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Abstract

Private high school organizational problems andl#o& of teachers’ quantity, qualification, and quetence
cause a number of questions of the teachers’ peafioce. This research aims to prove that commitraedt
motivation as personal factor along with organ@attlimate and learning leadership as environmaetof have
effects toward private high school teachers’ penfomce. This research is cross sectional and cosdiwat
private high school teachers in Gresik. This relseiastrument uses questionaire to measure commitmen
motivation, climate, and learning of leadershipaljze causality pattern of inter-variable, analysefnique of
structural equation model is used by applying safeALISREL (Linerar Structural Relationship). Thésearch
shows that commitment, motivation, and climate ratgbe high school have direct effects toward pevhaigh
school teachers’ performance, while learning lestuipr gives indirect effects through private highead
climate. The teachers’ internal factors that ar¢ivation and commitment have greater effects tieneixternal
factors that are private high school climate amarang leadership.

Keywords: commitment, motivation, climate, learning leadepsléachers’ performance

1. Introduction

One of important issues in implementing educationiridonesia nowadays is improving education
quality. The condition shows that there are dediadaf education quality in all degrees (Agung92® This
happened because of the implementation of educ&ionore emphasizing on quantity than quality @dri
2005). Besides, quality factor is very determingd Headmaster leadership, especially learning leshi®mr
commitment, motivation, and work climate.

Learning leadership is very suitable for schoolduse the mission of school is to educate students a
provide opportunities for them to acquire knowledsfdlls, and values (Fink & Lauren, 2003). Studegitow
become successful adults and having charactercingaheir unpredictable future which is full ofribwlent
challenges. This mission requires that schoolsrganizations must focus on learning such as cuuicy
studying and learning process, and studying resaltuation especially in private high school.

Private high school organizational problems and ek of teachers’ quantity, qualification, and
competence cause a number of questions of thedeagterformance (Cohen, 2007). The lack of qugntit
qualification, and competence of the teachers dammake their performance optimal. Some researches
conclude that it needs high competence, commitmamd, motivation to achieve high level performance.
(Sobirin, 2012).

The teachers’ problems of quantity and qualificatio private high school are crucial. But in faitte
most alarming problem is professionalism improvemehich obtains many obstacles. Aslam (2010), shows
that 11 main factors which obstruct teachers’ pertmce are: (1) lack of instructional explanati®), too
many responsibilities, (3) limited evaluation, (d3k of training, (5) inadequate materials andlifies, (6) lack
of effective communication, (7) student counselisgues, (8) problems of class discipline, (9) diffiy in
evaluating student works, (10) lack of career etqt@ms in teaching, and (11) deviation of studdvdbavior.

The performance of qualified teachers is belieweldave a very significant contribution in improvitige
quality of human resources. Such beliefs have nedehers one of the central issues of national sttuc
Teacher problems are a matter of education, andsthee of education is a nation issue. The absehce
qualified teacher means that there is no qualifiedson. And it is the beginning of the destructiéra nation
existence. That is what most people think to Iéadissue of improving educators' professionalism.

Based on the preliminary study, there are sevardbfs that affect the enthusiasm of private ligfool
teachers in showing their performance in the nofishe issue of the lack of career and welfare mémg, such
as high interest in teaching, serving, and progdiarvices to the society; the age too advancetidage jobs;
have no other job alternatives; feel comfortablpéaceful climate, tied to the presence of thedgadotivated
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to realize the ideals as a teacher; and becauthe dfigh commitment to the private high school. Tast four
factors are factors that will be explored in tlaseaarch.

Teachers committed to the tasks will provide tinnel &nergy to read new books and conduct simple
research on teaching and learning situations ircldgsroom. Commitment and caring can grow if teeskike
the task and job as teachers (Sahertian, 1992 )2088chers have a high level of commitment wittidations
of: (1) having concerns of students and colleag(@s,always providing enough time and energy tgohel
students, (3) always be ready to carry out thecltasks. In contrast, teachers with low commitnienels are:
(1) having less concern about students, (2) progidiess time and energy to think about issueseeltd their
tasks, (3) just paying attention to the routinksaand ignoring the basic tasks. Therefore, teacheed to be
given professional mentoring and performance motva

The standard of performance aligned based on Ter€r88) includes five aspects: quality of work,
promptness, initiative, capability, and communiegatiThese five aspects are linked to the teachenfppmance
of teachers in terms of planning and implementigléarning and evaluating the learning outcomes.

A good teacher performance requires the understgrafiperformance criteria as cited by Dunda (2005)
from Gibson's opinion: (1) intellectual ability,)(8rmness, (3) enthusiasm, (4) result-oriented,nf@turity of
attitudes andehaviors, (6) assertiveness, (7) interpersondbskB) curiosity, (9) productivity, (10) openness
(11) capabilities empowerment, (12) technic, knalgks skills, decision, behavior, and responsibility

Ivor (1991) says that a person has four generabrtilat characterize a teacher, as follows: (Plda,
that is a teacher’s job is to set the learning go@) to organize, that is a teacher's job isrgawize and to
connect learning resources so he can realize thkofdearning in the most effective, efficient,da@conomical
way, (3) to lead, that is a teacher’s job is toiwade, encourage, and stimulate his students, aothiey are
ready to realize the learning goals, (4) to obsetlvat is a teacher’s job is to determine whethisrrbles in
organizing and leading has been successful irzieglthe goals that have been formulated.

Based on some experts’ understanding about perfaenahe existence of commitment is still rarely
discussed. Organizational commitment involves lgyalf employees to the organization, willingnessute
business on behalf of the organization, the lefebaformity of goals and values with the organimat and the
desire to maintain the membership (Cohen, 20079.t€acher's commitment to the organization is¢heher's
loyalty to the school, the willingness to carry ¢hié responsibilities as a teacher on behalf ofsttfeool, the
level of conformity with school goals and valuesddhe desire to persistently be a teacher.

The three components of organizational commitmemit tare affective commitment, rational
commitment, and normative commitment (Sweeney & M, 2002). Affective commitment is related to
emotional self-identification of teachers that aloteachers to be consciously involved in the tustin. A
rational commitment or continuous commitment isatedl to profit and loss if the teacher leaves tiwasl
institution, and the normative commitment is redat®® the mandatory feelings to keep working in the
institution. These three components of commitmeatia teachers’ selves in different degrees andafiested
by different antecedents.

Judging from the theory of motivation and its apafion, ability can be classified into two typeatthre
physical ability and intellectual ability (Uno, 2D0 The fact is that everyone has a certain lef/abdity that is
very likely to be different from others. The img@itns of this reality in organizational life afeat everyone
has certain strength and weakness compared tosaheund him (Siagian, 2004). Knowing and admittimat
every teacher has strength and weakness is vergpriam for a headmaster to provide motivation and
mentoring according to the potential of each teacheus, teachers are motivated and mentored togehtneir
behavior and prototype into professional teachkigh(abstract thinking and high commitment) notlyiizal
teachers (high abstract thinking and low commithemtither unfocused teachers (low abstract thipldnd
high commitment), nor failed teachers (low abstthittking and low commitment). That is the studyttedories
and concepts of teacher prototypes explained bgr8ah (1992, 2008).

From the performance researches that have been doeaémportant factor that its relationship witte t
performance of teachers is rarely examined is anatment, whereas the suitability between teacher
commitment and his work is one of the factors Hffect the performance. According to the researcherlack
of teacher commitment to his work will undermine therformance, in addition to motivation, leadgrshind
school climate. Therefore, other factors affectiegcher performance in the school are the motimatio
leadership, and school climate.

In this study, the motivation studied is intrinsiotivation that is motivation arising from self-imige.
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The relevant motivational theory used as a refera@scAlderfer's theory of motivation, ERG Theorgat
proposes three basic human needs that are existeecks, relatedness needs, and growth needs (Mdgan
Baker, 2012).

Besides intrinsic motivation factors, it is assuntbdt the performance of teachers is influenced by
external factors such as the headmaster leadefattiqr and school climate. Another aspect affectercher
performance is school climate. Rahmat (2012) cateduhis research result that the absence of a civedu
school climate can degrade the quality of learrsegvices. The school climate has a good impacthen t
institution through the enthusiasm and commitmdnieachers in creating quality learning whose leagris
oriented towards mastery or the development of eméd excellence and cultivation of intellect (Sapna,
2011). The school climate used in this study isetasn the organizational climate of Hoy and Mista€08),
that the organizational climate refers to the petioe of the general school environment influenbgdiormal
organizations, informal organizations, member peafites, and leadership in organizations with egimey
indicators that are cooperation, openness, toleraartd intimacy.

Learning leadership is particularly applicable @éhaols because the school's mission is to edudlate a
students and provide opportunities for them to aegknowledge, skills, and values (Fink & Laure®03).
Students grow become successful adults and haiagacter in facing their future which is unpredttaand
full of turbulent challenges. This mission requitbat schools as organizations must focus on legrsiich as
curriculum, studying and learning process, andystggresult evaluation.

Based on the description above, it can be concltladthere are two major factors that affect teach
performance, that are personal factors and envieotah factors. Personal factors consist of intdnsi
commitment and motivation, while environmental éastconsist of headmaster leadership and schoohtdi
The researcher argues that those two factors simedusly have a significant effect on the perforrraof
teachers.

In addition, it is assumed that personal factorsetemgreater impact on the performance of teadhars
environmental factors because personal factors raoee sedentary and difficult to be changed than
environmental factors. While two environmental tastare climate and learning leadership. This isabse
learning leadership has a direct effect on thegoerénce of teachers, while learning leadershipamamdirect
effect through climate. This opinion is based oa ithea that the leadership of the headmaster aadupe a
conducive school climate that can encourage teatbgrerform.

From the description above, the main issues raisetthis study are: (1) does the theoretical model
describe the direct effect of commitment, motivatiand learning leadership, as well as the indieffetct of
private high school climate appropriate to expthi@ performance of the teachers?, and (2) do camenit and
motivation have a greater direct effect on the grenfince of private high school teachers in Gresikgared to
the school climate and learning leadership?

2. Method

This research was conducted at private MA in Gregilch is well known as Santri City. The respondent
were facilitated by officials of The Religious Afifa Office of Gresik, supervisors, and the heagrofate high
school. These respondents have already represtgqativate high school teachers in Gresik andheddhe
minimum limit for performing structural equation aysis, i.e. between 100-150 people (Ding, Velicgr,
Harlow (Schumacker & Lomax, 1996).

The type of this research is quantitative, withuesfionnaire to collect the data. The respondems a
private teachers who work at least five years iagbe. Data were collected from 140 respondents salected
sample which included private MA teachers. The toesaire consist of five parts, that are measuring
instruments consist of Organizational Commitmertlssof Sweeney and McFarlin (2002), ERG Motivation
Survey scale of Clayton Alderfer (1988), The Orgational Climate Description Questionnaire (OQDQ)
developed by Hoy and Miskel (2001) to measure tfeal's organizational climate, the AL scale sureéy
George (2003), and the performance measuremet gtakrence (1982).

Modification of measurement scale was done to adhes characteristics and work context of private
high school teachers. All scales of this study eafigm 1 (very low) to 6 (very high). The entire aserement
scale was tested on private high school teacheoshafkie the same characteristics with the reseasgondents.
Tests were conducted to see the reliability andliglof each measuring instrument by applying @enbach
Alpha statistical analysis technique for relialyililnd Pearson Product Moment to test the validitythe
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statement.

The testing of the effect of commitment, motivatiaehool climate, and learning leadership on the
performance of private high school teachers usedebthnique of structural equation model analygiagplying
software LISREL (Linerar Structural Relationshiphe LISREL programs conducted were: (1) analysithef
measurement model of the factors, the aim is taipltheasured variables that can be used as gowatocs for
each latent variables of research, and (2) stratctmodel analysis, i.e. the compatibility betwebedretical
model and data and the significance of any caysadi¢fficient (Pedhazur & Schmelkin, 1991).

3. Result and Discussion

Analysis of measurement model is a factor analygith confirmatory method conducted to obtain
measured variable which can be an indicator oftentavariable. At the first stage, factor analyisislone by
confirmatory technique and it is found that all fbeming factors of each research variable aredvialiforming
latent variables.

Four of the five components of private high schealchers’ performance, ie quality of work, promggje
initiative, capability, and communication are goodicators for teacher performance except prompgtn€be
three components of Organizational Commitment fi&weeney and McFarlin that are affective commitment,
rational commitment, and normative commitment avedyindicators of organizational commitment. Likegi
the three components of ERG Motivation are goodcatdrs for teacher motivation. The components of
Organizational Climate Description QuestionnaireQ@D) are Hindrance, Intimacy, Disengangement, and
Esprit are good components for the organizatiofialate of the teacher factor whilroduction Emphasize,
Aloofnessand Trust are not suitable for measuring school climateeafcher factor. The five components of
authenctic leadership which are purpose, valuesthelationships, and self-discipline are goadidators for
learning leadership.

The structural equation model analysis is donenmjuding selected indicators based on the result of
factor analysis. Based on the results of the aisatysthe proposed model, it is obtained that twesofy2 has
not met the criteria so that the second modelap@sed. The results of this second model analpsiw shat the
model is in accordance with the research dga=(93.66; df = 62, p = 0.007; GFI = 0.92; RMSEA,928).

The results of structural model analysis are: liptetical model consisting of motivation, commitrpe
and private high school teacher climate fits tolaixpthe performance of private high school teash€?)
motivation has a positive direct and significarieef on the performance of private high school lteas, (3) the
performance of private high school teachers paditiand significantly affected by the teachers’ cotment,
that is the emotional attachment of the teacheheoprivate high school, the loss if leaving thesae high
school, and the obligation of the teacher to pestly working at the private high school ; (4)hés a positive
direct effect and significance of the private hgghool climate on teacher performance, and (Spthvate high
school climate is a mediator variable between ¢laenling leadership and the performance of privitk school
teachers.

Based on the results of this study, it can be eated that: (1) the higher the existence of privatgh
school teachers, the stronger the attachment toptheate high school, and the more rapid the career
development of private high schoool teachers, igbdn the performance of private high school teexh@)
The higher the teachers’ emotional attachment ¢opttivate high school, the higher the loss they fgitls if
leaving the private high school, and the higher it@ndatory feeling to persistently work at the arévhigh
school, the higher the performance of the privagh Ischool teachers. (3) The higher the role oftbadmaster
in making the values as the basis of the foundatimnclearer the objectives of the private highost, the purer
the heart in leading, the stronger the organizatimid the higher the work of the headmaster, thes monducive
the private high school climate; and (4) the mooaducive the private high school climate, the higthe
performance of the teachers.

There is a significant effect of motivation, commént, and school climate on the performance ofgpeiv
high school teachers. It is indicating that persdaetors and environmental factors simultaneowsfegct the
performance of private high school teachers in ®&relé means that although individual factors plap
important role in creating the performance of pvhigh school teachers, environmental factors plag a
decisive role.

The head of the private high school should consla®h factors in maintaining and improving the
performance of private high school teachers. Tisalte of this study are in line with research candd by
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Sezgin (2009), that there is a significant relattop between teachers’ commitments to the orgdoizatnd
their performance. And in accordance with the tissofl research done by Geijsel etc (2003), whishilted that
transformational leadership has a positive andifsignt effect on teachers’ commitment and perfanoea
These findings indicate that commitment as an matiefiactor of teacher and leadership as an extéaotr have
a significant effect on the realization of teacheesformance. Although most research results akert from
schools but the factors that affect teacher’s pevémce in schools are similar to the factors tlfi@cateacher
performance in private high school.

The high effect of motivation on teachers’ perfonoa shows that teachers’ performance is determined
by the high of teachers’ motivation. It also meainat private high school teachers with high motoatin
performing their work are teachers who always exigirivate high school, feel emotionally attachedrivate
high school, and have progressive career in pritdégé school. This is in line with the result ofsearch
conducted by Wardana (2008) that is motivation &gsositive and significant effect on the perforneamnt
elementary school teachers and research condugtéddbawati (2006) that is knowledge/ ability, $kidnd
motivation factors affect the teachers’ performaridas finding is very rational because motivatisrinherent
in what teachers have, especially those that aéni@sic. Dimyati & Mujiono (2009) explains that tliectors that
are individual (internal motivation) can lead tacearagement of cooperation to improve teachersop@ance.

It is found that teachers’ commitment to privatgthschool has a high effect on their performanasd A
the performance of private high school teachedetermined by the level of teachers' commitmerthéir job
as teachers in religious institutions. It also nsetivat teachers with high commitment to the privaggh school
are the teachers who have an emotional attachrogmtitate high school, feel obliged to persistersiéyve at
private high school as a part of devotion to AIRNT.

This result is in accordance with the respondemi&hn reason in choosing a job as private high dchoo
teacher because there is a call torblerhatan lil alaminthrough the effort of spreading knowledge adaavah
fil ardhi' event, although the salary as private high schieather especially in private high school has not
feasible despite being granted by a certificatitmnance.

Self-discipline, heart, and value are the most pbwéndicators of learning leadership. In additicelf-
discipline also has a significant relationship wdtmality of work, initiative, capability, and commigation. This
means that it has a tremendous effect in shapiintaining, and improving the performance of privhigh
school teachers. Learning leadership behavior iwhf@ high school headmaster is shown in the fofrhaod
work in giving examples and role models, not ‘taikre do less’. The results of this study are ie lvith May,
Chan, Hodges, & Avolio (2003) that learning leadars leaders who prioritize learning process analityu
outcomes.

The head of private high school is expected togmethe role to create a conducive climate that can
ultimately improve teachers’ performance. With sheladmaster, teachers will feel calm and inspieentio be
good teachers. Hill and Jones (2009) states tleaethre seven major key characteristics of goodelethat
affect the high performance, that are: (1) visi@loguence, and consistency; (2) articulation ofisifiess model;
(3) commitment; (4) being well informed; (5) wiliiness to delegate and empower; (6) astute usenwarpand
(7) emotional intelligence.

The positive and significant direct effect of thiévpte high school climate on the performance ofgie
high school teachers indicating that the more comduthe private high school climate, the higher teacher
can realize the performance professionally. Theapei high school climate is particularly felt byéders if in
performing their performance, the private high sthas an institution does not prevent teacherseiif s
developing especially continuing their studiesyehis no friction or quarrel among teachers buy thelp each
other in organizational intimacy, or mind their ownsiness without knowing and empathizing otherg, b
developing a culture of togetherness in facingptablems so that the private high school beconfes glace
to socialize and become a 'second home' for tesieimet school staff.

This finding is in line with the research resulhdacted by Hoy and Miskel (2008: 201) which states:
openness in climate is positively related to opeth @uthentic teachers and principal behavior". jpenness in
school climate has a positive relationship withchea behavior and openness of school headmastee€hnd
unhealthy school climate is believed to be the eaak weak morale that results in decreasing teacher
performance.

Maintaining a comfortable and pleasant climatetéachers to work to carry out their profession,ustho
be pursued by the headmaster in addition to magathi@ psychological climate that is to create emgtit
communication and mutual respect, as well as phogidacilities and infrastructure required by teachto
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smoothly carry out the teacher task, such as iméretsire for learning, and infrastructure to depelbemselves
in careers. Facilities for learning need to be pped in the midst of the lack of private high sdhiafrastructure
facilities in terms of library provisions, practit internet access, learning tools and media. iEasifor career
development is to provide sufficient space and esti@owledge among teachers by forming a MGMP that i
professional learner teacher organization.

4, Conclusion and Suggestion

The research finds that all indicators affect tlwmfation of each latent variables of teachers’
performance, learning leadership, private high stlkhbmate, teachers’ motivation and commitmentef&his a
positive and significant direct effect of motivatiocommitment, and private high school climate eachers'
teaching performance. Indirect and significant @feare found from the learning leadership on teech
performance. The effect of internal factors of teas that is motivation and commitment is highantlthe
effect of external factors that are learning lealdgr and private high school climate in shapinggagormance
of professional and effective teachers.

Based on the result of this research and to impteaehers’ performance, it is recommended thagpegiv
high school heads and future research should be tabfocus on institutional arrangements in deligra
conducive private high school climate for teachgysiformance and encouraging teachers to have high
motivation and commitment to their job and privaigh school.
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