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ABSTRACT

The purpose of this study is to: Examine and analyze the influence of motivation on job satisfaction of
teachers; Examine and analyze the influence of organizational culture on job satisfaction of teachers;
Examine and analyze the influence of motivation on teacher performance; Examine and analyze the
influence of organizational culture on teacher performance; Examine and analyze the effects of job
satisfaction on teacher performance; Examine and analyze whether job satisfaction mediates the
effect of motivation on teacher performance; Examine and analyze the job satisfaction mediates the
influence of organizational culture on teacher performance.

The type of this research is explanatory research, using a quantitative approach. The populations in
this research are 80 teachers in Yayasan Institut Indonesia 48 Semarang. Samples were taken using
census method, so use the whole amount of the population as the object of research. The techniques
of data analysis use multiple linear regression, fit model test, determination coefficient (R?) test,
classic assumption test, hypothesis test (t test), and test for the mediating effect.

The results showed that; Work motivation does not influent job satisfaction; Organizational culture
positively and significantly influents job satisfaction; Work motivation positively and significantly
influents teacher performance; Organizational culture does not influence the teacher performance;
Job satisfaction positively and significantly influents teacher performance; Job satisfaction mediates
the influence of organizational culture on teacher performance but does not mediate the influence of
work motivation toward teacher performance.

Keywords: Work Motivation, Organizational Culture, Job Satisfaction and Teacher Performance

country.
The development of globalization
increasing the human resource

they need to develop the society, nation and

In the national education policy which
is based on religious values, national culture

capacity in creating and managing jobs. This
of course can impact the world of education,
where education is the basis to create an
excellent and strong nation.

According to UU Sisdiknas (National
Education Law) No. 20/2003, education is a
conscious and deliberate effort to create an
atmosphere and process of learning so that
learners can actively develop their potential in
the spiritual power of religion, self-control,
personality, intelligence, character, and skills
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and responsive for changing, it is necessary to
have proper education system in which the
role of educator is very important. The
education system according to UU Sisdiknas
(2003) is the overall educational components
that are interlinked to an integrated system to
achieve national education goals. While
educators are qualified teaching staffs as
teachers, counselors, tutors, lecturers,
instructors, facilitators, and others with their
specialization involve in education. It is
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obvious that educators are the main capital,
so their success to make competent and
intelligent graduates is the benchmark of
educators performance.

According to Djamarah (2002), both
teaching and educating are the duty and
responsibility of teachers as professionals.
Therefore, the heavy task of a teacher is
basically only be carried out by teachers who
have strong motivation. Teachers are
required to have several contributing factors
that can improve the performance, one of them
IS motivation. Motivation in this study is a
motivation to work defined by Uno (2009). It
is about a process that is done to move a
person that their behavior can be directed as
efforts to achieve the objectives that have been
set. Based on Uno opinion it can be applied
for the teacher, so motivation is an impulse
the teacher has which can lead their behavior
towards one goal. The main goal of teaching
is that the students can understand or
comprehend the material delivered by the
teacher in order to achieve the students
competence.

Another factor needed to improve
performance is job satisfaction. The
assumptions made in this research is that if
the teacher satisfy with their job, the teacher
will increase their performance. Based on
As'ad (2000), job satisfaction is a general
attitude resulted by some special attitudes
towards employment factors, individual
characteristics, and the relationship of groups
outside the work itself.

In addition, the organizational culture
of both physical and nonphysical conducive is
also needed for the implementation of effective
teaching and learning process. A safe school
environment, the high expectations of the
school community, school health, and student-
centered activities are examples of
organizational culture that fosters students'
enthusiasm for learning.

Based on this phenomenon,
researchers are interested to study and test
job satisfaction as mediating variables in the
influence of motivation and organizational
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culture on teacher performance. The earlier

research found that there is significant
influence between motivation and
performance (Novita, 2010) which is

supported by Ali, et al. (2016). Uju (2013)
states that only extrinsic motivation that
significantly affect performance while the
intrinsic motivation does not.

For the relationship between the
variables of job satisfaction and the teacher
performance also found a correlation. Platis,
et al. (2014) found that there is a significant
influence of job satisfaction of teachers on
teacher performance, supported by the result
of the reasearch cunducted by Arifin (2014).
Meanwhile Handoko, et al (2010), stated that
there is no direct influence of organizational
culture on performance. Similarly, Ram
(2013) which states that there is no effect
between job satisfaction on performance.

Motivation variable relationship with
job satisfaction has been studied by Ali, et al.
(2016), the result showed that motivation will
increase job satisfaction. Meanwhile Roos and
Eeden states that only some of the dimensions
of motivation that influence job satisfaction
while some other dimension does not affect.
While Anghelache (2015) stated that there was
no indication of significant influence of
motivation on job satisfaction.

The relationship between
organizational culture with job satisfaction
had been studied by Vokunjanski and Nikolic
(2013), the result states that the
organizational culture significantly affect job
satisfaction. This result are supported by
Belias and Koustelios (2014).

LITERATURE REVIEW

Work motivation

Motivation is a factor that determines
the individual's performance. The size of a
person's motivational effect on performance
depends on how much the intensity of
motivation given. Work motivation is
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encouragement from the inside and outside of
a person to do something that is visible from
the internal and external dimensions (Uno,
2009).

Internal motivation consists of (1)
Responsibility for implementing the tasks, (2)
Carrying out tasks with clear targets, (3)
Having a clear goal and a challenge, (4)
There is feedback on the results of the work,
(5) Having a happy feeling to work, (6)
Always trying to be the best among others, (7)
Achievement as a priority. The external
motivation consists of (1) Always trying to
fullfil the need for both living and working, (2)
Being glad to receive the praise of what has
been done, (3) Working for incentives, (4)
Working for the attention of friends and
superiors.

Organizational Culture

Robbins and Judge (2009) explains
that organizational culture refers to a system
of shared meaning held by members that
distinguishes the organization from other
organizations. Furthermore, Robbins suggests
there are seven characteristics that together
capture the essence of the culture of an
organization of any form of organization: (1)
Innovation and risk taking. The degree to the
which employees are encouraged to be
innovative and take risk. (2) Attention to
detail. The degree to the which employees are
expected to exhibit precision, analysis, and
attention to detail. (3) Outcome orientation.
The degree to the which management focuses
on results or comes out rather than on the
techniques and processes used to Achieve the
outcomes. (4) People orientation. The degree
to the which management decisions take into
consideration the effect of outcomes on people
within the organization. (5) Team orientation.
The degree to the which work activities are
organized around teams rather than
individuals. (6) aggressiveness. The degree to
work roomates people are aggressive and
competitive rather than easygoing. (7)
Stability.
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Job Satisfaction

Teachers job satisfaction shown by
their attitude in working or teaching. If
teachers are satisfied about the situation that
affects the teacher, then the teacher will work
or teach well, Suwar (2008). According to
Hughes (2006), teacher job satisfaction,
namely the extent of acceptance and values of
a teacher to aspects that exist in a job such as
evaluation, peer  relationships  work,
responsibility, and recognition. Explanation
according to Kumar (2007), teacher job
satisfaction is a complex phenomenon that has
many factors related, ie personal, social,
cultural  and economic. Teacher job
satisfaction is also a result of a variety of
teacher attitudes towards work and the factors
associated with his work. Job satisfaction as
positive feelings about work as a result of the
evaluation of its characteristics, Robbins
(2009). The dimensions of job satisfaction are:
1). The job IS challenging,2).
Reward, 3). Job conditions, 4). Coworkers.

Teacher Performance

Performance is  the  activities
undertaken by each individual to achieve the
objectives that were planned. Teacher

performance can be seen and measured
according to the specifications or criteria of
competence that must be possessed by each
teacher. A form of behavior of a teacher can
be seen in the activities of teacher in the
learning process.

According to Sanjaya (2005), teacher
is someone who is professional and has the
knowledge and teaching knowledge to others
for improving the quality of human resources.
The teacher performance is related to the
activity to plan and manage learning and also
to assess the student learning outcomes. As a
planner, then the teacher should be able to
design appropriate learning conditions, as a
manager then the teacher should be able to
create a conducive learning climate so that
the students can learn well, and as an
evaluator, the teachers must be able to
conduct the suitable assessment in students
learning process and result as well.

UU Sisdiknas (2003) states that
educators are professionals in charge of
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planning and implementing the learning
process, assessing the results of learning,
coaching and training and conducting
research, and community service, particularly
for educators at the college. Based on
Pedoman Penilaian Kinerja Guru (2012)
teacher performance is an ability of a teacher
to implement his or her competency in
teaching, supervising, or doing additional
tasks related to school function. The
competence includes preparing the lesson
plan, conducting active and effective teaching,
and conducting learning assessment.

RESEARCH HYPOTHESIS

Based on the above theory, the hypothesis
can be formulated as follows:
H1: Work motivation  positively and
significantly influences job satisfaction
among the teachers in Institut Indonesia
48 Semarang Foundation.
Organizational Culture positively and
significantly influences job satisfaction
among the teachers in Institut Indonesia
48 Semarang Foundation.
work  motivation  positively  and
significantly influences teachers
performance in Institut Indonesia 48
Semarang Foundation.
Organizational Culture positively and
significantly influences teachers
performance in Institut Indonesia 48
Semarang Foundation.
Job  Satisfaction  positively  and
significantly influences teachers
performance in Institut Indonesia 48
Semarang Foundation.

H2:

H3:

H4:

H5:

RESEARCH MODEL

Individual relationship between work
motivation (X1), Organizational Culture (X2),
job satisfaction (Y1) and teacher performance
(Y2) can be described in the research model
as follows:
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Figure 1. Research model
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RESEARCH METHOD

Types of Research

The type of research used in this
research is explanatory research to
understand the phenomenon or problem
studied and also to explore the nature of the
pattern of the study phenomena (Indriantoro,
2002). PopulationThe population in this study
are the teachers in Institut Indonesia 48
Semarang Foundation amounted to 80
teachers consisting of 36 teachers of senior
high school and 44 junior high school
teachers. In this study using census method, so
use the whole amount of the population on the
object of research.

Data Source

Source of the data required in this
study is primary data obtained directly from
the source as the object. In this case it is
directly obtained from the questionnaire.

Data Collection Method

Data collection method used in this
study is by giving questionnaire which consists
of some questions to the respondents. The
scale of measurement in this study is a Likert
scale from 1 to 7. This measurement scale is
selected to provide a flexibility in providing
answers based on the respondents condition.
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INSTRUMENT TEST

Validity Test

A questionnaire is considered valid if
the question in the questionnaire is able to
reveal something that will be measured by the
questionnaire. If the value of KMO is more
than 0.50 then the sample is considered to be
sufficient and deserves to be analyzed further.
In this study 11 indicators of motivation are
all valid with KMO value 0.706. 10 indicators
of organizational culture are all valid KMO
value 0.871. Job satisfaction consists of 13
valid indicators with KMO value 0.829. The
indicators of teacher performance consists of
13 items of questions are all valid with KMO
value 0.838.

Reliability Test

Reliability test is an analysis that
shows the level of stability and accuracy of a
measuring instrument, i.e in the sense of
whether the measure obtained the correct
result of something is measured (Ghozali,
2009). Reliability test used in this study is
cronbach alpha value of 0.7 where a
measuring instrument is reliable if the results
of the of cronbach alpha is more than 0.7. In
this study work motivation variable is reliable,
with cronbach alpha value 0.805 > 0.7,
Organizational Culture is also reliable with a
cronbach alpha value 0.909 > 0.7, job
satisfaction is reliable by Cronbach alpha
value 0.903 > 0.7 and Teacher Performance is
reliable with a Cronbach alpha value 0.922 >
0.7.

Normality Test

Normality Test used in this study is the
Kolmogorov-Smirnov test. The results show
that each regression that is regression 1 on
the influence of work motivation and
organizational culture on job satisfaction
resulting significant value 0.739 and
regression 2 on the influence of work
motivation, organizational culture, and job
satisfaction on teacher performance has a
significant value 0.683 that are more than
0.05, this means that the residual data of each
regression is normally distributed.
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Multicolinearity Test

Multicolinearity test aims
whether the regression model found a
correlation  between the independent
variables. A good regression  model
correlation, there should not be found a
correlation  between  the  independent
variables. It can be measured by observing the
tolerance value and VIF (Varian Inflation
Factor). To decide that there is no
multicolinearity the tolerance value should be
more than 0.1 or VIF value should be less
than 10.00. In this reasearch, there is no
multicolinearity in each regression model.

The result of the regression for model
1 shows that tolerance value of the
independent variables are 0.820 > 0.1 and
VIF values are 1.220 < 10. It means that there
is no multicolinerity in model 1 regression.

The result of the regression for model
2 shows that tolerance value of the
independent variables are : X1 = 0.817; X2 =
0.812; Y1 = 0.990 less than 0.1 and VIF
values are : X1 = 1.224; X2 = 1.231; Y1 =
1.010 more than 10. It means that there is no
multicolinerity in model 2 regression..

to ftest

Heteroscedasticity Test

The presence of heteroscedasticity in
this study is determined by using Glejser test.
The test is done by regressing absolute
unstandardized residuals value as the
dependent variable toward dependent
variable. If the test result is more than the
level of significance (p > 0.05) it means there
is no heteroscedasticity, otherwise if the result
is lower than the level of significance (p <
0.05), heteroscedasticity occurs. In this study
there were no heteroscedasticity because none
of the independent variables has significant
value less than 5%.

Fit Model Test

Determinant coefficient (adjusted R
square) analysis test and F test are used to
determine the influence of the organizational
culture and work motivation toward job
satisfaction; and the of organizational culture,



Adi & Basiya / The Role of Job Satisfaction in Mediating the Influence of Motivation and Organizational Culture Toward Teacher..

work motivation and job satisfaction toward
teacher performance.

In this study, adjusted R? value in model
1 regression is 0.66. It can be explained that
work motivation and organizational culture
66.0% influences job satisfaction and 34.0%
remaining is influenced by other variable
which is not included in this study.

For model 2 regression, adjusted R? is
43.9. It means that work motivation,
organizational culture and job satisfaction
simultaneously  affects 43.9%  teacher
performance, and 56.1% remaining is
influenced by other variables not included in
this study.

The significant value of Anova test (F
test) is 0.000 for both model 1 and model 2
regression. It means that model 1 and model 2
have a goodness of fit for sig 0.000 < 0.05.

Multiple Regression Analysis

Multiple regression analysis technique
is used to determine the influence of
independent  variables (X1 Work
Motivation and X2 = Organizational Culture)
partially or simultaneously toward the
dependent  variable (Y2 Teacher
Performance) through the mediating variables
(Y1 = Job Satisfaction).

Model 1. The Influence of  Work
Motivation (X1) and Organizational Culture
(X2) toward Job Satisfaction (Y1).

Table 1
Regression Analysis Result Model 1

Variables | Beta t Sig.

X1 0.118 | 1.636 | 0.106

X2 0.761 | 10.502 | 0.000
Dependent Variable: Y1

Table 1 can be described in a statistical

interpretation as follows:

1. Work motivation influence job satisfaction
positively with beta coefficients = 0.118. It
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means if work motivation is high, job
satisfaction will increase.

2.0rganizational culture positively influences
job  satisfaction indicated by beta
coefficient = 0.761. It means if there is a
good  organizational culture,  job
satisfaction will increase.

Model 2. The influence of work motivation
(X1), Organizational Culture (X2), and Job
Satisfaction (Y1) toward the Performance
among teachers (Y2).

Table 2
Regression Analysis Result Model 2

Variables | Beta T Sig.
X1 0.443 | 4.678 | 0.000
X2 0.047 | 0.325 | 0.746
Y1l 0.313 | 2.137 | 0.36
Dependent Variable : Y2

From Table 2 can be described in a statistical
interpretation as follows:

1. Work motivation positively influences
teacher performance with beta coefficient
= 0.443. It means if work motivation is
strong, teacher performance will increase.
Organizational culture influences teacher
performance positively indicated by beta
coefficient = 0.047. It means if there is a
good organizational culture, teacher
performance will increase.

Job satisfaction positively  influences
teacher performance proofed by beta
coefficient = 0.313. It means if teacher is
satisfied with his or her job, his or her
performance will increase.

HYPOTHESIS TEST AND DISCUSSION

The results of regression above can be
used to answer the following hypotheses:

Work Motivation Positively and Significantly
Influences Job Satisfaction among Teachers
in  Institut  Indonesia 48 Semarang
Foundation.
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The regression results beta coefficient
positive for 0.118 and t value of 1.636 with
significance value 0.106 > « = 0.05. Thus
the hypothesis is rejected. It can be concluded
that partially work motivation does not
positively and significantly influences job
satisfaction among teachers in Institut
Indonesia 48 Semarang Foundation. It means
that if the work motivation increases, does not
directly improve the job satisfaction among
teachers.

From this study, it was shown that in
fact teacher job satisfaction is not influenced
by the overall motivation. Some aspects of the
dimensions of motivation studied are not the
factor that make a teacher motivated. In this
case the internal factors such as
responsibility, a sense of excitement, and
passion for achievement have a role to trigger
teacher work motivation. While external
factors such as life necessities, incentive,
praise, and attention are not some factors that
contributed to the teacher motivation to work.

Job satisfaction is influenced by
external factors such as the work itself, in this
case the challenge of the job; appreciation for
what has been done either in the form of
promotion or an increase in welfare; working
conditions and coworker support.

It supports research Angelache (2015)
which states that there is no indication of
significant influence of motivation toward job
satisfaction but it is different with the result of
the research by Ali, et al (2016) which stated
that the motivation of teachers positively and
significantly affects teacher performance.

Organizational Culture Significantly and
Positively Influences Job Satisfaction among
Teachers in Institut Indonesia 48 Semarang
Foundation.

The result of regression shows positive
value of beta coefficient = 0.761 and t value =
10.502 with a significance value 0.000 < 0.05.
Thus the hypothesis is accepted, it can be
concluded that partially organizational
culture significantly and positively influences
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job satisfaction among teachers in Institut
Indonesia 48 Semarang Foundation. This
means that if the organizational culture is
good then teacher job satisfaction will
increase.

Further than that job satisfaction is not only
influenced by the organizational culture, but
can also be predicted from the teacher's
perception of the cultures that exist within the
organization. Especially on things like
innovation and courage to take risks that are
strongly correlated with the challenging work
that will make a teacher satisfied if he or she
can carry out the task or the job.
In addition some factors such as results
orientation, the orientation of the people and
spirit work in teams within an organization
greatly affect the experience that gives
satisfaction in a job because there are
interactions among colleagues, and between
superiors and subordinates are very intensive.
This supports a previous study conducted by
Vukonja and Nikolic (2013) which suggests
that organizational culture affects job
satisfaction significantly and Belias and
Koustelios (2014) which stated that
organizational  culture influences  job
satisfaction.

Work Motivation Positively And Significantly
Influence Teacher Performance in Institut
Indonesia 48 Semarang Foundation.

The results of regression shows beta
positive value of beta coefficient = 0.443 and t
value = 4.678 with significance value= 0.000
< 0.05. Thus the hypothesis is received. It can
be concluded that partially work motivation
positively and significantly influence teacher
performance in Institut Indonesia 48
Semarang Foundation. It means that if work
motivation among the teachers increases the
teachers performance will also increase.

This study suggests that motivation is a
factor supporting the teacher performance in
Institut Indonesia 48 Semarang Foundation. It
means if a high work motivation, the
performance of teachers has also increased
and if the work motivation is low, the
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performance of teachers will decrease.
Motivation also underlies professionalism of
teachers to perform three-dimensional
performance of teachers i.e lesson planning;
implementation of learning activities that
actively and effectively; as well as the
assessment of learning (PPKG, 2012).

It supports research by Ali, et al
(2016) which states that there is positive and
significant effect between motivation of
teachers on teacher performance and in line
with research conducted by Novita (2010)
which states that the higher motivation of a
person will improve the performance.

Organizational culture Positively  And
Significantly influences Teacher
Performance in Institut Indonesia 48

Semarang Foundation.

The results of beta coefficient from the
regression shows positive value on 0.047 and t
value on 0.325 with significance value
0.746 > 0.05, therefore the hypothesis is
rejected. It can be concluded that partially

Organizational culture does not Positively
And  Significantly  influences  Teacher
Performance in Institut Indonesia 48
Semarang Foundation. Although

Organizational Culture is good, performance
will not be directly improve the performance
of teachers.

The result shows that organizational
culture is not the main factor supporting
teachers to improve their performance.
Although the organizational culture is good it
does not directly improve the performance of
a teacher. The dimensions of organizational
culture as the courage to take risks;
aggressiveness; and willingness to sustain the
growth of the organization are not the factors
that can improve the performance of teachers.
This is similar to a previous study conducted
by Handoko, et al (2015) that there was no
direct impact of organizational culture on the
lecturer performance. It is also inline with
research conducted by Arifin (2005) resulting
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that there was actually little influence of
organizational culture on performance but not
significant. This means that organizational
culture had an important role in determining
the success of a teacher in the works, but the
fact it did not gow ell.Different things revealed
by Sihotang (2013) which stated that there
was positive and significant influence of
organizational culture on teacher
performance. The influence of organizational
culture on teacher performance is the
foundation of organizational behavior. Each
employee is equipped with a variety of
characteristics and behaviors in the
organizational culture. This means that by
seeing and knowing the employee in
performing everyday activities we can see the
actual organizational culture. However,
organizational culture is a portrait of the
organization itself. Sangadji (2013) also
revealed a different thing that organizational
culture had a positive and significant impact
on teacher performance.

Job Satisfaction Positively and Significantly
Influences Teacher Performance in Institut
Indonesia 48 Semarang Foundation.

The results of beta coefficient from the
regression shows positive value of 0.313 and t
value of 2.137 with significance value of 0.036
< 0.05. Thus the hypothesis is received. It
means that job satisfaction positively and
significantly influence teacher performance in
Institut Indonesia 48 semarang Foundation. It
can be concluded if a teacher job satisfaction
increases, then teacher performance will
increase.

Seeing the results above, it is clear that
the dimensions of job satisfaction greatly
affect teachers to do their work professionally.
Some factors such as justice, promotion,
increased prosperity, a good working
environment, as well as solid teamwork will
support the teacher's performance.

Teachers who are satisfied tend to
have a positive attitude about their work, they
are likely to be present on time, pay more
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attention on a given target, work fast, work
free from errors and omissions, loyalty and
commitment to jobs, reduce dependency to
other, suggesting new ideas, tends to increase
the knowledge, willing to accept more
responsibility, obey the rules and regulations,
rarely to be absent and trying not to turn over
the job. This positive attitude will improve the
quality and quantity of teacher performance.
Such situations are good for the organization.
Therefore, if the organization concerned about
teacher satisfaction, a better performance can
be expected, because the relationship between
satisfaction and performance is positive and
significant. The principal should pay more
attention to this aspects in order to improve
performance.

It supports research by Ram (2013)
which suggested that there was significant
influence of job satisfaction on performance
as well as research by Platis et al. (2014),
which indicated that there was a strong
correlation between job satisfaction and
performance. Likewise with Pushpakumari
(2008), which concluded that there was a
significant  relationship  between  job
satisfaction on performance.

Job Satisfaction Does Not Madiate the
Influence of Work Motivation toward
Teacher Performance in Institut Indonesia
48 Semarang Foundation.

Because there is no influence of the
independent variable (motivation to work)
toward the mediating variable (job
satisfaction) can be concluded that job
satisfaction does not mediate the influence of
work motivation toward teacher performance
although job satisfaction influences teacher
performance positively and significantly. This
indicates that work motivation and job
satisfaction are the factors that affect the
performance of teacher, but they are not in a
position to strengthen each other. This is
contrast with the results of research by Ali, et
al (2016) which stated that the three
dimensions of job satisfaction correlated with
work motivation. In this case the motivation
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had a significant effect on the performance
through the mediation of job satisfaction.

Job Satisfaction Mediates the Influence of
Organizational Culture toward Teacher
Performance in Institut Indonesia 48
Semarang Foundation.

Because of the independent variables
(organizational culture) has no effect on the
dependent variable (teacher performance),
while mediating variables (job satisfaction) is
significantly  influenced by independent
variables (organizational culture) and it
significantly affects the dependent variable
(teacher performance), it can be concleded
that job satisfaction mediate the influence of
organizational culture toward teacher
performance. In this case teacher performance
is strongly influenced by the teacher's
perception of the values within job satisfaction
such as a challenging job, reward, working
condition and co-workers who support better
than the perception of the values contained in
organizational culture as courage in taking
risks, focus on results, aggressiveness, and the
ability to maintain stability.

This result is consistent with research
by Sangadji (2009) which stated that there
was no direct influence of organizational
culture  on performance through job
satisfaction. Otherwise it is in contrast with
research conducted by Handoko, et al (2015)
which states that job satisfaction did not
mediate the effect of organizational culture on
the lecturer performance.

CONCLUSION

Based on the result of the research and
data analysis about the influence of
organizational culture and work motivation on
teecher performance mediated by job
satisfaction among teachers in Institut
Indonesia 48 Semarang Foundation can be
concluded as follows:

1. Work motivation does not influence job
satisfaction among teachers in Institut
Indonesia 48 Semarang Foundation.
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2. Organizational culture positively and

significantly influences job satisfaction

among teachers in Institut Indonesia 48

Semarang Foundation.

. There is a positive and significant influence
of work motivation toward teacher
performance in Institut Indonesia 48
Semarang Foundation.

. There is no significant influence of
organizational culture toward teacher
performance in Institut Indonesia 48
Semarang Foundation.

. Job satisfaction positively and significantly
influences teacher performance in Institut
Indonesia 48 Semarang Foundation.

. Job satisfaction does not mediate the
influence of work motivation toward
teacher performance.

. Job satisfaction mediates the influence of
organizational culture toward teacher
performance.

REFERENCES

Ali, AY.S. Dahie, AM. & Ali, AA. (2016).
Teacher Motivation and School Performance,
the Mediating Effect of Job Satisfaction:
Survey on secondary School in Mogadishu.
International Journal of Education and Social
Science, Vol 3 No 1.

Angelache, Valeria. (2014).
Explanatory Modelfor the Relationship
Between Teaching Motivation and Job
Satisfaction. Procedia-Social and Behavioral
Science 180(2015) 235 — 240.

Arifin, Freddy. (2014). Organizational Culture,
Transformational Leadership,
WorkEngagement and Teacher’s
Performance : Test of a Model. International
Journal of Education and Research Vol. 2 No.
1 January 2014

Arifin, H. Muhammad. (2015). The Influence of
Competence, Motivation, and Organizational
Culture to High School Teacher Job
Satisfaction and Performance. International
Education Studies, Vol 8 No 1.

A Possible

41

As'ad. (2000). Psikologi Industri, edisi ke-
4.cetakan ke-6.Yogyakarta: Liberty.
Belias, D., & Koustelios, A. (2014).

Organizational Culture and Job Satisfaction.
International Review of Management and
Marketing, Vol 4 No 2 pp. 132 — 149.

Belias, D., Koustelios, A., Vairaktarakis, G., &
Sdrolias, L. (2015). Organizational Culture
and Job Satisfaction of Greek Banking
Institutions. Procedia-Social and Behavioral
Sciences, 175 314 — 323.

Djamarah, Syaiful Bahri. (2002) Psikologi
Belajar. Jakarta: Rineka Cipta.
Ghozali, Imam. (2009). Aplikasi Analisis

Multivariate dengan Program IBM SPSS.

Badan Penerbit Universitas Diponegoro
Semarang.
Handoko, Y., Setiawan, M., Surachman, &

Djumahir. (2015). Organizational culture,
Job Satisfaction, Organizational
Commitment, the Effect on Lecturer
Performance. International of Business and
Management Invention, Volume 2 lIssue 12
pp. 21 — 30.

Hughes, Victoria M. (2006). Teacher Evaluation
Practices And Teacher Job Satisfaction.
Makalah dipresentasikan untuk the Faculty of
the Graduate School University of Missouri-
Columbia. [On-Line]. Available FTP :

Indriantoro, Nur. (2002). Metode Penelitian.
Jakarta: Ghalia Indonesia.

Kumar, Jalaja, Rao, B. D. (2007). Job Satisfaction
of Teacher. New Delhi: Sachin Printers.

Muogbo, Uju S. (2013). The Influence of
Motivation on Employees’ Performance: A
Study of Some Selected Firms in Anambra
State. An International Journal of Arts and
Humanities, Vol 2(3) 134 — 135.

Novita, A Wulan. (2010). An Analysis of the
Relationship  between  Motivation  and
Performance for Direct Hire Temporary
Employees. Bachelor Thesis and Strategy,
Tilburg University.

Pedoman Pelaksanaan Penilaian Kinerja Guru.
(2012). Kementerian  Pendidikan  dan
Kebudayaan.

Peter, T., & Waterman, R. 2004. In Search of
Excellence: Lessons from America's Best
Running Companies. London: Profile Books.



Telaah Manajemen Vol. 14 Edisi 1, Pebruari 2017, hal 32-42

Platis, Ch., Reklitis, P., & Zimeras, S. (2015).
Relation Between Job Satisfaction and Job
Performance in  Healthcare  Services.
Procedia-Social and Behavioral Science, 175.
480 — 487.

Pushpakumari, M.D. (2008). The Impact of Job
Satisfaction on Job Performance: An
Empirical Analysis. Journal: City
Forum, Volume 9, Number 1; Page(s) 89 To
105.

Ram, Padmakumar. (2013). Relationship between
Job Satisfaction and Job Performance in the
Public Sector-A Case Study from India.
International Journal of Academic Research
in Economics and Management Sciences, Vol
2 No 2.

Robbins. (2009). Organizational Behavior, 13"
edition.  London.  Pearson  Education
International.

Robbins. (2015). Perilaku Organisasi, 16" ed.
Jakarta. Salemba Empat

Roos, W., & Eeden, R.V. The Relationship between
Employee Motivation, Job Satisfaction and
Corporate Culture. SA Journal of Industrial
Psychology, Vol 34 No 1 pp. 54 — 63.

Sangadji, E. Mamang. (2013). The Effect of
Organizational Culture On Lecturers’ Job
Satisfaction and Performance (A Research in
Muhammadiyah University throughout East
Java) International Journal of Learning &
Development ISSN 2164-4063 2013, Vol. 3,
No. 3

Sanjaya, Wina. (2005). Pembelajaran dalam
Implementasi Kurikulum Berbasis
Kompetensi, Edisi Pertama Cetakan Kedua
Jakarta: Kencana Prenada Group.

42

Sihotang, R.B. & Zebedeus, Z\V.
(2013).Relationships between Total Quality
Management  Practices,  Organizational
Culture and Teacher’s Performance: Study
from Seventh Day Adventist High Schools in
West Indonesia. International Research
Journal of Business Studies. Vol. 6 | No. 2

Suwar, S.Pd, M.Psi. (2008). Persepsi Guru
Terhadap Kepemimpinan Kepala Sekolah
dengan Motivasi Kerja dan Kepuasan Kerja.
[On-Line]. Available FTP :
http://guruvalah.20m.com.

Undang-Undang Republik Indonesia. 2003. Sistem
Pendidikan Nasional No. 20 tahun 2003.
Jakarta: Departemen Pendidikan Nasional.

Uno, Hamzah B. (2009). Teori dan Motivasi dan
Pengukurannya  (Analisis di  bidang
pendidikan). Jakarta: PT. Bumi Aksara.

Vokunjanski, Jelena., & Nikolic, M. (2013).
Organizational Culture and Job Stisfaction-
the Effects of Company’s Ownership
Structure. Journal of Engineering
Managemant and Competitiveness (JEMC).
Vol 3 No 2 pp. 41 —49.

Wibowo. (2007). Manajemen Kinerja. Jakarta: PT
Raja Garfindo Persada.

Winardi, J. (2004). Motivasi & Pemotivasian
Dalam Manajemen. Cetakan Ketiga. Jakarta:
Rajagrafindo Persada. Zwell, Michael.
(2000). Creating a Culture of Competence.
New York: John Wiley & Sons, Inc



http://en.journals.sid.ir/SearchPaper.aspx?writer=515688
http://en.journals.sid.ir/JournalList.aspx?ID=22773
http://en.journals.sid.ir/JournalList.aspx?ID=22773
http://en.journals.sid.ir/JournalListPaper.aspx?ID=161745
http://guruvalah.20m.com/

