is known
for providing personal attention, respect for in-
dividual differences, issuing advice, and direc-
tion. Overall, transformational leadership has a
close relationship with teacher performance
because the success of a leader in motivating
others to achieve goals that have been deter-
mined is dependent on authority, and moti-
vates teachers. The transformational leader-
ship style is more flexible, therefore, it in-
creases employee creativity and autonomy.

From the transactional relationship, the better
the leadership applied by superiors, the better
the employee's performance.

The direct relationship of transformational
leadership on work discipline

Based on the results of the second hypothe-
sis test, it was seen that there was a significant
influence of leadership variables on the disci-
pline of private school teachers in the North
Banjarbaru District. This was evidenced by sev-
eral test results, such as the value of the coeffi-
cient of regression results that is 0, 908, which
shows a positive value has an increase of 0, 908
perincrease in one-unit of the transformational
leadership variable. From the results of the t-
test, it is seen that the significant value of 0,000
<0.05 and 9,134> 1,984, is obtained, which
shows the positive influence of transforma-
tional leadership on teacher discipline. Fur-
thermore, the n values of Rz (RSquare) or the
coefficient of determination is 0,457 (45.7%),
which means a change in the variable teacher
discipline can be affected by variables of trans-
formational leadership.

Discipline is always closely related to the
rules and norms applied in the school environ-
ment. The application of discipline in a com-
pany is one of the most difficult personal prob-
lems facing a leadership. Transformational
leadership is one of the important factors to de-
termine the behavior of individuals and groups
in organizations (Prijodarminto, 2014). The
failure in determining leadership style has an
impact on the decrease in work discipline.
Based on the results of the data obtained from
schools, when the teacher discipline level is
high, the number of latecomers and those that
leave early is limited. This indicates that the
leadership style applied is appropriate to mini-
mize the level of violation in terms of discipline.
In this case, the influence of transformational
leadership is felt by the teachers.

Based on the results of respondents, it is
known that the principal can motivate teachers
to be more enthusiastic. This motivation is seen
from the principal's attitude by providing sup-
port and encouragement to the ideas of teach-
ers, and inspiring employees, as well as stu-
dents. The leadership in this study was also
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seen from the intellectual stimulus of a school
principal. This is determined by looking at sev-
eral indicators. For instance, the principal
needs to be a role model for teachers in terms
of discipline related to time, attendance and
carrying out learning in the classroom. The
leader's role is very instrumental in determin-
ing employee discipline because they are the
role model for their subordinates. Leaders
need to set good examples by being disciplined
and honest, following the words of the deed.
When aleader shows good leadership qualities,
the discipline of subordinates is also good (Ha-
sibuan, 2010).

The transformational leadership factor
plays an important role in improving teacher
discipline due to its effective result in increas-
ing teacher discipline through regulations
(Sundari, 2019). Transformational leadership
is instrumental in determining teacher disci-
pline as they act as role models to their subor-
dinates (Wahjosumidjo, 2010). Leaders do not
need to expect the discipline of their subordi-
nates to be good when theirs is bad. Several fac-
tors influence employee work discipline, such
as the actions of a leader as a role model to the
organization (Hasibuan, 2010).

The direct relationship of work motivation
on teacher performance

The results of the frequency distribution
are known to the level of teacher motivation
variables. Based on the results of the third hy-
pothesis test, it is seen that there is a significant
influence on work motivation variables. This is
evidenced by several test results, such as the
coefficient value of the regression results of
0.292, which shows that a positive value in-
creases to 0.292 when interpreted. From the
result of the t-test, it is seen that the significant
values 0f 0,000 <0.05 and 4,051> 1,984 indicate
that there is a positive influence of work moti-
vation on teacher performance. This means
that the better the work motivation, the better
the teacher's performance. And the results of
the value of RZ (R Square) or the coefficient of
determination of 0.142 (14.2%), means that
the change in teacher's performance is affected
by motivation. This means that the contribu-
tion of the effect of work motivation on teacher
performance is 14.2%, while the rest 100%-

14.2%=85.8% are influenced by external varia-
bles.

A trained instructor instills some
motivation in the learner by making the
process enjoyable. Therefore, the students
would be interested in what the teachers offer.
However, if the process is spearheaded by
untrained staff, there is a likelihood of it
impacting negatively on learning outcomes
(Suriansyah &Aslamiah, 2018). Based on the
research results from the respondents’ an-
swers, motivation is seen as a process of en-
couraging people to work properly by meeting
their needs. When employees are aware of and
responsible for their jobs, they create a
stronger performance, which ultimately pro-
vides satisfying service to customers.

Based on the above description, there is a
positive influence between work motivations
on teacher performance. In other words, when
employee motivation is high, performance in-
creases, and vice versa. Motivation is a series of
attitudes and values which influence individu-
als to achieve specific things following personal
goals (Normianti, 2019). This attitude and
value provides strength and encourages them
to achieve their goal. The teacher is at the cen-
ter of education and executes vital roles such as
teaching guiding, directing, training, giving, as-
sessing, and evaluating students in early child-
hood, primary, and secondary Ilevels
(Suriansyah &Aslamiah, 2018). The results of
this study on work motivation have a positive
and significant effect on teacher performance.
Therefore, the results prove that the imple-
mentation of high work motivation signifi-
cantly contributes to improving teacher perfor-
mance. These results indicate that the better
the implementation of work motivation, the
higher the performance of employees.

The findings of this study indicate that high
work motivation is capable of supporting vari-
ations in change and has a significant contribu-
tion to improving teacher performance. There-
fore, the teacher always has a high work moti-
vation in carrying out the task provided by the
organization. The level of work motivation pos-
sessed by the teacher is inseparable from the
expected value received. With the increasingly
high level of work motivation, there is an in-
creasing impact on the completion of the tasks

JK6EM | Journal of K6, Education, and Management

61 Volume 3 | Number 1 | March | 2020



LR Sulaxono, 2020/ Relationship of transformational leadership and work motivation through discipline and teacher performance

carried out by a teacher, which in turn creates
high work performance. There is high work
motivation on teachers of private elementary
school teachers in the North Banjarbaru Dis-
trict, therefore, it is expected to improve em-
ployee performance. This condition is observed
from the respondents' statement on the appli-
cation of work motivation through indicators of
the need for affiliation or social relations, as the
main factor in its implementation. This means
that the need for affiliation is the desire to be
friends with colleagues or teachers in the or-
ganization. This fact is reflected through the
willingness of teachers to work together with
peers in completing assignments, making deci-
sions, and working as a team.

The direct relationship of work motivation
on teacher’s discipline

Based on the results of the 4t hypothesis
test, it is seen that there is a significant
influence on work motivation variables on
discipline. This is evidenced by several test
results, such as the value of the regression
coefficient at 0.413, which is positive by 1
point, with the teacher’s discipline increasing
by 0.413 points. Therefore, it is concluded that
there is a positive influence between
motivations on teacher discipline.

From the t-test results, the significant value
of 0,000 <0.05 and 3,150>1,984, is obtained,
which indicates that there is a positive
influence of work motivation on teacher
discipline. This means that the better the work
motivation in an organization, the higher the
teacher's discipline. The value of R? (R square)
or the coefficient of determination of 0.091,
means that 9.1% of changes in the variable of
teacher discipline is influenced by motivation
variables. This means that the contribution and
influence of teachers’ motivation is 9.1%, while
the remaining 100%-9.1% = 90.9% is
influenced by other variables.

Work motivation and discipline differ,
though both have links in the activities of an
organization. Work motivation is very
important in upholding and improving the
discipline of employees to achieve maximum
results (Sagala, 2011). Based on the research
results, the relationship between motivation

and discipline is seen in motivational and
hygiene factors. Based on this calculation, it is
known that all aspects of motivation have a
significant relationship with the variable
discipline (Rahayu, 2019). The aspect of work
motivation with the strongest correlation is
responsibility and policies. This allows
employees to increase confidence to achieve
the expected goals successfully, this makes the
teacher has a willingness to comply with
regulations that apply in the workplace.

One other important factor that has a high
effect on employee motivation is working
conditions. This is because all the
characteristics that exist are present in the
working conditions, which tend to affect the
workers’ behavior to the organization. From
observations made, a temporary picture was
obtained, which determines motivation such as
compensation  systems, recognition of
achievement, the relationship between
subordinate superiors, employee personnel,
training and development systems, work tools
and equipment, leadership quality, etc. How-
ever, it seems that these characteristics have
not been able to create high work motivation
for teachers. Teacher unprofessionalism is
both internally and externally afflicted. Their
behavior, leadership, work climate, and teacher
discipline are the factors contributing to them
being able to abide by the professional code of
conduct (Suriyansyah & Aslamiah, 2018).
Although the results of the study show that
there is an influence of the climate variable on
teachers’ motivation, however, not all show a
high level of work motivation due to changes
that increase discipline and teamwork.

The direct effect of work discipline on teacher
performance

Hypothesis test results showed a significant
effect of discipline variables. This is evidenced
by several test results, such as the value of the
regression coefficient of 0.342. This means that
when work discipline increases by 1 point,
teacher performance increase by 0.342. From
the results of the t-test, the significant value of
0,000 <0.05 and 7,553>1,984, obtained a posi-
tive influence of discipline on teacher perfor-
mance. This means that the higher the teacher's
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discipline at work, the better the performance
results.

The facts obtained in the field support the
results of this study that high work discipline
can improve teacher performance based on the
description of variables according to respond-
ents' perceptions. The majority of work disci-
pline variables were properly implemented,
from indicators of compliance with applicable
regulations, working hours, standards, uni-
forms, compliance in the use of office infra-
structure (SOP). This result is also proven by
the percentage of respondents' answers with
the majority in the good and very good cate-
gory. Therefore, the results of this study realize
the enforcement of Government Regulation No.
53 of 2010 on the Discipline of Civil Servants.
Performance is the result of the quality and
quantity of work achieved by an employee
(Mangkunegara, 2012). This performance re-
sult is influenced by the level of teacher disci-
pline in school, as seen by several research in-
dicators such as responsibility in completing
work.

The indirect relationship of transforma-
tional leadership through work discipline

The calculation of the indirect value of
transformational leadership variables on
teacher performance is 0.311. This value is pos-
itive, but the indirect effect of transformational
leadership on performance through discipline
is smaller than the value of the direct influence
of the leader on performance at 0.437. There-
fore, the work discipline which acts as a medi-
ating variable (intervening), cannot strengthen
the influence of transformational leadership on
performance.

Transformational leaders tend to improve
the performance of their subordinates in terms
of attitude. For instance, a school's principal
acts as a role model for teachers and are be-
lieved to be able to make the best decisions.
Principals highly rated by teachers are tagged
to possess high charisma. Transformational
leadership with a charismatic personality can
provide the vision and mission required by an
organization (Wahjosumidjo, 2010).

Teacher performance needs to be based on
a strong commitment to the school as an organ-
ization where they work. Work discipline is the

willingness to obey the rules and regulations in
both written and unwritten forms which are
manifested in attitudes and actions to achieve
set goals. Therefore, it is an awareness and will-
ingness to comply with all applicable rules and
social norms. This fact indicates that manage-
ment focuses attention on work discipline as
reflected by the teacher's adherence to regula-
tions, compliance with official orders, working
hours, uniform, use of office facilities, and
working following rules. The courage and firm-
ness of leaders reinforce this fact by providing
strict instructions to improve teacher perfor-
mance.

The indirect relationship between work mo-
tivation through discipline on teacher per-
formance

The calculation of the indirect effect of
work motivation variables on teacher perfor-
mance through disciplinary variables is 0.141.
This indicates that the value is positive, but the
indirect effect of motivation on performance
through discipline is smaller than the direct in-
fluence of 0.292. Therefore, work discipline is a
mediating variable that is unable to strengthen
the influence of motivation on teachers' perfor-
mance. The respondents' results answer the
questions related to the relationship with lead-
ers and colleagues. The school was rated in a
comfortable and pleasant atmosphere, which
allows the stimulation of teachers to work to
produce optimal performance. When the prin-
cipal's attitude is caring, the teacher feels com-
fortable, motivated, and confident. This in-
creases the teachers’ work motivation, respon-
sibility, achievement, self-development, and in-
dependence, thereby, leading to high perfor-
mance.

The results of this study also indicate that
work motivation has a positive and significant
effect on teacher performance. Its measure-
ment is following the needs of affiliation or so-
cial relations in its implementation. The results
of this study interpret the need for affiliation or
social relations described through the desire to
be friends with colleagues or employees in the
organization. Furthermore, the ability to strike
a balance between attitudes and actions to re-
alize the organizational goals of employees to
work together with colleagues, superiors, and
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subordinates reflects on employee perfor-
mance. Work motivation is an important deter-
minant of an employee's performance, which
supports people's behavior (Wirawan, 2017).
Based on the path analysis study, the direct ef-
fect of work motivation variables on perfor-
mance is greater than the performance on dis-
cipline (indirectly). This means that work mo-
tivation variables directly affect performance
without discipline. Stated that one of the prin-
ciples conducted by a leader is to motivate em-
ployees through recognition by giving rewards,
and through praises (Suriansyah, 2015).

These efforts to motivates subordinates
and offset the fulfillment of needs with recogni-
tion. It aims to motivate employees to be sin-
cere. When teachers have high discipline in
working, which is not supported by good moti-
vation such as clarity in the distribution of au-
thority and responsibilities, proper arrange-
ments, compatibility, and friendly relationships
with leaders or colleagues, success is eluded.
Teacher performance is good when the ele-
ments consisting of teaching assignments, mas-
tering and developing learning materials, crea-
tivity, collaboration with school members,
leadership, good personality, honesty and ob-
jectivity in guiding students, and responsibility
in carrying out assignments (Aslamiah, 2015).
Teachers with good performance scores have
an impact on the results of their activities,
where the output increases in quality and
quantity. Teacher performance is based on a
strong commitment to the school as an organi-
zation where they work and practice their
knowledge. Furthermore, their work motiva-
tion is important for sustaining a school as an
educational organization. One effort to realize a
strong commitment to an organization is how
the principal, as a leader, conditions teachers,
and other education.

Conclusion and Recommendation

Each transformational leadership, work
motivation, and discipline separately have a di-
rect positive influence on teacher performance.
While transformational leadership has a direct
positive effect on work discipline. Indirect rela-
tionship happens to transformational leader-

ship through work discipline and works moti-
vation through discipline on teacher perfor-
mance. It is recommended for school principals
to provide inspirational motivation for teach-
ers by implementing a reward system for
teachers who have good performance and for
teachers to receive constructive input and crit-
icism from the principal, and always adhere to
the principal's instructions for the progress of
students.

It is also recommended that analyze re-
search on teacher performance in more depth
by using other variables, such as job satisfac-
tion, organizational culture, and training which
are thought to also affect performance. Re-
search can also be done with qualitative meth-
ods with the theme of performance and work
environment that allows to find data and new
facts about the work environment and perfor-
mance that has been practiced by a school.
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