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Abstract 

The purpose of this study was to determine the direct and indirect effects of competence and leadership style on 

teacher performance through job satisfaction. This study uses quantitative analysis. The sample in this study 

consisted of 370 high school teachers in Medan City who came from schools with accreditation A. This sample 

was obtained from the results of filling out a questionnaire through the Googleform application. The data analysis 

used in this study is SEM-PLS. The results showed that directly the three variables namely competence, leadership 

style and job satisfaction had a significant effect on the performance of high school teachers in Medan City. It is 

also indicated that the competency and leadership style variables have a significant effect on the job satisfaction 

of high school teachers in Medan City. Furthermore, indirectly job satisfaction is able to mediate the effects of 

both competency and leadership style variables on the performance of high school teachers in Medan City. 
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1. INTRODUCTION 

A strong nation and state must be built through educational development that prepares people 

to face and respond to existing challenges. Government efforts aimed at advancing the field of 

education are through passing laws and issuing regulations governing the administration of the 

national education system. Chapter 1 Article 1 Paragraph 1 of the Law of the Republic of 

Indonesia Number 20 of 2003 concerning the National Education System defines: “Education 

is a conscious and planned effort to create a learning atmosphere and learning process so that 

students can develop their potential to have religious spiritual strength, self-control, 

personality, intelligence, noble character, and the skills they need.” As part of efforts to achieve 

national education goals, the government is making various efforts to expand learning 

opportunities, increase the relevance of education to the needs of the world of work, increase 

the effectiveness and efficiency of education, and improve the skills, competencies and 

qualifications of teachers and school principals. 

Bangun (2016) explains that education is becoming more relevant both in terms of the number 

of graduates and the talent required for development. Efforts to increase the efficiency and 

effectiveness of education management are also carried out by managing, planning, and 

monitoring the implementation of education through education laws, curriculum, and the 

implementation of education both in the central and regional governments. The enactment of 

the Law on Education and the Law on Teachers and Lecturers is intended to lead to the 
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formation of state regulations, among other things, by the formation of the National Education 

Standards Agency. 

School is a service-oriented educational institution with a vision, mission, goals and functions. 

Schools need professional employees, organizational work directed at school-based 

administration, and other financial and non-financial resources to achieve these visions, 

missions, goals and functions. 

The schools as a whole consists of interconnected components that help students achieve their 

goals. Students, teachers, principals, teaching materials, curriculum, learning processes, 

environment, facilities, and outputs or results are among these components. All of these 

elements must work together to meet the needs of the times and changes in the social 

environment. 

For this development to be effective, it must start with the issues that cause the school not to 

run as planned. This is reflected in efforts to introduce changes in the way of organization as 

well as the structure, process and system of the institution concerned so that it can better fulfill 

the vision and mission of the school institution concerned in accordance with the conception 

of institutional development (Bangun, 2012). As a result, any changes that occur in educational 

institutions must consider all components. 

Changes to educational institutions (schools) must be carried out in accordance with the 

policies above them. The policy can be macro or micro management. Both in macro or micro 

management there should be an organic managerial function at the top of the organizational 

hierarchy. These functions include planning, organizing, directing, and controlling. All this 

must be done in order to achieve its main goal. 

Table 1: Number of High School Teachers in Medan City 

Academic Year Public Private Total 

2016/2017 1.353 2.444 3.797 

2017/2018 1.350 2.657 4.007 

2018/2019 1.360 2.658 4.018 

2019/2020 1.290 2.808 4.098 

2020/2021 1.398 3.090 4.488 

2021/2022 1.381 3.464 4.845 

Source:  https://dapo.dikdasmen.kemdikbud.go.id/sp/1/070000 (2021) 

 

II. LITERATURE REVIEW AND SUBMISSION OF HYPOTHESIS 

2.1 Teacher Performance 

According to Mangkunegara (2019: 31), the term performance comes from the word job 

performance or actual performance (work achievement or actual achievement achieved by a 

person), namely the work results in quality and quantity achieved by an employee in carrying 

out his duties according to the responsibilities delegated to him.  Furthermore, according to 

Tannady (2017: 154), performance is the result of work in quality and quantity achieved by an 
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employee or a department or an organization in carrying out its tasks and targets according to 

the responsibilities assigned to it within a certain evaluation period. Employee performance is 

the result of implementing an organization's goals, therefore good performance is an important 

thing for all employees to do. Employee performance is the result in terms of quality and 

quantity that is achieved by an employee in carrying out tasks in accordance with assigned 

responsibilities (Mangkunegara, 2017:67). Furthermore, according to Bernadin and Russel (in 

Sapitri, 2016: 5), performance is a record of the outcomes resulting from the function of a 

particular job or activity during a certain period of time. There are dimensions and indicators 

of employee performance according to Sedarmayanti (2010: 263), namely: 

1. Work performance, the indicators are work skills, potential for knowledge development 

through training, and completion of work in accordance with the time. 

2. Expertise, the indicator is the ability of employees and educational background. 

3. Behavior, the indicators are employee attitudes at work, employee loyalty, and relations 

with employees. 

2.2 Competence 

In general, competence can be understood as a combination of skills, personal attributes, and 

knowledge which is reflected through work behavior that can be observed, measured, and 

evaluated. Competence is divided into two types, namely soft competency or types of 

competencies that are closely related to the ability to manage work processes, human relations 

and build interactions with other people, and hard competencies or types of competencies 

related to functional or technical abilities of a job. Here are some definitions of competency 

according to some experts. 

According to Spencer & Spencer (in Kandula, 2013), competency is an underlying 

characteristic of an individual related to a causal relationship of effective and/or superior 

implementation in a job or situation. George Klemp (in Edison et al, 2016) states that 

competency is a characteristic that underlies a person that produces effective work and/or 

superior performance. 

Furthermore, according to Edison et al (2016) competence is an individual's ability to carry out 

a job correctly and have advantages based on matters relating to knowledge, skills, and 

attitudes. 

Based on this definition, competence is an individual characteristic that includes knowledge, 

skills, and behaviors that produce effective work to achieve organizational goals. 

2.3 Leadership 

Leadership is the process of getting people to do their best to achieve the desired results. It can 

be described as the ability to convince others to behave differently. Leadership also involves 

developing and communicating a vision for the future.  

According to Robbins & Coulter (2012) leadership is the process of influencing a group 

towards achieving goals. According to Armstong (2016), leadership is the process of getting 
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people to do their best to achieve the desired results. Another understanding according to 

Schermerhorn (2013) is that leadership is the process of inspiring others to work hard to 

complete important tasks. 

Yuki in Gunawan (2015) says that leadership is a process to influence others to understand and 

agree with what needs to be done and how the task is done effectively, as well as a process to 

facilitate individual and group efforts to achieve common goals. 

Based on some of the opinions of the experts that have been put forward, it can be defined that 

leadership is the behavior of an individual who leads an activity where the leader influences 

other people to be willing to work together to achieve organizational goals. The broad 

definition of leadership includes the process of influencing in determining organizational goals, 

motivating the behavior of followers to achieve goals, influencing the interpretation of the 

events of their followers, maintaining cooperative relationships and group work, gaining 

support and cooperation from people outside the group or organization.  

From the definitions above, it can be seen that leadership is an important part of management, 

where a leader must be able to create harmonious integration with his subordinates. This also 

includes fostering cooperation, directing and encouraging the work passion of subordinates, 

influencing and shaping the attitudes and behavior of individuals and groups, thus forming the 

leadership style that leaders apply (Kamal, Winarso, and Sulistio, 2019).      

2.4 Job Satisfaction  

Job satisfaction according to Edison et al (2016) is a set of employee feelings about things that 

are pleasant or not about a job they face. High job satisfaction is a characteristic of a well-

managed organization and is basically the result of effective leadership. Job satisfaction will 

form a comfortable atmosphere and high morale. This is inseparable from the organizational 

culture in forming positive behavior and mutual respect, respecting one another, having a good 

work system, and openness, which behind it is managed by leaders/managers that are reliable 

and motivate and have good human relations. High job satisfaction is a characteristic of an 

organization that is managed professionally. 

Job satisfaction is one of the most studied phenomena in human resource management and 

organizational behavior. It is often defined as “a pleasant or positive emotional state resulting 

from the appraisal of one's work or work experience” (Ćulibrk et al, 2018). The level of one's 

job satisfaction is an important component of the level of his work motivation which is a 

fundamental determinant of his behavior in an organization. So job satisfaction is the result of 

employees' perceptions of how well their work provides things that are considered important. 

Job satisfaction focuses on employees' attitudes toward their jobs and discussions of 

organizational commitment focus on employees' attitudes toward the organization as a whole. 

According to Robbins and Judge (2015), job satisfaction is a positive feeling about work 

resulting from an evaluation of its characteristics. Someone with a high level of job satisfaction 

has positive feelings about his job, while someone with a low level has negative feelings. Job 

satisfaction theory (Wibowo, 2017) tries to reveal what makes people more satisfied with their 
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jobs. This theory also seeks a basis for the process of people's feelings towards job satisfaction. 

There are two theories of job satisfaction, namely two factors and value theory: 

1) Two factor theory is a theory of job satisfaction which suggests that satisfaction and 

dissatisfaction are part of a different group of variables, namely motivators and hygiene factors. 

In this theory, dissatisfaction is associated with conditions around work such as working 

conditions, wages, security, quality of supervision, and relationships with other people. Instead 

of the work itself, because these factors prevent negative reactions, they are called hygiene or 

maintenance factors. Satisfaction is drawn from factors related to the job itself, such as the 

nature of the job, achievement on the job, promotion opportunities and opportunities for self-

development, and recognition. Because these factors are related to high levels of job 

satisfaction, they are called motivators. 

2) Value Theory, in this theory job satisfaction occurs at the level where the work results are 

received by the individual as expected. The more people who receive the results, the more 

satisfied the individual concerned will be, and vice versa. The key to satisfaction in this 

approach is the difference between the aspects of the job one has and one wants. The greater 

this difference, the lower one's satisfaction. This theory suggests that job satisfaction can be 

obtained from many factors; where an effective way to satisfy workers is to find what they 

want and if possible give it. 

 

Figure 1: Relation between Variables 

The hypotheses to be tested according to Figure 1 above are as follows:    

1. Competence has a positive and significant effect on the job satisfaction of high school 

teachers in Medan City  

2. Leadership style has a positive and significant effect on the job satisfaction of high school 

teachers in Medan City  

3. Competence has a positive and significant effect on performance of high school teachers in 

Medan City 
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4. Leadership style has a positive and significant effect on performance of high school 

teachers in Medan City  

5. Job satisfaction has a positive and significant effect on performance of high school teachers 

in Medan City   

6. Competence has a positive and significant effect on performance through job satisfaction 

of high school teachers in Medan City 

7. Leadership style has a positive and significant effect on performance through job 

satisfaction of high school teachers in Medan City  

 

III. RESEARCH METHOD 

This study uses quantitative analysis. The data were obtained from the results of filling out the 

questionnaire through the Googleform application which in this study were filled in by 370 

high school teachers in Medan City who came from schools with accreditation A.  

. Data were analyzed using a structural equation model (SEM) analysis based on partial least 

squares (PLS) which aims to examine the direct and indirect effects of the research variables 

used. 

 

IV. RESULTS AND DISCUSSION 

Measurement Model Analysis (Outer Model)  

 

Figure 2: Results of Measurement Model Analysis 
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Figure 2 above shows that all variables have met the validity requirements with a loading factor 

value for all indicators > 0.7. Thus the next test can be carried out. 

Construct Reliability Test  

Table 1: Results of Construct Reliability Analysis 

 

The results of the analysis shown in Table 1 above show that the AVE value of each latent 

variable is > 0.5 and the composite reliability value and Cronbach's alpha value for each latent 

variable is greater than 0.7, so it can be concluded that the indicators of the variables are able 

to measure well. 

Measurement Model Analysis (Inner Model) 

Coefficient of Determination (R2) 

Table 2: Value of R-Square 

 

Based on Table 2 above, it is known that the adjusted R-Square value for the teacher 

performance variable is 0.964 or 96.4% and the remaining 3.6% is influenced by other variables 

not examined in this study. For job satisfaction variable the R-Square adjusted value is 0.947 

or 94.7% and the remaining 5.3% is influenced by other variables not examined in this study. 

Predictive Relevance (Q2) 

The value of Q2 has the same meaning as the coefficient of determination R-Square. The value 

of Q-square (Q2) is greater than 0 indicating the model has predictive relevance. On the other 
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hand, the value of Q2 is less than 0 indicating that the model has less predictive relevance or 

in other words, if all the values of Q2 are higher, the model is considered to be more compatible 

with the data. Calculation of the value of Q2 can be done as follows. 

Q2 = 1 – (1-R2
1)(1-R2

2)… (Rn
2) 

Q2 = 1- (1-0964)(1-0.947) 

Q2 = 1-(0.036)(0.053) 

Q2 = 0.998 

Based on the results above, the value of Q2 is 0.998. So it can be concluded that all variables 

in this study, namely teacher performance, competence, leadership style, and job satisfaction 

contributed 99.8% of the original data in the structural model. Then the remaining 0.2% needs 

to be developed in addition to this research variable. 

Effect Size (F2) 

Effect size (F2) is determining the kindness of the model and also to find out whether the 

predictor variable has a weak, sufficient or strong effect at the structural level. 

Hypothesis Test 

Table 3: Direct Effects between Variables 

 

1. The Effect of Competence Directly on Teacher Performance 

Competence has a positive and significant effect on teacher performance. This result can be 

seen from the significance value of 0.000, which is less than 0.05. This means that the more 

competence is increased, the performance of high school teachers in Medan City will 

significantly increase. The results of this study are in line with the studies of Arifah, 2018; 

Arlita et al., 2020; Chandra et al., 2021; Fachmi et al., 2021; Kanya et al., 2021; Kesumawati 

& Kristiawan, 2018; Maritasari et al., 2020; May et al., 2020; Muhammad Arifin, 2015; 

Murkatik et al., 2020a, 2020b; Nurhasni et al., 2020; Owan & Agunwa, 2019; Poro et al., 2018; 

Rahmatullah, 2016; Sinaga et al., 2021; Singerin, 2021; Siri et al., 2020; Wahyudin, 2016; 

Warner, 2019; Yusnita et al., 2018; and Zubaidah et al., 2021 showed that there is a positive 
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effect of teacher competence on the performance of teachers, where high competence tends to 

produce high performance, and conversely teachers with poor competence tend to show poor 

performance. A person's performance is based on understanding the knowledge, skills, 

expertise and behavior required to do a good job. Mulyasa argued that teachers who have high 

performance will be passionate and try to improve their competence in relation to planning, 

implementation, and assessment so that optimal results are obtained. 

2. The Effect of Leadership Style Directly on Teacher Performance 

It is known that the significance value of leadership style is 0.000, which is less than 0.05. This 

means that the more the leadership style increases, the performance of high school teachers in 

Medan City will significantly increase. This result is consistent with the results of studies 

conducted by Abu Nasra & Arar (2020); Andriani et al. (2018); Dian et al. (2021); Handayani 

et al. (2021); Hartiwi et al. (2020); Herman et al. (2021); Juwaini et al. (2021); Maheshwari 

(2022); Melianah et al. (2021); Mulyani et al. (2020); Natsir et al. (2020); Nurabadi et al. 

(2021); Prasetyo (2021); Pristyowati et al. (2021); Rahayu et al. (2019); Saleem et al. (2020); 

Siahaan et al. (2020); Sukarni et al. (2021); Sukmawati et al. (2019); Susilawati (2021); Wahab 

et al. (2020); and Yulyanti & Hasanah (2021) which also shows that good leadership will 

support high teacher performance. 

3. The Effect of Job Satisfaction Directly on Teacher Performance 

Job satisfaction has a direct and significant positive effect on teacher performance, where these 

results can be seen from a significance value of 000 which is less than 0.05. This means that 

the higher the job satisfaction, the higher the performance of high school teachers in Medan 

City. The results of this study are in line with study conducted by Ayu Desi Indrawati (2013) 

and also in line with studies conducted by Wanda Febriyana (2015), Ginta Vonlihana Putri 

NCP Paparang (2021), Iwan Kurnia Wijaya (2018), and T.F. Lie (2018).  

4. The Effect of Competence Directly on Job Satisfaction 

Competence has a significant effect on the job satisfaction of high school teachers in Medan 

City. This can be seen from the significance value of the competency variable of 0.000 which 

is less than 0.05. This means that increasing competency will affect teacher performance, that 

is, if competence increases, teacher performance will also increase accordingly. These results 

are consistent with the results of a study conducted by Mutmainah Isnaini (2015), and with a 

study conducted by A. Samad, M. Yusuf Vol. 4, No 8 (2015): JURNAL KEBANGSAAN, and 

with a study published in the JOURNAL OF ECONOMICS AND MANAGEMENT, as well 

as the study conducted by A. Samad, M. Yusuf (2015). But these results contradict a study 

conducted by Anggi Meidita Vol. 2, No 2 (2019) in a scientific journal of Masters in 

Management. 

5. The Effect of Leadership Style Directly on Job Satisfaction 

It is known that the significance value of the leadership style variable is 0.000 which is smaller 

than 0.05. This means that the more the leadership style increases, the job satisfaction of high 

school teachers in Medan City will significantly increase. These results are consistent with the 
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results of studies conducted by Andri et al. and Made Suprapta et.al (2015) which shows that 

leadership has a significant positive effect on job satisfaction. Similar results were also found 

in a study conducted by Wehelmina Rumawas and a study conducted by AY Pratama (2022). 

Table 4: Indirect Effects between Variables 

 

6. The Effect of Competence Indirectly on Teacher Performance through Job 

Satisfaction  

Job satisfaction significantly mediates the effect of competence on the performance of high 

school teachers in Medan City. This can be seen from the significance value of 0.000 which is 

less than 0.05. The results of this study are in accordance with the results of studies conducted 

by Hartiwi (2015); Raharjaya & Kepramareni (2020); Abbas et al. (2019); Abdullah La 

Tunrung et al. (2019); Djou & Lukiastuti (2021); Fajrian et al. (2020); Hartiwi (2015); Jusmin 

et al. (2016); Kiwan & Heryanto (2020); Magnano et al. (2020); Marwah Aya Shofia (2021); 

Mouratidis et al. (2008); Nasir et al. (2017); Nugraha et al. (2022); Sabuhari et al. (2020); 

Shofia (2020); Sun (2016); and Tunrung et al. (2019), the difference is only in the research 

object where these studies were carried out in a social environment that was not specified in 

the school environment of the teachers. 

7. The Effect of Leadership Style Indirectly on Teacher Performance through Job 

Satisfaction  

Job satisfaction can significantly mediate the effect of leadership style on the performance of 

high school teachers in Medan City. This can be seen from the significance value of 0.000 

which is less than 0.05. The results of this study are in accordance with the results of studies 

conducted by Suartini et al., (2020) and Sulistiyowati (2015) which show that job satisfaction 

can mediate the effect of leadership style on performance. Similar results were also found in 

the studies of Edward (2020), Nugroho et al (2021), and Mansyur et al (2017) which stated that 

performance fully mediates the relationship between leadership style and performance.  

 

V. CONCLUSION 

The conclusion that can be made in this study is that the three variables namely competence, 

leadership style, and job satisfaction directly have a significant effect on performance and 

competence and leadership style have a significant effect on job satisfaction of high school 

teachers in Medan City. In addition, job satisfaction can indirectly mediate the effect of 

competence and leadership style on the performance of high school teachers in Medan City.  
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