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ABSTRACT 

The development of education has several important points to be developed. One of them is through teachers’ 

performance. Teachers’ role becomes important in generating high quality and competitive graduates. Quantitative 

method with multiple regression analysis technique was used to observe the influence of work satisfaction and intrinsic 

motivation towards teachers’ performance which was moderated by transformational leadership. The sample consisted 

of 149 Vocational High School teachers in Pemalang Regency. The research finding showed that there was significant 

effect of work satisfaction and intrinsic motivation towards teacher’s performance which was moderated by 

transformational leadership.  
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1. INTRODUCTION  

Nowadays, the development of education needs 

human resources with high quality and competitiveness 

in revolution 4.0 era (Prasetyo & Trisyanti, 2019). The 

characteristic of education system in this era has focuses 

on; learning as needed, teachers as mentor, and formative 

test (Komarudin, 2020). Teachers as the first relay holder 

to increase the quality of human resources. It similar with 

the previous statement that teacher’s role is important to 

get the effective and efficient learning system 

(Komarudin, 2020; Topchyan & Woehler, 2020).   

Teachers’ role to get the best graduates are supported 

well by the government. The policy which given by the 

government was through teacher’s training and 

accompaniment, especially for Vocational High School 

(Harususilo, 2018). It is because the unemployment rate 

by Vocational High School graduates is high. Therefore, 

teachers’ performance need to be increased to solve the 

problem. Based on  BPS data, the total unemployment of 

Vocational High School graduates in 2020 reached 

8,49% (BPS, 2020). In the other hand, the problem in 

Indonesia related to teachers’ performance is considered 

low  (Murdaningsing, 2019). Several problems which is 

faced by the education world in Indonesia brings 

Vocational High School revitalization program as the 

program which is run by the government to get high- 

quality graduates. In 2020-2024, this program is not 

partial revitalization, but  total revitalisation (Uly, 2019). 

This program indicates that there is problem in 

Vocational High School by focusing on 4 main points, 

those are: curriculum, the educators and education 

personnel, collaboration, and the graduates. Because of 

that, the program given by the government in education 

sector has crucial role to get high quality human 

resources.  

Human resources can increase work condition and 

performance in current disruption era as the form of 

education accountability (Green & Muñoz, 2016). The 

development of teachers’ performance need to be noticed 

in creating the expected quality of human resources. In 

increasing the performance, the booster factor is needed 

from the inside and outside (Tentama, 2015). The 

previous research which studied about teachers’ 

performance was influenced by several factors such as 

work satisfaction (Ellis, et. al, 2017; Kafumbu, 2019) and 

work motivation (Fatati, et. al, 2017; Gutteres & Suparta, 

2018). The existence of the inner booster does not 

influence teachers’ performance entirely, however the 

existence of the leaders also influence the process of the 

increasing performance (Tesfaw, 2014).   

The previous research got inconsistent result, the 

research with work satisfaction result has a positive 
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significant effect towards the performance (Werang, 

2014; Dou, et. al, 2017). However, the research 

conducted by Fu & Deshpande (2014) showed negative 

impact towards the performance. Intrinsic motivation has 

positive significant effect towards the performance 

(Fatati, et. al, 2017; Farhah, et. al, 2020; Ahmadiansah, 

2016), while the result of research conducted by 

Noermijati (2015) showed a negative impact. The 

research conducted by Nasra (2019) showed that 

transformational leadership has a positive significant 

effect towards the performance. In the other hand, 

research conducted by Shahab & Nisa (2014) showed 

that transformational leadership has negative significant 

effect towards the performance. Based on the previous 

result of the studies, the gap and the different result are 

found. Therefore, it is necessary to do another research. 

The gap of the research is by making transformational 

leadership as moderation variable. The difference with 

the other researches is the observation period and making 

the teachers as target of population.  

2. LITERATURE REVIEW 

2.1 Grand Theory 

Maslow’s theory of need which was developed by 

Abraham (1994), divides the basic human needs into five 

parts. The needs are related one another. If one need is 

achieved, people will be motivated to achieve the other 

needs. Those five basic needs are: 

a. Physiological needs, as the very basic needs of the 

human to have a proper life 

b. Safety needs, as the need required by human being 

to get a safety so they are able to do activities 

comfortably.   

c. Social needs, as the need to socialize among 

humans 

d. Appreciation needs, as the appreciation from other 

people as one of the enthusiasms and motivation to 

achieve the next target.   

e. Self-Actualization, as the highest need of all human 

needs.   

Work satisfaction, intrinsic motivation, 

transformational leadership, and performance has tight 

relationship with Maslow’s theory of need (Tentama, 

2015; Fatati, et. al, 2017). Mangkunegara (2006) 

explained that there are some factors from the inner side 

of the human which has effect towards the performance. 

Because of that, Maslow’s theory of need considered by 

the researchers as a proper theory to do further research 

about the effect of work satisfaction and intrinsic 

motivation towards teachers’ performance moderated by 

transformational leadership. 

 

2.2 Work Satisfaction 

Robbins in Tentama (2015) defined that work 

motivation is the happiness degree of the human towards 

occupation. Regarding to humans’ self-happiness, 

Kafumbu (2019) confirmed that work satisfaction 

appeared as a result of the responsibility conducted 

towards the work. The emerge of work satisfaction will 

bring positive effect towards human work pattern (Green 

& Muñoz, 2016; Ellis, et. al, 2017). Robbert Hoppock in 

Green & Muñoz (2016) stated that there are some factors 

which affect teachers’ work satisfaction, those are  (a) 

individual reaction towards unpleasant situation; (b) 

behaviour and interaction; (c) social and economic status 

which is identified by someone ; (d) the work related to 

interest ability; (e) safety; and (f) loyalty towards 

organization. Based on those factors, it can be concluded 

that work satisfaction has relationship towards the 

fulfilment of a human need.  

The previous research stated that work satisfaction 

had positive significant effect towards teachers’ 

performance (Green & Muñoz, 2016; Tentama, 2015; 

Sofyan, et. al, 2020; Widayati, et. al, 2020; Koedel, et. al, 

2017; Nagar, 2012; Ellis, et. al, 2017; Kafumbu, 2019; 

Fatati, 2017; Werang, 2014; Bayu, 2017;  Ahmadiansah, 

2016; Kakiay, 2017). The result is contrast with research 

conducted by Rustamaji, et. al (2017) which stated if the 

work satisfaction does not have significant effect towards 

the performance. The research conducted by using 834 

samples from 1032 teachers in East Jakarta. Work 

satisfaction did not affect the performance due to work 

satisfaction is a part of mediation which causes the 

existence another variable which could not be explained 

in the research affecting teachers’ performance 

(Rustamaji, et. al, 2017). It becomes interesting because 

in this research, work satisfaction towards performance 

which was moderated by transformational leadership will 

be found. Work satisfaction has a tight relation towards 

self- actualization, the higher someone’s satisfaction, the 

better the performance resulted. Based on the previous 

research and linked to the theory used, the researchers 

propose some hypothesis.  

2.3 Intrinsic Motivation  

Intrinsic motivation is the inner booster of human 

being which has a high contribution towards the success 

of the work (Siagian, 2007). Motivation has a tight 

relation with something which can provoke enthusiasm 

in doing the work (Alhusaini, et. al, 2020). This is in line 

with the previous research conducted by Ahmadiansah 

(2016) which stated that enthusiasm could provoke 

stimulus affecting someone’s action and behaviour. 

As’ad (2008) defined work motivation as something 

encouraging work enthusiasm. Talking about motivation, 

it can be said that motivation is human’s basic needs.  

Each activity done by human needs a motivation. 
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Therefore, motivation is one of human’s basic needs 

(Fatati, 2017).  

Motivation has significant effect towards 

performance (Fatati, 2017; Ahmadiansah, 2016; 

Alhusaini, 2020; Gutteres & Supartha, 2016). The 

significant effect of motivation towards performance 

proofs that motivation, especially inner motivation is 

very important in supporting work. It has tight 

relationship with work satisfaction, motivation will 

generate self-satisfaction. Therefore, the performance 

resulted will also better. In other words, the higher 

motivation in human’s life, the better performance 

resulted.  

2.4 Transformational Leadership  

Leadership is one element that cannot be separated 

from the performance, because someone will work under 

the command of the leader. Keith in Guterres & Supartha 

(2016) stated leadership as a part of management. It is the 

ability to affect others. Transformational leadership has 

tight relationship with time because this leadership style 

needs quite long time to increase the work performance 

(Rustamaji, et. al, 2017). Moreover, it is stated that 

transformational leadership can advance the teaching 

process generally if three factors are fulfilled. Those 

factors are modelling behaviour, inspirational group 

purpose, and contingent appreciation.  

Transformational leadership has significant influence 

towards work (Tesfaw, 2014; Werang, 2014; Dou, et. al, 

2017; Suyanto, et. al, 2019). Transformational leadership 

increases followers motivation, work satisfaction, work 

performance, and organization commitment (Bono & 

Judge, 2003].  It is different from the research conducted 

by Dhaniel et, al. (2020) which stated that 

transformational leadership does not have significant 

effect towards teachers’ performance. It is revealed 

because quite long time in a leadership is required to 

increase the performance.   Related to Maslow needs 

theory, transformational leadership has tight relationship 

with social needs because social relationship is found in 

an organization.  

2.5 Teacher’s Performance 

Borman (1993) stated that performance is divided 

into two parts, those are assignment performance and 

contextual performance. Assignment performance has a 

tight relationship with the core of organization, for 

example teachers’ teaching and learning activity in the 

classroom (Rustamaji, et. al, 2017), whereas contextual 

performance has tight relationship with the environment. 

A strong commitment from the organization will 

strengthen someone’s performance (Dou, et. al, 2017).  It 

can be seen from the needs of perspective, performance 

is very affected by various factors from oneself. 

Therefore, motivation, enthusiasm and support from 

organization affect the performance. 

Other things is revealed in the research conducted by 

Widayati, et. al (2020), that teachers’ performance also 

affect various actions which will be done. This is in line 

with the previous research which stated that the 

performance will affect the process of the action done by 

someone in doing the assignment (Alhusaini, et. al, 2020; 

Hutagulung, et. al, (2020). Maslow’s theory of needs 

which covers all kinds of needs is considered correct by 

the researchers as literature review in this research. Based 

on the review and the result of the previous research, the 

researcher proposes the hypotheses as follow:  

H1: Work performance has positive effect towards 

teachers’ performance.  

H2: Intrinsic motivation has positive effect towards 

teachers’ performance.  

H3: Transformational leadership moderated work 

satisfaction and intrinsic motivation towards teachers’ 

performance. 

3. RESEARCH METHOD 

This research applied quantitative method to test the 

relationship of the variable used by the researchers. 

Population chosen by the researcher was all teachers in 

Public Vocational High School of Pemalang regency. 

The reason why researchers chose teachers in Public 

Vocational High School of Pemalang regency based on 

BPS data in Februari 2020 is that the highest 

unemployment rate was from Vocational High School 

graduates, it reaches 8,49%. That number showed that 

teachers’ performance are low which cause 

unprofessional graduates, Vocational High School 

graduates could not compete with others. The population 

in this research presented below: 

Table 1 Research population list 

No School Name Number of teacher 

1. SMK N 1 Pemalang 87 

2. SMK N 1 Ampelgading 77 

3. SMK N 1 Petarukan 54 

4. SMK N 1 Randudongkal 19 

  237 

The sample of this research is 149 of teachers in 

Public Vocational High School of Pemalang regency. To 

determine the sample, the researcher applied Slovin 

formula, as follow: 
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Where;  

n = the number of samples 

N = the number of populations 

e = the border of tolerance (error tolerance) 

Before applying this formula, firstly, researchers 

should determine error tolerance. The smaller error 

tolerance, the more accurate the sample would be. 

Therefore, the researcher determined the error tolerance 

5%. 

n = 
237

1+237.(0,05) 
 = 

237

1,5925
 = 148,82 

 

Based on the result, the number of samples is 148,82. 

To increase the accuracy of the research result, so the 

researchers conducted a rounding to 149. 

Table 2 The List of Every Population Sample 

No School Name 
Population 

Number 

Sample 

Number 

1 SMK N 1 Pemalang 87 55 

2 SMK N 1 Ampelgading 77 49 

3 SMK N 1 Petarukan 54 34 

4 SMK N 1 Randudongkal 19 11 

   149 

The researcher collected the data by giving 

questionnaires as the instrument in questions form. Those 

questionnaires were used to reveal the variable of work 

satisfaction and intrinsic motivation towards teachers’ 

performance which is moderated by transformational 

leadership. To analyse the result from the questionnaire, 

the researcher applied multiplied regression analysis to 

know the effect among variables. 

4. RESULTS AND DISCUSSION  

4.1. Description Analysis  

Table 3 shows descriptive statistic dependent, 

independent, and moderation of the variable of this 

research. The average score of teachers’ performances 

was considered high amount of 82, 25 %. This indicates 

that the performance of Vocational High School teachers 

in Pemalang has been in good criteria with the assessment 

conducted by the colleagues who basically were not in 

class entirely to see the teachers’ performance directly.  

The average score of work satisfaction showed 

78,81%. This score showed Vocational High School 

teachers in Pemalang have good satisfaction in their 

works. With standard deviation lower than the mean 

which mean the spread of the score is prevalent. The 

average of intrinsic motivation in this research is 87,37% 

with standard deviation amount of 5,44%. The 

percentage showed teachers’ motivation have good 

criteria. Moderation variable in this research is 

transformational leadership that showed the average is 

81,54% which mean that the leadership has been good 

enough.  

Table 3 Descriptive Standard 

 Variables Minimum Maximum Mean 
Std. 

Deviation 

Y 
Assignment 

Performance  
58.33 100.00 82.248 7.516 

X1 
Work 

satisfaction  
50.00 100.00 78.807 75.374 

X2 
Intrinsic 
Motivation 

64.00 98.67 87.373 5.4371 

Z 
Transformational 

Leadership 
62.00 96.00 81.543 65.435 

Source: Primary Data processed 2020  

4.2 Regression Result 

Based on regression accounting in table 4.2, the 

formula for regression equation is as follow;   

Y = 43,473 + 0,294 X1 + 0,212 X2 + 0,487 Z + 4, 485 [X1 

- Z] - 3,282 [X2 - Z] 

The result of regression test showed p score which is 

less than 0,05 which mean work satisfaction has 

significant effect. The score of R Square in model 1 is 

0,0506 so X1 and X2 in this research can explain 50,6% 

variasion of teachers’ performance.  It showed that work 

satisfaction has positive significant effect towards 

teachers’ performance. From that table, we can conclude 

that each work satisfaction and intrinsic motivation has 0 

(zero) score. Therefore, teachers’ performance is 0, 43%. 

If IC score increases 1%, then teachers’ performance will 

increase 29,4% with the assumption the score of the other 

independent variables is 0. However, if intrinsic 

motivation increases 1%, then teachers’ performance 

increases 21,2 %. Meanwhile, for p score of intrinsic 

motivation showed higher result than 0,05 which mean 

that it does not have significant effect. Positive 

coefficient showed that independent and dependent 

variable are in the same way, meanwhile negative 

coefficient showed the opposite way.  

Table 4 the result of multiple regression analysis  

Model 

Unstandard

ized 

Coefficient

s 

 

Standardi

zed 

Coefficie

nts 

t 
Sig

. 

  B 

Std. 

Erro

r 

Beta   

1 

(Consta

nt) -43473 

212

97  

-

204

1 

.04

3 

 X1 .294 .038 .486 

775

8 

.00

0 

 X2 .212 .076 .184 

277

2 

.00

6 
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 Z .487 .093 .328 

525

2 

.00

0 

 

AbsX1

_Z 4485 

107

2 .278 

418

3 

.00

0 

  

AbsX2

_Z -3282 

126

4 -.173 

-

259

6 

.01

0 

Source: Primary Data processed 2020  

4.3 Hypothesis Test  

Table 5 shows the counting result of F is 29,304. 

Thus, all independent variables affect dependent 

variable. In other words, with significance 0,003 all 

independent variables affect dependent variables. 

Table 5. The Test of Simultaneous Hypothesis  

ANOVAb 

Model 
Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

1 

Regression 10.998.852 5 2.199.770 29.304 .000a 

Residual 10.734.464 143 75.066     

Total 21.733.315 148       

 

a. Predictors: (Constant), AbsX2_Z, Z, X1, 

AbsX1_Z, X2 

    

b. Dependent Variable: Y         

Table 6 Coefficient of Simultaneous Determinant (R2) 

Model Summary 

Model R 
R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .711a .506 .489 866.407 

a. Predictors: (Constant), AbsX2_Z, Z, X1, AbsX1_Z, 

X2 

Model 1 showed the score of R’s2 is 0,506 which 

mean that the change variable of Y is affected by the 

change of X1, X2 and Z which is 50,6%. So, the effect of 

the work satisfaction, intrinsic motivation towards 

assignment performance with transformational 

leadership as moderating variable is 50,6%, whereas the 

rest 49,4% is affected by another factor which is not 

included in this research. 

5. DISCUSSION  

This study found the effect of positive significant 

among work satisfaction towards teachers’ performance 

is quite high, which is 29,4%. It can be said that the 

higher work satisfaction, the better the performance 

given. The result of this research supports the previous 

research conducted by Green & Muñoz (2016), Dou, et. 

al (2017), Widayati, et. al (2020), and Koedel, at. al, 

(2017). However, it does not support the research 

conducted by Shahab & Nisa (2014) and Rustamaji, et. al 

(2017), which showed that Vocational High School 

teachers in  Pemalang oriented in organisational value, 

not only hoping a return. Thus, the achievement of the 

purpose in teaching learning process become the focus of 

the teachers’ performance.  

Teachers’ work satisfaction need being noticed to 

increase their performance, as told in Kafumbu research 

(2019) that the low of work satisfaction affect given 

performance. Thus, the policy maker set the policy to 

increase a work satisfaction. Work satisfaction means 

emotional relation towards the organisation, it includes 

the involvement in its scope.  

This research also shows positive effect of intrinsic 

motivation towards teachers’ performance. It indicates 

when inner motivation is a high, so the performance is 

also good. Based on the result of statistic test, it also 

stated that intrinsic motivation of Vocational High 

School teachers in  Pemalang is good enough. The 

increase of the performance is started by the effort to 

grow the encouragement or motivation (Krivonos, 2006). 

This finding is in line with the result of studies conducted 

by Fatati, et. al (2017) and  Ahmadiansah (2016).  

Transformasional leadership also gives an impact 

towards work satisfaction, intrinsic motivation towards 

teachers’ performance. The role of the leader become 

crucial in determinig teachers’ performance. The result 

of this research shows that moderation variable can 

strengthen the relationship between independent and 

dependent variable. Basically, the leader provides a 

movement for organisation to achieve its purpose (Dou, 

et. al, 2017).  This research is in line with Maslow’s 

theory of need which explains about self -actualization 

towards the needs to increase the performance.   

6. CONCLUSIONS 

This research tested the effect of work satisfaction 

and intrinsic motivation towards assignment 

performance with transformational leadership as 

moderating variable to Vocational High School teachers 

in  Pemalang. Based on hypothesis test, there are two 

things that can be concluded. First, work satisfaction and 

intrinsic motivation affect positively towards teachers’ 

performance and transformational leadership moderated 

the variable of the research. Moreover, this finding is also 

in line with the assumption of Maslow’s theory of need. 

The result of this research can become the consideration 

to set the policy for various parties. For Vocational High 

School, it can be as the input to manage the teachers in 

increasing their performance. For Education, Youth and 

Sports Service, it can be as the consideration in setting 

the policies. The suggestion for the next researcher is to 

search other factor affecting teachers’ performance 

directly, because in this research, it could not be 

maximum because of those three factors.
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