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Article Info Abstract

Article History This research aims to determine the influence of teacher leadership and school

Received: climate on the performance of high school (SMP) teachers. This type of research

05 February 2023 uses a quantitative approach through path analysis. The sample consisted of 80

?; Csir;t:ed;ber 2023 Medan 35 State Junior High School (SMP) teachers. Data collection was carried
out using a questionnaire. The research results show: (1) Teacher leadership
directly affects the learning climate in schools; the better the teacher leads the
class, the better the learning climate created in the school environment. (2)

Keywords

Teacher leadership Teacher leadership directly affects teacher performance; the better the teacher's
School climate leadership, the more the teacher's performance will also increase. (3) School
Teacher performance climate has a direct positive effect on teacher performance, meaning that the better
the school climate, the higher the teacher performance. (4) Teacher leadership
indirectly affects teacher performance through the school climate because the
teacher leads the class better and can work well together, internally and externally.
A good school climate will be created. The school atmosphere will feel
comfortable and peaceful when the members can work together, which ultimately

results in a good performance for the teacher.

Introduction

Human resources are educators in school education institutions responsible for building and shaping student
personalities, namely principals, teachers, and education staff. Teachers occupy a vital position in achieving
educational goals. The teacher's task is more challenging than one might imagine, but on the contrary, the task
and role of the teacher as an educator are very complex. The teacher as the class director when learning takes
place provides a synergistic effect in building teacher performance so that they have an attitude of loyalty to their
duties and responsibilities in realizing the achievement of the school's vision, mission, and goals in the short-term,
and achieving educational goals as stated in Article 3 of Law no. 20 of the 2003 National Education System,
namely being a human being of faith and fear of God Almighty, having a noble character, being healthy,
knowledgeable, capable, creative, independent, and being a democratic and responsible citizen. To realize the

educational goals, the teacher's active role is needed as the central element in the success of education.
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The achievements of the quality of education in Indonesia have recently received attention from the world of
education because the results have not been encouraging. According to the 2019 PISA (Program for International
Student Assessment) survey results, Indonesia belongs to the low category, ranked 74th out of 79 countries or 6th
from the bottom. The government has made efforts to improve the quality of education in Indonesia, including
through the teacher professional education and training program, professional teacher education in positions and
pre-services, training, upgrading, seminars, and functional training, as well as providing professional allowances
for teachers. Professionals with the hope that the educational practices carried out are of high quality and, in the
end, the expected quality of education can be realized. However, these efforts have yet to be maximized to achieve
the expected results.

In connection with these conditions, exploring other factors that can realize educational practices in quality
schools, especially in school human resources, especially in the element of teachers as professional educators as
the main actors in student learning process activities, is necessary. These professional educators master
competencies in carrying out their teaching duties and receive recognition from the government through educator
certificates (Janawi, 2012). The role of the professional teacher is crucial in the success of students in mastering
several sciences as well as in the formation of character as human beings with dignity and dignity as well as
several skills needed by students in their daily life so that teachers who have strong performance in their duties
and responsibilities professionally so that expectations of students who have character and master the knowledge
and skills of living in society can be realized.

Performance is the willingness of a person or employee to remain loyal as a member of the organization and
contribute in totality to the success of achieving specific goals (Colquitt et al., 2009; Walker in Ambarita et al.,
2013; Meyer et al. in Sutrisno, 2015). An employee with a strong performance on his duties and work will have a
greater chance of success than an employee with a low performance. High task performance is characterized by
loyalty, as shown by compliance with existing regulations, respect for fellow employees and superiors, loyalty to
the institution, and high discipline in carrying out tasks (Hoy & Miskel, 1987).

Organizational performance is divided into three models, namely (1) Affective commitment, (2) Continuance
commitment, and (3) Normative commitment (Allen & Meyer, 1993; Newstrom, 2001; Colquitt et al., 2009).
Affective commitment relates to individual feelings of love for the organization, manifested in the form of a
willingness to stay in the organization and the desire to foster social relations with members. Continuance
commitment relates to an individual's feelings to remain in the organization without any desire to leave the
organization even though there are many offers from outsiders. Normative commitment relates to feelings that
require individuals to stay in the organization carrying out their duties because it is considered an obligation and
responsibility towards the organization based on consideration of employee norms, values, and beliefs.

To achieve the school goals, teachers must have strong performance in carrying out their duties because this aspect
can affect their performance in carrying out tasks. Teachers with high professional performance affect their
professional competence in carrying out tasks. The results of the theoretical investigation show that there are many

influencing factors, including organizational factors, non-organizational factors, and individual employee
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characteristics (Porter, 1982), organizational mechanism factors (including leadership, organizational culture, and
organizational structure); group mechanism (includes: leadership style and behavior, leadership power and
influence, team process and characteristics); and individual characteristics (including personality and cultural
values, and abilities) (Colquitt et al., 2009). The results of previous research indicate that organizational
performance is influenced by school organizational climate factors (Dharianta & Basuki, 2013; Choiriyah et al.,
2017; Saragih & Suhendro, 2020), job characteristics (Mulyani & Soliha, 2014), work motivation (Choiriyah et
al., 2017), leadership (Rohim, 2018; Sidupa, 2018; Novitasari et al., 2017), teamwork (Faizah, 2015), trust and
organizational culture (Damanaik et al., 2018). Even though much research has been conducted on teacher
leadership and school organizational climate, these two variables are considered urgent to study today because
they are psychological conditions that directly come into contact with the elements of individual feelings in

carrying out their duties.

Teacher leadership is a social process that influences the behavior of individual students and groups in achieving
common goals (Hoy & Miskel, 1987). Teacher leadership can significantly contribute to a classroom lesson's
success or failure. In the leadership process, the teacher can influence the behavior of its members (students) by
using different methods or approaches. Teacher leadership is an aspirational, spirit, and creative moral force that
can influence students to change attitudes to conform to the leader's desire to achieve common goals. Teacher
leadership is used to describe various management techniques that promote a strong sense of unity and teamwork
so that collectively, they can overcome weaknesses among team members in carrying out a job (Aziz etal., 2017).
Teacher leadership always encourages all students to provide ideas or ideas democratically to achieve a common

goal of improving quality in educational units.

Teacher leadership is a management style that involves all participants by designing a constructive process to
work with stakeholders and maintain relationships in achieving the same goals, with the involvement of students
in designing goals to be achieved together. This statement is supported by research results showing that teacher
leadership significantly affects student learning performance in class (Rohim, 2018; Sidupa, 2018; Novitasari et
al., 2017). Another factor that affects organizational performance is the school climate. Organizational climate is
a relatively enduring quality of the school environment manifested in teachers' collective perceptions of
organizational behavior (Hoy & Miskel, 1987). School climate is an existing characteristic (the enduring
characteristics) that describes the psychological characteristics (psychological character) of a particular school,
which distinguishes a school from other schools, influences the behavior of teachers and students, and is a
psychological feeling (psychological feel) that owned by teachers and students in certain schools (Sergiovanni &
Starratt, 1993).

The school climate cannot be seen but can be felt psychologically. Whether the climate is pleasant (conducive) or
not depends on how each school member perceives it. A conducive organizational climate will create a
comfortable and enjoyable feeling for organizational personnel so that organizational members will be more
enthusiastic in carrying out their duties and responsibilities and answer as much as possible to create strong
performance for the organization (Marli, 2015; Yusoff, 2016).
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The achievement of quality education in schools is inseparable from the leadership of a teacher in creating a
conducive school climate, controlling the success of learning in schools, managing classes in a better direction,
and building good collaboration and communication as a teacher to all school stakeholders. In line with that,
Hadiyanto (2016) stated that teacher leadership can affect the school climate. Based on the description above, an
attempt was made to research the effect of teacher leadership and school climate on teacher performance at SMP
Negeri 35 Medan. The research aims to find out: 1) To determine the influence of teacher leadership on the
performance of teachers of the Middle School (SMP) Negeri 35 Medan. 2) To find out the effect of teacher
leadership on the school climate of Middle School (SMP) Negeri 35 Medan, 3) To find out the effect of school
climate on the performance of teachers of Middle School (SMP) Negeri 35 Medan.

Performance (work achievement) is a work result achieved by a person carrying out the tasks assigned based on
skills, experience, sincerity, and time (Hasibuan, 2003). According to Rusman (2013), performance is a form of
a person's behavior in an organization with an achievement orientation. Furthermore, Mathis et al. (2006) wrote
that performance is what is done and not done. Teacher performance is what influences how much they contribute
to the organization, which includes (1) output quantity, (2) output quality, (3) output period, (4) attendance at
work, and (5) cooperative attitude (Mathis et al., 2006).

Meanwhile, according to Cushway (2002), performance assesses how someone has worked compared to
predetermined targets. Performance is an activity carried out by each individual to achieve the planned goals. In
this regard, there are several definitions of performance. Smith (in Mulyasa 2005) states that performance is
"....output drive from human process or otherwise". Performance is the result or output of a process, and
performance or performance can be interpreted as work performance, work execution, work achievement, work

results, or work performance.

Performance is a universal concept which is the operational effectiveness of an organization, parts of the
organization, and its employees based on predetermined standards and criteria. Because humans run organizations,
actual performance is human behavior in carrying out its role to meet predetermined behavior standards to produce
the desired actions and results (Mulyasa, 2005). Performance is about what is done, how to do it, and the results
achieved from the work (Wibowo, 2017). Supardi (2014) and Wahyudi (2012) state that performance results from
work that someone in an organization has achieved to achieve goals based on standardization or size and time

according to the type of work and by established norms and ethics.

Teacher performance is a condition that shows the ability of a teacher to carry out his duties at school and
illustrates the existence of an action displayed by the teacher while carrying out learning activities. The teacher's
performance primarily determines the quality of learning because the teacher's performance is the teacher's
performance in carrying out his duties at school as an educator. Every action or work must have an influence both
within oneself and from outside the individual. The existence of teachers in carrying out their duties and

obligations cannot be separated from the factors that influence them.

Motivation is a condition that drives employees to achieve organizational goals (work goals). An employee can
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achieve maximum performance if he has a high achievement motive. Achievement motives that need to be
possessed by employees must be grown from within themselves, apart from the environment. Prawirosentono
(2018) suggests the following factors influence teacher performance: (1) Effectiveness and efficiency. The
effectiveness of a measure is indicated by the fact that the person's goals can be achieved according to the planned
needs. Efficient relates to the amount spent to achieve goals; (2) Authority and responsibility (Authority and
Responsibility), Authority (authority) is the nature of communication or order in an It is a formal organizational
activity that is owned (accepted) by an organization participant to members of other organizations to carry out an
activity by its contribution (donation of energy). The order states what can and cannot be done in the organization
concerned. In this case, for example, the teacher gives assignments to students. Meanwhile, responsibility is an
integral part of or as a result of the authority's leadership; (3) Discipline, in general discipline, is obedience to

applicable laws and regulations.

Literature Review

Teacher Leadership

Leadership means the ability and readiness to invite, guide, move, direct, and, if necessary, force people or groups
so that they accept that influence and then do something that can help achieve a specific goal that has been set. A
teacher's reliability largely determines a school's success in achieving educational goals as a leader in learning
activities. A teacher is a person who has high expectations for students regarding their duties and functions in
determining the learning objectives they lead. As a leader, the teacher must be able to influence the activities of

his students to achieve school goals.

Leadership is a crucial aspect of an organization because the success of an organization is primarily determined
by the quality of a leader in carrying out his duties. Good leadership is leadership that is liked by subordinates and
can positively influence subordinates' views of the work they do. Pusbangtendik (2014) writes that teacher
leadership in the learning process is essential to apply in class because it can significantly improve student
achievement. Apart from that, it can also build a citizen learning community and even be able to make the class a

learning class (learning class).

Freeman et al. (1995) state that leadership is the process of directing and influencing the task-related activities of
group members. Leadership is the process of directing and influencing members in various activities that must be
carried out. Thus, the essence of leadership in the classroom is the ability to influence and move students to
achieve learning goals in class. Here, the elements that must be fulfilled in educational leadership are (1) followers,

(2) goals, and (3) influencing activities.

Things that must be considered regarding the component of teacher leadership in the classroom are (1) the process
of a series of teacher actions in the learning system in the classroom; (2) influence and setting an example; (3)
giving orders persuasively and humanely but still upholding discipline in the applicable rules; (4) students comply
with orders by their respective authorities and responsibilities; (5) use authority and power within the justified

limits; and (6) mobilizing or directing all students to complete assignments to achieve the goal of increasing
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cooperative relations between one student and another, fostering and mobilizing existing resources in schools and
classes, and providing motivation to groups and individuals in the implementation of learning so that it can run

according to which are desired.

According to Wei et al. (2009), four skills are necessary, namely:

1. Working with adult learners: Teachers must be able to see and arrange groupings of students based on
the ability of students' intelligence levels from students who have low, medium, and high abilities. Each
group must have students with these abilities.

2. Communication: Communication skills in a learning process are essential, resulting in the material being
studied by students. It will be easier and faster in the process of understanding the material.

3. Collaboration team: The teacher's ability to collaborate in student learning groups must be based on
sufficient knowledge and ability or skills so that undesirable things do not occur.

4. Knowledge of content and pedagogy Some problems in terms of teacher leadership in the classroom are
the lack of knowledge and abilities or skills of teachers in using learning resources, supporting media,
and learning strategies; this is because teachers still use conventional learning strategies, which only

require students to learn to understand the material without group cooperation in its implementation.

School Climate

A school institution is an organization that organizes teaching and learning processes to achieve educational goals.
Hoy and Miskel's (1987) statement that school climate is a broad term that refers to teachers' perceptions of the
school work environment, formal organizations, informal organizations, the participants' personalities, and the
organizational leadership that influences them. The school climate, as perceived by all school personnel, describes
the quality of life in the school environment that is felt and experienced by members, whether it is a pleasant or
conducive climate for them to work. In line with that statement, Supardi (2014) argues that school climate is an
atmosphere that exists in a school, which describes the condition of school members, whether they are cheerful
and intimate or there is concern for one another.

The concept of school climate or organizational climate as a place for teachers to carry out their teaching duties
is also called work climate. The work climate arises due to the interaction process between members of the
organization, which then produces the organization's characteristics (Haris & Amalia, 2018). The working climate
in an organization can be formed as desired. It can be developed by the organization itself (Erawati and Wahyono,
2019) through leadership carried out by leaders, good communication from superiors to members and members
to members, and informal relationships in carrying out work. The school's organizational climate can be seen
through the dimensions of the organizational climate itself. According to Hoy and Miskel (1987), the dimensions

of organizational climate consist of (1) open climate and (2) closed climate.

Pidarta (2011) states that there must be opportunities and abilities for professional staff: (1) cooperation in
providing information, (2) cooperation in groups giving and receiving input, (3) making teachers become members

of the community of school institutions, (4) making every effort people get the opportunity to experience as a
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leader to show their abilities, (5) create a communication network to facilitate the dissemination of information to
members, (6) involve members in decision-making activities for the common interest, (7) build a sense of kinship
with members through activities fun, (8) first give people or groups a chance to solve their problems, if they cannot
solve them then solve them together, (9) give directions to new employees how to do tasks or solve problems, and
(20) create action which shows that the school institution is shared property. The link between these factors and

the school climate can be seen in the following figure:

Figure 1. Organizational Climate Functional Model (Chand, 1991)

Implementing learning in schools requires a physical and non-physical climate to effectively realize learning
processes and objectives. A conducive school climate is characterized by (1) a safe, comfortable, and orderly
environment, (2) supported by the optimism and expectations of school members, (3) school health, and (4)
activities centered on student development (Mulyasa, 2007). Accordingly, all school personnel and related
elements under the principal's leadership must create a harmonious, safe, and pleasant environment. Referring to
the explanation above, school climate is an atmosphere that describes a pleasant or unpleasant school environment
based on individual perceptions of the school organization where the teacher carries out his work assignments.
This school climate has a significant effect on work performance. The indicators of work climate in this study are
seen from (1) work atmosphere, (2) environmental quality, (3) interaction between members, (4) award and
punishment, (5) division of tasks, (6) decision centralization, and (7) opportunity.

Method

This research is quantitative research with an ex post facto research design. This research was conducted at State
Junior High School 35 Medan with a study population of 99 teachers. In comparison, the research sample was 80
teachers based on the Krejci Table with a 95% confidence level. The research sample was determined using each

school's proportional random sampling technique. The research variables include teacher leadership (X1) and
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school climate (X2). This research is quantitative research with an ex post facto research design. This research
was conducted at State Junior High School 35 Medan with a study population of 99 teachers. In comparison, the
research sample was 80 teachers based on the Krejci Table with a 95% confidence level. The research sample was
determined using each school's proportional random sampling technique. The research variables consist of teacher
leadership (X1), school climate (X2), and teacher performance (X3). Research data was collected using a

questionnaire instrument distributed to research respondents.

Before the research questionnaire instrument was used, the instrument was first tested to test the validity and
reliability of the instrument. The results of the validity test of teacher performance instruments obtained several
25 items declared valid with a reliability coefficient of r11 = 0.7282 (high category); the results of the validity test
of the teacher's leadership instrument obtained several 25 items which were declared valid with a reliability
coefficient of r11 = 0.7073 (high category). The school climate instrument validity test yielded 25 items with a
reliability coefficient of r11 = 0.6961 (high category). Furthermore, the research data were analyzed with
descriptive statistics and inferential statistics using SPSS. Before testing the research hypothesis, a requirement
analysis test was carried out as a normality test, linearity test, and simple regression, and then carried out by path

analysis. Research data was collected using a questionnaire instrument distributed to research respondents.

Results and Discussion

Description of research data for each research variable, namely teacher leadership, school climate, and teacher

performance:
Table. 1. Summary of Research Variable Data Description and Ideal Data
Teacher Leadership  School Climate Teacher Performance

Score Minimum 64 57 66
Score Maximum 99 94 98
Mean 81.5 75.5 82
Range 35 37 32
Standard Error 0.777287 0.785948 0.952253
Standard Deviation 6.952267 7.029729 8.517211
Sample Variance 48.33402 49.4170886 72.54288
Sum 6823 6282 6653
Count (n) 80 80 80
Score Min Ideal 25 25 25
Score Max Ideal 100 100 100
Mean Ideal 75 75 75
Standard Deviation Ideal 12.5 12.5 12.5

Based on the data in Table 1, it is known that the highest score is 99, and the lowest score is 64. The standard

deviation is 7, the average count (mean) is 81.5, the ideal highest score is 100, the ideal lowest score is 25, the

1525



Simaremare, Rahman, Meftah, Baharuddin, & Ampera

ideal average score is 75, and the ideal standard deviation is 12.5. This finding shows teacher leadership is above

the ideal average (81.5> 75). Thus, it is stated that teacher leadership tends to be high. The frequency distribution

of teacher leadership scores is shown in the following histogram:

20 F

10 F

]

63.5 68.5

735

785

Figure 2. Teacher Leadership Histogram

Next, a trend test for teacher leadership variable data is carried out, as shown in Table 2.

Table 2. Teacher Leadership Tendency Level

Class Interval  Class Observation

Class Observation

Frequency Relative  Frequency category

1 <56.25 0 0.00 Low

2 56.26 — 75.00 5 6.25 Not enough
3 75.01-93.75 65 81.25 Enough

4 >93.75 10 12.50 Tall

Based on Table 2 above, it is known that the level of teacher leadership tendencies belongs to the sufficient

category, namely 81.25, and there are even 12.50%, which states that school teacher leadership is in the high

category. The frequency distribution of school climate variable scores can be seen in Table 3:

Table 3. Frequency Distribution of School Climate Scores

Class Class Interval  Absolute Frequency Relative Frequency (%)
1 57 - 62 1 1.25
2 63-68 5 6.25
3 69-74 16 20
4 75-80 24 30
5 81 - 86 23 28.75
6 87-92 9 11.25
7 93-98 2 25
Total 80 100
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The data in Table 3 shows that the highest score is 94. and the lowest is 57. The standard deviation is 7. The
average count (mean) is 79. The ideal highest score is 100. the lowest ideal score is 25. The ideal average score is
75, and the standard deviation is 12.5. Pay attention to the average empirical score is more significant than the
ideal average (79 > 75). The school climate in the school environment tends to be conducive (fun). The frequency

distribution of work environment scores is shown in the histogram in Figure 3.

30
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Figure 3. School Climate Histogram
Figure 3 shows four school climate variable tendencies categories in Table 4. Table 4 shows that the tendency
level for teacher school climate is sufficient. However, there are still 31.25% who view that the school climate is

in the lower category. The frequency distribution of teacher performance variable scores is seen in Table 5.

Table 4. School Climate Trend Level

Class Class Interval Absolute Frequency Relative Frequency (%) Category

1 <56.25 0 0.00 Low

2 56.26 — 75.00 25 31.25 Not enough
3 75.01-93.75 53 66.25 Enough

4 >093.75 2 2.50 Tall

Table 5. Frequency Distribution of Teacher Performance Scores

Class Class Interval  Absolute Frequency Relative Frequency (%)

1 66 - 70 8 10
2 71-75 9 11.25
3 76 - 80 11 13.75
4 81-85 21 26.25
5 86 - 90 13 16.25
6 91-95 23 28.75
7 96 - 100 5 6.25
80 100
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Based on the data in Table 5, it is known that the highest score is 98. The lowest score is 66. the standard deviation
is 9. the average count (mean) is 83. and the ideal highest score. The lowest ideal score is 25. The average ideal
score is 75. and an ideal standard deviation of 12.5. Thus, the average empirical score is more significant than
teachers' performance 75), so it can be stated that teachers' performance towards school organizations tends to be

high. The frequency distribution of teacher performance scores is shown in the histogram as shown in Figure 4:

=
L

65.5 71.5 7.5 83.5 B89.5 95.5 101.5

Figure 4. Teacher Performance Histogram

Based on Figure 5, there are four categories of normative performance variable tendencies. as shown in Table 6.

Table 6. Teacher Performance Trend Levels

Class Class Interval Absolute Frequency Relative Frequency (%) Category

1 <56.25 0 0.00 Low

2 56.26 — 75.00 17 21.25 Not enough
3 75.01-93.75 52 65 Enough

4 >93.75 11 13.75 Tall

Table 6 shows that the level of teacher performance tends to be in the sufficient category. However, 21.25% of
teachers still have performance towards school organizations in the less category. The normality test was carried
out using the Kolmogorov-Smirnov formula with the test criteria at a significance level of o = 0.05. If Asymp.

Sig. (2 tailed) > 0.05, the distribution is normally distributed. The calculation results are in Table 7.

Testing is conducted with SPSS using the Test for Linearity at a significance level of o = 0.05. Between variables
are said to have a linear relationship if the significance (Linearity) is more than 0.05 if < at the significance level
a = 0.05 or if the significance of the Deviation from Linearity > 0.05. The relationship between exogenous and
endogenous variables is linear between the variables. It is said that the regression coefficient is significant if < at

the significance level o = 0.05. Then, the regression coefficient is declared significant.
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Table 7. Summary of Data Normality Test Calculations using the Kolmogorov-Smirnov Test Formula

Total Teacher

Total Organizational

Total Teacher

Leadership (X1) Climate (X2) Performance (X3)

N 80 80 80
Normal Mean 85.2875 78.5250 83.1625
Parameters 2° Std. Deviation 6.95227 7.02973 8.51721
Most Extreme Absolute 071 .063 071
Differences Positive 041 .061 .065

Negative -.071 -.063 -.071
Test Statistic 071 .063 071
Asymp. Sig. (2-tailed) .200¢4 .200¢4 .200°d

Table 8 shows the linearity test results. All significance values are Fh > 0.05 for the regression significance test.

All values are significant if Sig. < 0.05 means all exogenous variable relationships with endogenous variables

above are linear and meaningful, so the linearity and significance regression assumptions are met.

Table 8. Summary of Linearity and Regression Significance Test Results

No Variable Linearity Test Regression Significance Test
F, Sig.  Status Ty Sig.  Status
1  Teacher Leadership (X1) on Teacher 1.129 0.346 Linear 7.022 0.00 Significance
Performance (X3)
2 Teacher Leadership (X1) on school 1.095 0.382 Linear 4.545 0.00 Significance
climate (X2)
3 School climate (X2) on teacher 1.165 0.312 Linear 6.385 0.00 Significance

performance (X3)

Based on the theoretically formed causal model, a path diagram of the research variables is made, as shown in

Figure 6.

p3l

8

p32

Figure 6. Research Variable Path Diagram
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By using the SPSS for Windows version 23, a summary of the results of correlation analysis and path analysis

between exogenous variables and endogenous variables is obtained as presented in Table 9:

Table 9. Relationships between Structural Equation Models |

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta

1 (Constant) 39.684 10.306 3.851 .000

Total 547 120 .458 4.545 .000

The regression output of model | in the table shows that the variable's significance value is smaller than 0.05.
These results conclude that the teacher leadership variable significantly affects teacher performance in the
regression model I. The value of R Square is 0.209. This result shows that the contribution of the influence of X,

to X3 is 20.9%, and the remaining 79.1% is the contribution of other variables not included in this research.

0.547

Figure 7. Structure Path Diagram |

The test criteria H, is rejected if the significance value is t. count<0.05 or H, accept if the significance value is
t.count>0.05. The path coefficient between x1 and x3 is obtained based on the analysis results. The path
coefficient has a value > namely 4.545 > 1.980. Thus, it is accepted that teacher leadership has a direct positive
effect on teacher performance. This result illustrates that the better the teacher's leadership. The teacher's
performance will be higher in the 35 Medan City State Junior High School (SMP) organization.

Table 10. Structural Equation Model Relations Il

Model Unstandardized Coefficients  Standardized Coefficients t Sig.

B Std. Error Beta
1 (Constant) 26.270 7.975 3.294 .001
Total .654 .093 .622 7.022 .000

The regression output of model Il in the table shows that the significance value of the variable is smaller than
0.05. These results conclude that the teacher leadership variable significantly affects school climate in model Il
regression. The value of R Square is 0.387. This finding shows that the contribution of the influence of X; to X;
is 38.7%, and the remaining 61.3% is the contribution of other variables not included in this research. Meanwhile,

the structure diagram Il is obtained for the e, value obtained as 0.589.
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The test criterion is H, rejected if the significance value is t,,,,:<0.05 or accepted if the significance value is
teoune™> 0.05 based on the analysis results as obtained—the path coefficient between X; and Xs. The path
coefficient has a value t.pun:> trapie 7-022 > 1.980. Thus, it is accepted that teacher leadership has a positive
direct effect on school climate. This finding illustrates that the better the teacher's leadership. The better the school

climate, the more comfortable the teacher feels in the school environment.

X3

p12 0.654

ey = 0.589 .

Figure 8. Structure Path Diagram 11

Table 11. Structural Equation Model Relations I11

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta

1 (Constant) 31.661 8.602 3.680 .000

Total 667 .104 .586 6.385 .000

The regression output of model 111 in the table section shows that the variable's significance value is smaller than
0.05. These results conclude that the school climate variable significantly affects teacher performance in
regression model 111. The value of R Square is 0.343; this indicates that the contribution of X; to X3 is 34.3%. The
remaining 65.7% is a contribution from other variables not included in this study:

p32 X,

6’1 = 0.589

Figure 9. Structure Path Diagram |11

The test criterion H,, is rejected if the significance value is t,,,,:<0.05, or H, is accepted if the significance value
is t.oune> 0.05. Based on the analysis results. the path coefficient between X, and So has a value > 6.385 > 1.980.
Thus, it is rejected and accepted that school climate directly affects teacher performance. The influence of teacher

leadership (X1) through school climate (X3) on teacher performance (Xs) is shown in the following figure:
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X, P31 0547
0.654 | p12 < X3
0.6
e, = 0.589
—
y 0.547
X,

Figure 10. Structure Path Diagram IV

It is known that the direct influence that X; has on Xsis 0.547, while the indirect effect of X1 through X; on X3 is
the multiplication of the beta value of X; on X, and the beta value of X, on Xs. The total effect of X; on Xs is
direct and indirect. Based on the calculation results above, it is known that the direct influence value is 0.547, and
the indirect influence value is 0.983. which means that the indirect influence value is greater than the direct

influence value. These results indicate that teacher leadership (X») indirectly affects teacher performance (X1)

through school climate (X>).

Table 12. Structural Equation Model Relationship 1V

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. error Beta
1  (Constant) 39.684 10.306 3.851 .000
Total 547 120 .458 4.545 .000

Results t,n: cONsulted with ¢, ;5. for n=80: teount > tranie (4.872>1.984). It is concluded that the path is significant.

Table 13. Structural Equation Model

Model Unstandardized Coefficients  Standardized Coefficients t Sig.
B Std. Error Beta

1 (Constant) 26.270 7.975 3.294 .001

Total .654 .093 622 7.022  .000

Results t.pyn: cOnsulted with t, 45, for N=80: teouid > tianie (7.493>1.984). It is concluded that the path is significant.

Table 14. Decomposition of Path Coefficients. Indirect Effect of Exogenous Variables and Endogenous Variables

Model  Exogenous Variables to Causal Influence Total  Correlation
Endogenous Variables Direct Indirect via X,

I X, against X5 0.547 0.983 1.530 0.458

1 X, against X, 0.654 - 0.654 0.622

i X, against X 0.667 - 0.667 0.586
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Table 14 shows the first model where the direct effect of teacher leadership (X1) on performance (Xs) is 0.547. It
means that 54.7% of the variation in teacher performance scores (Xz) can be influenced by teacher leadership
(X1), while the remaining 45.3% is determined by other variables outside of teacher leadership (X1). Meanwhile,
the direct effect of teacher leadership (X1) on school climate (X2) is 0.654. The variation in scores of 65.4% can
be influenced by teacher leadership (X1), while the remaining 34.6% is determined by other variables from teacher

leadership (X1) to school climate (X3).

Path Analysis tests four hypotheses based on the theoretical model developed in this study. According to the
results obtained from testing the path diagram, which describes the structure of the causal relationship between

exogenous and endogenous variables as in Figure 12:

0.547

0.654 X,

pl12 p32 0.667

& =0.589

Figure 11. Variable Path Diagram

Based on the analysis results, the first hypothesis is accepted (6.655>1.655. p=0.00), where teacher leadership
positively affects teacher performance. Apart from that, teachers must also be able to approach building
performance so that they will wholeheartedly carry out the tasks given. This finding is supported by previous
researchers such as Rivai and Murni (2009), who explain that teacher leadership, which always involves teams

working together, positively affects performance.

School climate supports a conducive learning process to achieve educational goals. School climate describes the
community's situation and condition, whether in good or bad condition, happy or friendly, or whether they care
about one another or vice versa. Novitasari et al. (2017) and Ampera. (2010) found a strong positive influence of
teacher leadership on school climate. It is characterized by teachers being more consistent in carrying out their
duties, attention to students, and time and energy spent completing tasks. Work orientation is not only for oneself
but also for others. Furthermore, Rohim (2018) found that teacher leadership, involving members in every activity,
created a harmonious atmosphere so that good cooperation was built to improve the quality of input, process, and

output, automatically creating a conducive school climate.

Saragih and Suhendro (2020) stated that the influence of school climate greatly influences teacher performance
both partially and simultaneously. Teacher performance is a personal responsibility bound to the duties and
obligations of a teacher with a high sense of loyalty, responsiveness, and innovation towards developments in

science and technology. The findings in this study indicate that teacher leadership has a significant indirect
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influence on commitment through school climate (0.983>0.547). School climate is an intervening relationship
between teacher leadership and teacher performance. It explains that a better school climate through good teacher

leadership will produce more robust and better teacher performance.

Conclusion

1. Teacher leadership has a direct positive effect on school climate. In other words, the better the teacher's
leadership applied by the principal, the better the climate created in the school's organizational environment.

2. Teacher leadership has a direct positive effect on performance. In other words, the better the implementation
of teacher leadership where the teacher works, the higher the teacher's performance will increase. Teachers
with leaders who can teach well will find it easier to create and shape performance in each teacher.

3. School climate has a positive direct effect on teacher performance, meaning that the better the school climate,
the higher the teacher performance.

4. Teacher leadership has a positive indirect effect on teacher performance through the school climate.
Leadership can influence a teacher's work internally and externally and create a good school climate. The
school atmosphere will feel comfortable and peaceful when every part of it can work together, resulting in

higher teacher performance.
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