
 

87 

 

Journal of K6, Education, and Management(J-K6EM)  
Vol. 2, No. 2, 2019, pp. 87-96. ISSN 2580-2135 
 

 

Relationship between the Principal Role, Motivation and 
Satisfaction with the Performance of Elementary School 

Teachers 

 
Aslamiah, Agustina Irawati*, Muhammad Saleh 
 

Graduate of Educational Management, Lambung Mangkurat University, Banjarmasin 70123, Indonesia 
 
 

A R T I C L E   I N F O
 

A B S T R A C T
 

Article history 

Received:  
Revised:  
Accepted:  

Keywords: Role of Princi-
pal, Teacher Work Moti-
vation, Teacher Job Satis-
faction, Teacher Perfor-
mance 

 

The study aims to describe: the role of the principal with teacher performance, 
work motivation with teacher performance, job satisfaction with teacher perfor-
mance, the role of the principal with motivation, the role of the principal with job 
satisfaction, the role of the principal with teacher performance through work moti-
vation, the role of the school principal with teacher performance through variable 
job satisfaction. The study was conducted in 30 primary schools in Kandangan 
sub-district using a sample of 176 of the population of 308 teachers. Data collec-
tion uses instruments that have been tested for validity and reliability. Data analysis 
to test hypotheses using path analysis with multiple regression methods. The results 
of the study found: The role of the Principal has a relationship with teacher per-
formance. work motivation has a relationship with teacher performance, job satis-
faction has a relationship with teacher performance, the role of the principal has a 
relationship with work motivation, the role of the principal has a relationship with 
job satisfaction, work motivation is an intermediary between the role of the princi-
pal and teacher performance, job satisfaction is an intermediary between the role of 
principals and teacher performance. 
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1. Introduction 

The most dominant teacher factor affecting the 

quality of learning is teacher performance. According 

to Kompri (2015) good teacher performance will 

produce teaching quality. Seeing the importance of 

this, the assessment of teacher performance is 

increasingly important, when the institution will 

reposition. That is, how institutions must know what 

factors are capable of influencing Teacher's 

performance. Many factors influence teacher 

performance, according to Gibson and Dembo (1984). 

(1), Teacher Performance factors are influenced by 

three groups of variables, including: (a) Individual 

variables, including: ability and skills in understanding 

curriculum, educational background, social level, 

experience), demographics (age, ethnicity, type sex); (b) 

Organizational variables, including: resources, 

leadership (in this case the provision of supervision 

services), rewards, structure, job design, (c) 

Psychological variables, including: perception, attitude, 

personality, learning, motivation, job satisfaction and 

climate work. 

In addition to work motivation that is thought to 

have an effect on teacher performance is the leadership 

of the principal, communication between fellow teach-

ers and the principal can be said to be less well run, the 

principal does not provide full motivation to the teach-

er so that sometimes the teacher is still reluctant to 

develop his professional level. Work motivation is an 

encouragement from within and outside one's self, to 

do something that is seen from internal and external 

dimensions. Work motivation has an important role to 

play in creating professional teachers. 

Job satisfaction is one of the important factors 

that affect performance because most of human time is 

spent at work. Aslamiah (2015), job satisfaction is an 

evaluation that describes a person for his attitude, hap-

py or unhappy, satisfied or not satisfied at work. 

Teachers who have high job satisfaction will work with 

enthusiasm so as to provide opportunities to achieve 

high work results. Suriansyah (2013), in his study 

concluded that performance is formed from perceived 

job satisfaction, perceived and evaluated by someone. 

In the context of the teaching and learning process the 

teacher has the duty to encourage, guide, and provide 

learning facilities for students to achieve goals. 

Explanation of the determinants of increasing 

teacher job satisfaction in schools, including leadership 

of school principals. The principals have at least a role 

and function as educators, managers, administrators, 

supervisors, leaders, innovators, motivators, figures, 

and mediators (EMASLIM -FM). The principal is a 

person who has professionals who work on a profes-

sional pattern that is mutually agreed to support and 

support the success of learning. A wise school principal 

is a leader who is always close to his subordinates, but 

often the principal goes away from the teachers. In the 

practice of his leadership, the principal becomes a fig-

ure made an example, being an inspector for schools, 

always motivating and encouraging his subordinates to 

always innovate, work hard and professionally so that 

they can support development, increase priorities, for 

greater interests, always foster loyalty and enthusiasm 

the teachers and employees of the school, and encour-

age subordinates to be able to think in new ways in 

each school activity (Suhaimi, 2018). 

 

2. Methodology 

The population in this study were all teachers in 

the UPT Education Office in Kota Kandangan Sub-

district, which were spread out of 30 schools from 308 

teachers, 174 samples were taken. Determination of the 

number of samples for each school is used according to 

proportional provisions (Sugiyono, 2014). The in-

struments used in this study used questionnaires and 

Teacher Performance Assessment sheets that had valid-

ity and reliability. While the analysis of the data used 

to discuss the hypothesis is path analysis. The path 

analysis is a method for measuring the validity of the 

theory of causal relationships between or more varia-

bles that can be used using research. 

 

3. Findings and Discussion  

This type of research is conducted using quantita-

tive descriptive. This study understands the role of the 

principal (X), teacher work motivation (Z1), teacher 

job satisfaction (Z2) and teacher performance (Y) SD 

Kandangan sub-district. 

 

 

 

 

 

 

 

 

 

Figure 1. Relationship Diagram between Variables X, Z1, 
Z2, Y 
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work motivation, job satisfaction, and teacher 

performance. 

 

 

 

 

 

 

 

 

 

 

Figure 2. Results of the Analysis of the Relationship Between 

the Role of Principals (X), Work Motivation (Z1), Job 

Satisfaction (Z2) and Teacher Performance (Y) 

 

From the results of the regression calculation 

above can be calculated the indirect relationship of the 

Principal's Role (X) with teacher performance (Y) 

through teacher work motivation (Z1). For the value 

of the path coefficient can be seen in the picture below 

 

 
 

 

 

 
 

 

 
 

 

 

 

Figure 3. Relationship Model X Relationship Against 

Y through Z1 
 

 

Based on the picture above, looking for indirect rela-

tionships is as follows: 

PTL (X - Y) = P4 x P2 So that: PTL (X - Y) = 

0.919 x 0.974 = 0.895 

 

From the results of the regression calculation 

above, it can be calculated the indirect relationship of 

the principal transformational leadership (X) to teach-

er performance (Y) through Job Satisfaction (Z2). For 

the value of the path coefficient can be seen in the 

picture below: 

 

  

 

 

 

 

 
Figure 4. Relationship Model X Relationship Against Y 

through Z2 

 

Based on the picture above, looking for indirect rela-
tionships is as follows: 
PTL (X - Y) = P5 x P3 So that: PTL (X– Y) = 
0.927 x 0.486 = 0.45 

 

 

 

 

 

 

Table 1. Summary of Decisions Testing Hypotheses H1, H2, H3, H4 and H5 

Hypotheses p Decision 

H1 there is a direct relationship between the role of the principal and the teacher's 
performance at the Public Elementary School in Kandangan sub-district. 

0.328 accept 

H2 there is a direct relationship between teacher work motivation and teacher performance 
in Public Elementary Schools in Kandangan sub-district 

0.974 accept 

H3 there is a direct relationship between job satisfaction and teacher performance in Public 
Elementary Schools in Kandangan sub-district 

0.486 accept 

H4 there is a direct relationship between the role of the principal and the motivation of the 
work of state elementary school teachers in Kandangan sub-district 

0.919 accept 

H5 there is a direct relationship between the role of the principal and the work satisfaction 
of the Public Elementary School in Kandangan sub-district 
 

0.927 accept 
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Tabel 2.Summary of Decisions Testing Hypotheses H6, and H7 

Hypotheses 
Relationship 
Coefficient 

Decision 

Indirect  

H6 there is an indirect relationship between the Role of the Principal 
and the teacher's performance through the work motivation of the 
State Elementary School teachers in Kandangan Sub-District as 
much as 

0,895 accept 

H7 there is an indirect relationship between the Role of the Principal 
and the teacher's performance through the job satisfaction of state 
Primary School teachers in Kandangan Sub-District as much as 

0,450 accept 

 

An overview of the role of the principal, work motiva-
tion, job satisfaction and performance of primary 
school teachers in Kandangan Sub-district 
 
The Role of Head of Public Elementary School in 
Kandangan Sub-district 

The role of the school principal is one of the de-

termining factors in improving the quality of education 

in the school. This can be seen from the steps of the 

principal in encouraging and motivating school people 

to realize the vision, mission and goals of the school 

through programs that are carried out in a planned and 

gradual manner. This needs to be mentioned because 

of the close relationship between the quality of the 

principal and various aspects of school life such as 

school discipline and the school's cultural climate. In 

that case, the principal is responsible for micro educa-

tion management, which is directly related to the learn-

ing process in school. What was disclosed above be-

comes more important in line with the increasingly 

complex demands of the principal's job, which requires 

more effective and efficient performance support. 

Therefore, a principal is ideally a person who has 

strong management skills and leadership in order to be 

able to make decisions or as a decision maker and dare 

to take the initiative to improve the quality of the 

school. 

The results showed that the role of school princi-

pals in public elementary schools across Kandangan 

Sub-district had an average total score of 4.09. This 

number shows a very high value. The sub-variable as 

the mediator gets the highest average value of 4.22. 

This value is in a very high category, meaning that the 

principal in the Kandangan Sub-District Primary 

School has very good ability in conveying policies from 

the government to all school members, being able to 

accommodate the aspirations of the school community 

and convey it to the government and the principal 

become an intermediary between the community and 

the school community. 

Sub-Variable Value as a leader gets the smallest 

average value which is equal to 3.97, but the value is 

still included in the high category, meaning that the 

average headmaster in the Public Elementary School in 

Kandangan Sub-District has a good personality and is 

able to understand all school members and can make 

decisions both internally and externally. 

 

Motivation of the work of Public Elementary School 

teachers in Kandangan District 

Motivation is generally interpreted as the driving 

force in a person to carry out activities to achieve cer-

tain goals. Motivation in this study was measured 

through indicators of driving factors and health fac-

tors. 

The results showed that the average value of the 

total work motivation of teachers was 4.08, which 

meant that the motivation of the work of Public Ele-

mentary School teachers in Kandangan Sub-District, 

Hulu Sungai Selatan District was very high. The op-

portunity to grow sub-variables gained the highest 

average value of 4.20. This value includes a very high 

category, meaning that the teacher gets support from 

the principal to participate in various activities aimed 

at improving the ability of the teacher, such as educa-

tion and training or upgrading. Besides that the princi-

pal also provides convenience for teachers who want to 

improve their education qualifications in the sense that 

they continue their education to a higher level. 

 

Job Satisfaction of Public Elementary School Teachers 

in Kandangan District 

Job satisfaction refers to the attitudes and feelings 

someone has about their work. Job satisfaction can be 

measured through three dimensions, namely: (1) In-

trinsic dimensions namely intrinsic satisfaction is ob-

tained when a person does a good job, (2) Extrinsic 

dimensions namely extrinsic satisfaction derived from 

rewards earned by individuals, rewards are not always 

in the form of money but it can be in the form of de-
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velopment and recognition, (3) the dimensions of gen-

eral satisfaction, namely general satisfaction obtained 

when individuals feel satisfied with the conditions of 

work and coworkers as a whole. 

The results showed that the average total job satis-

faction was 4.08, which meant that the work satisfac-

tion of public elementary school teachers in Kan-

dangan Sub-district, Hulu Sungai Selatan District was 

very high. The recognition sub-variable gets the highest 

average value of 4.30. This value is included in the very 

high category, meaning that the public elementary 

school teacher in Kandangan Sub-District gets praise 

from the boss when completing the job well. 

The value of the Social Service sub-variable has 

the smallest average value of 3.94, but the value is still 

in the high category, meaning that the average teacher 

at the Kandangan Sub-District Primary School gets 

appreciation from the school for their dedication and 

his service to the school. 

 

Performance of Public Elementary School Teachers in 

Kandangan District 

Teacher teaching performance is activities that are 

measured (assessed) to determine the teaching perfor-

mance of a teacher in planning learning, implementing 

learning and evaluating learning. Teacher performance 

in this study is measured through teacher performance 

assessment issued by the Ministry of National Educa-

tion, so that indicators in teacher performance assess-

ment include: (1) planning of learning activities pro-

grams, (2) implementing active and effective learning 

activities, (3) learning evaluation or assessment. 

The results showed that the average total teacher 

performance was 3.70 which means that the teacher's 

performance at the Public Elementary School in Kan-

dangan District is high. The learning assessment sub-

variable obtained the highest average value of 3.85. 

This value is included in the high category, meaning 

that the teachers of the Public Elementary School in 

Kandangan Sub-District carry out assessment of learn-

ing by referring to or referring to the RPP by utilizing 

various methods and strategies and using instruments 

in accordance with the RPP where the results of the 

assessment will be considered in designing the next 

RPP. 

The sub-value of the learning planning variable 

gets the lowest average value which is equal to 3.46, 

the value is included in the medium category, meaning 

that the average teacher in the Public Elementary 

School in Kandangan Sub-District in preparing the 

lesson plan is less concerned with the characteristics of 

students the learning process becomes less effective 

because the strategies or methods specified in the RPP 

and applied in the teaching and learning process are 

not in accordance with the characteristics of the stu-

dents. 

 

Direct Relationship Between the Role of Principals 

and Performance of Elementary School Teachers in 

Kandangan District. 

The principal is a person who has professional 

abilities who work on a mutually agreed pattern of 

professional performance to facilitate and support 

learning success (Mulyasa, 2006). 

To realize optimal teacher performance, the role 

of a democratic and professional headmaster is needed. 

So, on that basis it is thought there is a relationship 

between the role of the principal and teacher perfor-

mance, meaning that the better the role of the principal 

the better the performance of a teacher, and vice versa 

the worse the role of the principal is the lower the 

performance of a teacher. This relationship is support-

ed by studies from: Azhar (2015) which states that 

there is a positive relationship between the role of the 

Principal towards teacher performance. The new para-

digm of education management, principals must at 

least function as educators, managers, administrators, 

supervisors, leaders, innovators, motivators, figures and 

mediators (EMASLIM-FM). The success of the role 

of the principal can be measured using the dimensions 

of the nine functions. 

The results of path analysis (path analysis) indi-

cate that there is a weak relationship between the role 

of the principal and the teacher's performance as indi-

cated by an R value of 0.328. The study showed that 

there was an influence of principals' leadership on 

teacher work effectiveness and the leadership role of 

principals in improving teacher performance more 

prominent in terms of principals as educators teachers 

at Gethsemane Christian Vocational School Manado. 

 

Direct Relationship Between Motivation of Teacher 

Work and Elementary School Teacher Performance in 

Kandangan District 

A person's motivation starts from the needs, de-

sires and impulses to act in order to achieve needs or 

goals. This indicates how strong the drive, effort, in-

tensity, and willingness to sacrifice to achieve the goal. 

The purpose of motivation is to increase work produc-

tivity of employees (Hasibuan, 2011). In this case the 

stronger the motivation or motivation and the higher 

the performance. This is in accordance with the opin-
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ion of Robbins (1997) which states that motivation is 

defined as the willingness to issue a high level of effort 

towards organizational goals, which is conditioned by 

the ability of that effort to meet an individual need. 

The results of path analysis (path analysis) indi-

cate that there is a very strong relationship between 

work motivation and teacher performance. which is 

indicated by an R value of 0.974. The results of this 

study are in line with the theory proposed by Arm-

strong (1994) which states the relationship between 

motivation and performance is positive because em-

ployees who have high motivation will produce high 

performance as well. This means, the higher the moti-

vation, the higher the employee's performance. Doyle 

and Wong (1998) suggested a link between achieve-

ment motivation and performance. Doyle and Wong 

said that the success of a business is inseparable from 

the amount of motivation that arises in the employee's 

personal. Similar opinions expressed by Munandar 

(2001): "Performance is the result of interaction be-

tween work motivation, abilities (abilities), and oppor-

tunities (opportunities)". Furthermore, according to 

Munandar (2001) states "There is a positive relation-

ship between motivation and performance with 

achievement, meaning managers who have high 

achievement motivation tend to have high perfor-

mance, on the contrary those who have low perfor-

mance is possible because of low motivation". In the 

study of Luthans (2006), it was shown that extrinsic 

motivation in the United States had a positive impact 

on the performance of Russian employees. Agustina 

and Sulaiman (2013) who showed work motivation 

had a positive effect on teacher performance. Motiva-

tion is the willingness to struggle or strive to a higher 

level towards achieving organizational goals (Muchlas, 

2005). 

According to Robert and Jackson said that a per-

son's performance is influenced by his abilities, motiva-

tion, support received, the existence of the work they 

do, and their relationship with the organizationNo less 

important factors that affect teacher performance are 

motivation Motivated employees will usually carry out 

their duties with enthusiasm and energetic because 

there are certain motives and goals underlying the ac-

tion. Vroom Mulyasa (2006) stated that the perfor-

mance formula is as follows: 

Performance = F (ability x motivation). 

According to this model, a person's performance 

is a multiplication function between ability and moti-

vation. Employees can work professionally because of 

their high motivation. Normianti, (2019), there is a 

relationship between teacher work motivation and the 

performance of state elementary school teachers in the 

District of South Labuan Amas of 0.894.Herzberg 

(Robbins, 2007) argues that there are motivational 

factors that are intrinsic which affect a person at work. 

Including motivational factors are achievement, recog-

nition, world of work, responsibility, and progress. 

Motivational factors have a big influence on someone's 

motivation, although this is not something that can be 

absolutely quantified, because motivation is related to 

various components that are very complex. Motiva-

tional factors can be used as standard dimensions for 

measuring teacher work motivation. Motivation is a 

variable that can affect teacher performance. According 

to Sholeh (2008) that there is a positive relationship 

between work motivation and one's performance. 

 

Direct Relationship Between Job Satisfaction and Ele-

mentary School Teacher Performance in Kandangan 

District 

Job satisfaction is a picture of one's feelings for 

work and the state of the work environment. Hariandja 

(2002) reveals that job satisfaction is a range of feel-

ings experienced by individuals both positively and 

negatively that arise due to various factors or dimen-

sions that exist in their work. Job satisfaction will be 

realized when a person feels happy with the work and 

conditions that develop in his work environment. The 

pleasure itself will arise when with consideration, a 

teacher can feel that his needs can be met fairly 

through the work and environment in which he works. 

Means of satisfying these needs include: salaries or 

wages, job promotions, patterns of interaction between 

co-workers, bonuses and health benefits, and other 

facilities available in work and work environment. 

Performance is the work achieved by someone in 

an organization in accordance with their respective 

authority and responsibility in order to achieve organi-

zational goals legally, in accordance with the moral and 

ethics. Performance is a level of achievement in ful-

filling one's work. Good performance will be demon-

strated through good work behavior too. This perfor-

mance will then be assessed and evaluated by manage-

ment, the results will be used to take managerial deci-

sions related to compensation, employee mutations and 

promotions for the employees concerned. Path analysis 

shows that there is a moderate relationship between job 

satisfaction and teacher performance. indicated by an R 

value of 0.486. 

Job satisfaction received and felt by someone's 

employee will influence the results obtained from his 
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work. By obtaining job satisfaction by the employee 

either by giving appropriate salary, the work provided 

according to his expertise, and the relationship with the 

boss is well established, this will improve the perfor-

mance of his employees. So there is a much stronger 

relationship between job satisfaction and employee 

performance (Luthans, 2006). Employees who feel 

satisfied in working will always be positive and always 

have high creativity (Chang, 2007). 

The states that one of the factors of teacher per-

formance is the job satisfaction factor. Job satisfaction 

factor is a factor that relates to individual feelings to-

wards work that get the expected condition. This 

shows that there is a very significant positive relation-

ship between job satisfaction and teacher performance. 

The positive relationship of the study illustrates that 

the higher the job satisfaction, the higher the teacher's 

performance and conversely the lower the job satisfac-

tion, the lower the teacher's performance. 

 

Direct Relationship Between the Role of School Prin-

cipals and Work Motivation of Primary School 

Teachers in Kandangan District 

Motivation of teacher work is very dependent on 

the condition of the principal's leadership. The key to 

the success of a leader in mobilizing his teachers or 

subordinates lies in his ability to understand work 

motivation factors in such a way as to be an effective 

driver. These findings support the findings of Mahri 

(2014), Principal leadership and teacher work motiva-

tion have significant relationships with values correla-

tion of 0.813. Principal support can retain teachers to 

remain highly motivated in teaching. Personal support 

from school principals can be effective in increasing 

teacher work motivation is to provide opportunities 

for subordinates to use their potential and ensure the 

achievement of individual teacher goals and school 

institutions as a whole. The principal believes that the 

ability to build good motivation will build and im-

prove effectiveness and work efficiency, so that subor-

dinates are able to be creative in order to realize good 

quality education. The ability of principals to build 

motivation is one of the keys to improving the quality 

of education because it is calibrated with teacher per-

formance. 

The results of path analysis (path analysis) indi-

cate that there is a very strong relationship between the 

role of the principal and the work motivation of the 

teacher as indicated by the R value of 0.919. which 

concluded that principals' leadership and work motiva-

tion together had a significant effect on teacher per-

formance. 

 

The Direct Relationship Between the Role of Princi-

pals and Job Satisfaction of Primary Schools in Kan-

dangan District 

The whole series of activities in the school is an 

effort to fulfill the achievement of school goals, so that 

all school organization activities should be managed 

more optimally, in order to realize these goals, the 

quality of teacher work needs to be improved, teacher 

to work more optimally. One of the principal's duties 

is as a leader. If the principal can perform his duties, 

functions, and responsibilities as a good leader and 

carry out his leadership effectively and efficiently and 

professionally, then the leadership of the principal can 

increase job satisfaction for the teacher. Teachers who 

feel satisfied in their work will be more diligent, resili-

ent, creative and so on in carrying out each of their 

tasks / jobs which ultimately can create good perfor-

mance to improve the quality of education. From the 

description, it can be stated that there is a significant 

relationship between the leadership of the principal 

and the job satisfaction of the teacher. The results of 

path analysis (path analysis) show that there is a very 

strong relationship between the role of the principal 

and the teacher's performance. which is indicated by an 

R value of 0.927. The results of this study are in line 

with the results of the research of Mahri (2014) which 

explains that the leadership of school principals and 

job satisfaction of teachers has a significant relation-

ship. Effective leadership shows high attention to tasks 

and relationships in a balanced manner. This also 

shows, the support of the principal in shortening the 

gap between the satisfaction felt at this time by the 

teacher and the ideal satisfaction expected by the 

teacher is very necessary. Giving recognition in non-

financial form can be used by the head of the school to 

further increase teacher satisfaction at work. So there is 

a significant positive relationship between school prin-

cipal supervision and teacher job satisfaction. 

 

Indirect Relationship Between the Role of Principals 

and Elementary School Teacher Performance in Kan-

dangan Subdistrict Through Teacher Motivation 

Path analysis shows that there is an indirect rela-

tionship between the role of the principal and the 

teacher's performance through work motivation as 

indicated by the multiplication value between the di-

rect relationship of leadership role and work motiva-
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tion and the direct relationship of work motivation 

with a performance of 0.895. 

Job satisfaction reflects a person's feelings for his 

job. This is evident in the attitude of employees to-

wards their work and everything they face in their work 

environment. Leadership support for teacher job satis-

faction is very necessary and needs to be created at 

school, so that teachers can work with high morale, 

discipline, enthusiasm, dedication and live up to their 

profession. Teachers who feel satisfied in work because 

they are influenced by a harmonious leader attitude, 

show a sense of friendliness, closeness, and full consid-

eration of the teacher, both as individuals and groups. 

The positive behavior of these principals can encour-

age, direct, and motivate all school people to work 

together in realizing the school's vision, mission and 

goals. Based on the description above, the leadership of 

the principal is one of the dominant determinants for 

every teacher at work, especially in increasing teacher 

job satisfaction concluded that performance can be 

improved when teacher motivation and job satisfaction 

increase. A teacher will work hard to achieve satisfacto-

ry results, the achievement of these results is expected 

to be able to provide job satisfaction which further 

satisfaction will lead to high work motivation so that 

performance can increase. 

 

Indirect Relationship between the Principal's Role and 

Elementary School Teacher Performance in Kan-

dangan District Through Job Satisfaction 

Job satisfaction and leadership are factors that in-

fluence performance so that the leadership of the prin-

cipal and job satisfaction on the other hand must be 

able to go hand in hand. 

The results of path analysis (path analysis) show 

that there is an indirect relationship between the role 

of the principal and teacher performance through job 

satisfaction as indicated by the multiplication value 

between the direct relationship of the leadership role 

with job satisfaction and the direct relationship of job 

satisfaction with a performance of 0.450. 

In order to achieve school goals, the quality of 

teachers needs to be improved. Therefore, the role of 

the school principal was made to encourage teachers to 

work optimally. Teachers who are motivated in teach-

ing are seen in their diligence when carrying out tasks 

with resilience, full of creativity and so on. As'ad 

(1980) states that the relationship between subordi-

nates and leaders is very important in increasing work 

productivity. Subordinate satisfaction can be improved 

through attention and good relations from the leader-

ship to subordinates, so that the teacher or subordinate 

will feel that he is an important part of the organiza-

tion. This has an impact on teacher job satisfaction 

which can ultimately create good performance. This is 

in line with the results of Azhar's research (2015) 

which states that there is a positive relationship be-

tween the leadership of the school principal and job 

satisfaction of teachers and the performance of teachers 

of public elementary schools in the District of Labuan 

Amas Selatan. 

 

4. Conclusion and Recommendation  

In order to achieve school goals, the quality of 

teachers needs to be improved. Therefore, the role of 

the school principal was made to encourage teachers 

to work optimally. Teachers who are motivated in 

teaching are seen in their diligence when carrying out 

tasks with resilience, full of creativity and so on. 

As'ad (1980) states that the relationship between 

subordinates and leaders is very important in increas-

ing work productivity. Subordinate satisfaction can 

be increased through attention and good relations 

from the leadership to subordinates, so that the 

teacher or subordinate will feel that he is an im-

portant part of the organization. Based on the results 

of data analysis and discussion as described above, it 

can be concluded as follows: 

1. Role of Principals, Work motivation and job 

satisfaction in Public Elementary Schools in 

Kandangan Sub-District are very high classifica-

tions, while the performance of teachers of Pub-

lic Elementary Schools in Kandangan Sub-

District is in a high classification. 

2. There is a direct relationship between the Princi-

pal's Role and the performance of State Primary 

School teachers in Kandangan Sub-District by 

0.328. 

3. There is a direct relationship between work mo-

tivation and the performance of state elementary 

school teachers in Kandangan Sub-District by 

0.974. 

4. There is a direct relationship between job satis-

faction and the performance of State Elementary 

School teachers in Kandangan Sub-District by 

0.486. 

5. There is a direct relationship between the role of 

the principal and the work motivation of public 

elementary school teachers in Kandangan Sub-

District by 0.919. 

6. There is a direct relationship between the role of 

the principal and the work satisfaction of state 
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elementary school teachers in Kandangan Sub-

District of 0.927. 

7. There is an indirect relationship between the 

Principal's Role and the teacher's performance 

through the work motivation of Public Elemen-

tary School teachers in Kandangan Sub-District 

by 0.895. 

8. There is an indirect relationship between the 

Role of the Principal and the teacher's perfor-

mance through the work satisfaction of Public 

Elementary School teachers in Kandangan Sub-

District by 0.450. 

 

Based on the results of the research that has 

been done, the researcher gives the following sugges-

tions: 

1. In addition, based on the results of the research 

and conclusions that can be drawn from this 

study, it is suggested that the State Elementary 

School teachers in Kandangan Sub-District 

should be able to plan learning activities more ef-

fectively by making learning tools that are tai-

lored to the characteristics of each student. . 

2. For school principals in the Public Elementary 

Schools of Kandangan Sub-District, it is neces-

sary to further enhance their role as leaders by be-

ing more assertive in decision making. 

3. For further researchers, it is suggested to be able 

to examine other factors that can also affect 

teacher performance in addition to the role of the 

principal, teacher work motivation and teacher 

job satisfaction, so that other factors related to 

teacher performance can be identified. 
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