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Abstract— The purpose of this research is to explain the 

relationship between organizational structure, and organizational 

culture with teacher performance in Pesantren institution as an 

indigenous educational institution in Indonesia. Both become 

prediction to increase teacher performance. This research used a 

quantitative approach with the correlation model. While the 

population from this study is teachers at Pesantren in Depok City 

West Java. The finding is there is a correlation between the 

organizational structure with teacher performance is 0.683, and 

organizational culture with teacher performance is 0.749. When 

both variables are together correlated by teacher performance 

result is 0.764, and contribute to 58,4 % to teacher performance. 

It is found that significant relationship between organizational 

structure and organizational culture to teacher performance in 

Pesantren education system. The implication is with high levels of 

organizational structure, and strong organizational culture will 

make high teacher performance. So the leaders and managers at 

Pesantren have to manage these two variables that might increase 

teacher performance. 

Keywords— Organizational structure, organizational culture, 

teacher performance, Pesantren 

I.  INTRODUCTION  

Teacher profession as stated in National Education System 
law number 20 on 2003 mentioned that Educators are qualified 
teaching staff as teachers, lecturers, counselors, and others. 
Then clarified by law number 14 on 2005 about teacher and 
lecture, described that teachers are professional educators with 
the main task of educating, teaching, guiding, directing, 
training, evaluating, and evaluating students in early childhood 
education through formal education, basic education and 
secondary education. 

The law expresses clearly the work of the teacher which 
consists of educating, teaching, guiding, directing, training, 
evaluating, and evaluating students in the formal education 
level. The results of their work are called teacher performance. 
Bernardin and Russel (1993) stated that the performance is the 
record of producing a specified job function or activity during 
a specified job function or activity during a specified time 
period. 

Measuring teacher performance is an important task for the 
educational institutions. With performance measurement, the 

principals and school manager will know the level of 
achievement of the tasks assigned to the teacher. On the one 
side, when teacher performance is high, managers will increase 
the effectiveness of achieving goals that will be realized. On 
the other side, when doing the low performance is to do an 
evaluation to find out the factors that lead to low performance. 

Various approaches are taken to measure teacher 
performance. In performance measurement, some teachers get 
high performance, but some teachers have low performance. In 
general, the degree of teacher performance predicted by 
motivational factors. Low teacher motivation has implications 
for low teacher performance, whereas high motivation implies 
high performance. 

In this study, the researcher examined the predictions for 
teacher performance by use organizational system factors. 
Organizational structure and organizational culture is a part of 
the organizational system. The organizational system here is 
intended to be the organizational structure and organizational 
culture, as stated by Robbins and Judge (2007). 

The empirical study conducted by Hutabarat (2015) in the 
resulted is findings that organizational structure and 
organizational culture affect the work motivation of the teacher 
directly. The other result study, there is a conclusion that the 
organizational structure had a significant influence on the 
performance of high school teachers in Medan. Another 
researcher such as Ate (2014), Raza et.al (2010), Koesmono 
(2005), Arifin et.al (2014) described that organizational culture 
has a positive and significant relationship to teacher 
performance. 

Various studies reveal theoretically and empirically that 
there is a relationship between organizational structure and 
organizational culture with teacher performance. In this study 
the theory will be tested on Pesantren teachers, the research 
performed on Pesantren teachers with the assumption that 
Pesantren teachers have similarity with teacher in school, it 
means that they have not different with school teachers in 
general task of educating. In addition, the current trend in 
education is to study at Pesantren. Indonesian people, 
especially the muslim parent still believe that education in 
Pesantren has an advantage about internalizing Islamic 
character among the student. 
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II. THEORETICAL FRAMEWORK 

A. Organizational Structure 

The structure is an important part of the organization. The 
importance of understanding the organizational structure is 
because it is one of the sub-systems of management as a 
system. Robbins (2007; 425) revealed that the organizational 
structure is how jobs are formally divided, grouped, and 
coordinated. Usman (2011) mentioned the formal system of 
the relationship between rules and tasks and the interconnected 
authority that controls how people work together and utilize 
resources to achieve organizational goals. An organizational 
working mechanism that describes its work units with 
individual tasks in it and their cooperation with other 
individuals vertically and horizontally (Pidarta; 2011). 

The working mechanism here is intended to be a 
formulation of tasks that must be done in the organization in 
groups into work units. Then the work is distributed to the 
personnel in the unit according to their respective 
competencies. 

From some definitions and instructions above, can be 
understood that the organizational structure is a grouping of 
employees into tasks in which the parts have a formal 
relationship, coordination, and communication to achieve 
organizational goals. 

The relationship between organizational structure and 
performance is expressed by Robbins and Judge (2007) which 
states that the specific effect of structural designs on 
performance and satisfaction is moderated by employees' 
individual preferences and cultural norms. The organizational 
structure influences work performance and satisfaction. These 
influences are moderated by choices favored by individuals 
and cultural norms. Colquitt et.all (2009) stated that structure 
affects communication patterns between employees, the tasks 
of an employee performance. The empirical study, described 
by Hutabarat (2015) the findings result are the organizational 
structure had a significant effect on the teacher performance of 
high school teachers in Medan North Sumatra. 

B. Organizational Culture 

Robbins and Judge (2007) describe organizational culture 
as a system of shared meaning held by members of the 
organization from other organizations. The important 
characteristics of culture are innovation and risk tolerance, 
attention to detail, orientation to results, orientation towards 
the internal organization, group orientation, aggressiveness, 
and stability. Daft (2007, 239) revealed the set of values, 
norms, guiding beliefs, and understandings are shared by 
members of an organization and is taught to new members. 

From the concepts mentioned above, it can be concluded 
that organizational culture is values, norms, which are shared 
by the organization to determine how the behavior of the 
members of the organization acts to achieve organizational 
goals. School culture is something built from the results of the 
meeting between the values held by the principal as a leader 
and the values held by the teachers and employees in the 
school. (Muhaimin et.all; 2011, 48). 

In this study, organizational culture is defined as values, 
norms, which are shared by the organization to determine how 
the behavior of members of the organization acts to achieve 
organizational goals. While the indicators of organizational 
culture in this study are socialization of organizational value, 
regular ways of acting, prioritizing organizational goals, 
following applicable regulations, views of life, exchanging 
information among members. 

Some theoretical studies reveal the relationship between 
organizational culture and employee performance. Daft (2007; 
250) mentions that the right culture can drive high 
performance. Gibson et.al (2009; 33) mentions since 
organizational culture involves shared expectations, values, 
and attitudes. It exerts influence on individuals, groups, and 
organizational processes. Robbins and Judge (2007; 533) said 
that employees form an overall subjective perception of the 
organization based on factors such as the degree of risk 
tolerance, team emphasis, and support of people. This overall 
perception becomes, in effect, the organization's culture or 
personality. Suharsaputra (2013; 111) cites the opinions from 
Lunenburg and Ornstein (2004) stating that organizational 
culture influences employee performance. 

Empirically, the study of the relationship between 
organizational culture and teacher performance has conducted 
by Hutabarat (2015) explains that organizational culture 
influences work motivation, job satisfaction, and performance 
sequentially and significantly. Raza et al (2010) on his research 
found that organizational climate has a significant correlation 
to teacher performance. It was also explained that an open 
organizational climate has a more positive correlation with 
teacher performance than for a patterned and closed 
organizational climate. Koesmono (2005) explains that 
organizational culture influences employee performance, while 
also influencing work motivation and job satisfaction. Arifin 
et.al (2014) in his research concluded that organizational 
culture and transformational leadership also have a positive 
and significant relationship to teacher performance. Ate (2014) 
shows that the school organizational culture is defined by lived 
core values and grow by the founders, leaders, and principals. 
So organizational culture influences teacher performance in 
school. Susilo and Supardjo (2014) in their research found that 
organizational culture has a positive and significant influence 
on job satisfaction, performance, motivation, teacher's 
pedagogic competencies, and principals' behavior. 

C. Teacher Performance 

Performance is the result of evaluating the work done by 
comparing the work results with the criteria that have been set 
together. There are several factors that influence a person's 
performance.  

The most common thing founded for evaluating the 
organization is about job performance. Colquitt et all. (2009; 
37) said that job performance is formally defined as the value 
of the set of employee behaviors that contribute, either 
positively or negatively, to organizational goal 
accomplishment. Judge and Robbins (2007: 553) provide an 
overview to evaluate or provide a performance assessment 
centered on three criteria individual task outcomes, behaviors, 
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and traits. Performance reveals the achievement of the list of 
tasks that have been done (Usman, 2011; 489). 

The indicators for teacher performance ss described by 
Usman (2011) there are five factors in measuring performance; 
1) quality of work; 2) quantity of work, 3) Supervision 
required; 4) presence; 5) conservation. Mathis and Jackson 
(2004) give another focus not only in work, but also in result: 
1) quantity of results; 2) quality of results; 3) timeliness of 
results; 4) attendance; and 5) ability to cooperate.  

With the performance appraisal being carried out 
periodically, it is expected that the teachers will be able to 
know the strengths and weaknesses they have, and then 
become a reference for future performance improvements. For 
measuring teacher performance, it is necessary to determine 
indicators that show teacher performance.  

The relation between organizational culture and 
organizational structure with teacher performance, Colquitt et. 
all (2009; 514) stated that organizational mechanisms 
consisting of culture and organizational structure are related to 
individual mechanisms which ultimately return to individual 
efforts in the form of performance. As described above 
theoretically and empirically organizational culture and 
organizational structure have the correlation to individual 
performance. This means that the organizational structure 
provides an opportunity for someone to act as the authority and 
duties. In the end, each individual carries out their respective 
duties and results in dynamic and innovative organizational 
movements. 

From the descriptions above, it can be assumed that there is 
a positive relationship between organizational culture and 
organizational structure simultaneously with teacher 
performance. 

III. RESEARCH METHOD 

This research is quantitative research, the type used in this 
study is correlation research. This research was carried out in 
Pesantren throughout Depok City which according to Ministry 
of Religion data there were 63 Islamic Boarding Schools with 
a population of 850 Pesantren teachers. From this population 
researchers took 6 Pesantren with the total number of teachers, 
230 teachers. The sample in this study was 123 respondents, 
which was determined by the calculation method of Isaac and 
Michael for a level of error of 10%. 

In this research organizational structure indicators for this 
research are; 1) task clarity, 2) work relationships, 3) 
assignments to subordinates, 4) procedures for doing tasks, 5) 
helping each other, and 6) delegating. 

While the indicators of organizational culture in this study 
are 1) socialization, 2) regular ways of acting, 3) prioritizing 
organizational goals, 4) following applicable regulations, 4) 
views of life, and 5) exchanging information among members. 

Teacher performance indicators consist of two dimensions, 
the process dimension, and behavior dimensions. Included in 
the process dimensions process are: 1) making teaching 
planning, 2) classroom management, 3) applying appropriate 
methods and media, 4) conducting guidance and counseling, 5) 

conducting evaluations, while including behavioral dimensions 
including 1) timeliness of teaching, 2) appearance at the time 
of teaching in class, 3) cooperation, 4) obeying the rules of the 
school or madrasah, and 5) maintaining behavior in the 
community. 

The data collected by questionnaire method which is 
carried out by distributing a list of statements to all 
respondents. Questionnaire in this research used a Likert scale. 
The data obtained were analyzed in two ways, the first is a 
descriptive statistical, and the second is inferential statistics 
which used to analyze data for fulfilling hypothesis test.  

IV. RESEARCH RESULT AND DISCUSSION  

A. Descriptive Analysis Research 

After doing the research, Table 1 are the results of the data 
processed by descriptive analysis which includes the minimum 
value, the maximum value, mean, and standard deviation of the 
variables of organizational structure, organizational culture, 
and the teacher performance. Thus it provides a descriptive 
description of the data collected from respondents. 

TABLE I.  DESCRIPTIVE DATA SUMMARY 

Var. N Min. Max. Mean 
Std. 

Deviation 

Org. Structure 123 67 106 89.15 7.892 

Org. Culture 123 71 112 93.61 9.690 

Teacher Performance 123 71 108 92.21 8.693 

Based  data in Table 1, can be explained that organizational 
structure gets an average (mean) value 89.15 with deviation 
standard 7.892. Organizational culture gets average 93.61 with 
deviation standard 9.690. and teacher performance gets 92.21 
with deviation standard 8.693. 

B. Inferential Analysis Research 

The first hypothesis is there is correlation between 
organizational structure with teacher performance in Pesantren. 

TABLE II.  CORRELATIONS 

    

Teacher 

Performance 

Org. 

Structure 

Teacher Performance Pearson Correlation 1 .683(**) 

  Sig. (2-tailed) . .000 

Org. Structure Pearson Correlation .683(**) 1 

  Sig. (2-tailed) .000 . 

**  Correlation is significant at the 0.01 level (2-tailed). 

From the table 2 show the strong relationship between 
teacher performance and organizational cultural variables, it 
can be seen that the Pearson correlation coefficient number is 
.683 **. This means that the correlation is 0.683 or a strong 
correlation because it near to the number 1. Another mean of 
this correlation is the correlation was in positive, were the 
positive correlation mean when the organizational structure 
high the teacher performance will be high.  The two-star sign 
(**) means that the correlation is significant at  0.01 and has a 
two-way (2-tailed) possibility. 
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The relationship between these two variables shown by the 
result of correlation is 0.000 that smaller than 0.001 (0.000 < 
0.001). It’s mean that the relationship between these variables 
is significant.  Other values have two way (2-tailed), it’s mean 
can be unidirectional or unidirectional. Thus reject the null 
hypothesis and accept alternative hypothesis, it’s meaning 
there is a significant relationship between organizational 
structure and teacher performance in Pesantren. 

The determination coefficient functions is to determine the 
percentage of the strongest independent variable to dependent 
variable. In this case the organizational structure to teacher 
performance as shown in table 3: 

TABLE III.  MODEL SUMMARY (B) 

Model R 

R 

Square Adj. R Square 

Std. Error 

of the 

Estimate 

1 .683(a) .466 .462 6.379 

a  Predictors: (Constant) Organizational Structure 

b  Dependent Variable: Teacher Performance  
R Square figure at table 3 which means the coefficient of 

determination shows 0.466 or equal to 46.6%. This figure 
means that 46.6% of the organizational structure has an effect 
on teacher performance, while 53.4% is influenced by other 
things. The Standard of Error of the Estimate (SEE) result is 
6.379 for organizational structure variables. This shows that 
the organizational structure can be used as a tool for 
performance appraisal. 

TABLE IV.  DETERMINATION COEFFICIENT 

Model   

Unstandardized 

Coefficients 

Stand. 

Coeffici

ents T Sig. 

    B 

Std. 

Error Beta     

1 (Constant) 25.126 6.554   3.834 .000 

  Org. 

structure 
.753 .073 .683 

10.27

5 
.000 

a  Dependent Variable: Teacher Performance 

Table 4 about coefficients is intended to describe the 
regression coefficients. Knowing the regression coefficient of 
the researcher can illustrate the impact of the organizational 
structure on teacher performance. 

Regression equations is Y = a + b x2. Where Y is teacher 
performance, x is the organizational structure, a is the constant 
number of Unstandardized Coefficient which in this study 
amounted to 25.126. and b is the regression coefficient number 
value is 0.753. Thus, the regression equation becomes Y = 
25,126 + 0,753 x. This equation means that a constant of 
25.126 if x is zero, then Y value is 25.126 and every increase 
of 1 unit of X, will be followed by an increase in Y of 0.753 at 
a constant of 25.126. 

T-test is used to test the significance constants. 
Organizational structure variables are used as predictors of 
teacher performance variables. T-count in table 4 shows the 
numbers 10.275 and t table at the significance of α = 0.05 and 
DF 123 - 2 = 121 produces 1.979 it means that t count bigger 
than t table (10.275> 1.979). Thus reject the null hypothesis, 
meaning that the regression coefficient is significant. 

From several tests of correlation, regression, the coefficient 
of determination, and t-test shows a significant correlation 
between organizational structure with teacher performance. 
The correlation is strong, so it can influence teacher 
performance in Pesantren. 

Theoretically, the relationship between organizational 
structure and performance is expressed by Robbins and Judge 
(2007) and Colquitt et. al (2009) which states the structural 
designs can effect or give influence to individual performance, 
and also empirically as described by Hutabarat (2015). 

This research shows a result that a good organizational 
structure has a correlation with teacher performance in 
Pesantren. Therefore, the managers and leaders of educational 
institutions must build a good and appropriate organizational 
structure. Because this program can help to improve the 
teacher performance in educational institutions. In this case 
Pesantren, there is evidence of this. 

The second hypothesis is there is correlation between 
organizational culture with teacher performance in Pesantren. 
After collected data and analyze it, found the data at table 5. 

Table 5 show the strength of relationship between teacher 
performance and organizational culture variables. The result in 
Pearson correlation coefficient number is .749 **. This means 
that the correlation between the teacher performance and 
organizational culture variables is 0.749 or a strong correlation 
because it is near to 1. The two-star sign (**) means that the 
correlation is significant at number 0.01 and has a two-way (2-
tailed) possibility. 

TABLE V.  CORRELATION 

   

Teacher 

Performance 

Org. 

Culture 

Teacher Performance Pearson Correlation 1 .749(**) 

  Sig. (2-tailed) . .000 

Org. Culture Pearson Correlation .749(**) 1 

  Sig. (2-tailed) .000 . 

**  Correlation is significant at the 0.01 level (2-tailed). 

The relationship between these two variables shown by 
result of the correlation is 0.000 that smaller than 0.001 (0.000 
< 0.001). It’s mean that the relationship between these 
variables is significant.  Other values have two way (2-tailed), 
it’s mean can be unidirectional or unidirectional. Thus reject 
the null hypothesis and accept alternative hypothesis, it’s 
meaning there is a significant relationship between 
organizational culture and teacher performance in Pesantren. 

Table 5 above shows the direction of the correlation 
between two variables, the direction is positive with the results 
of 0.749. Thus it can be understood that the correlation of two 
variables is unidirectional.  

The coefficient of determination between the 
organizational culture with teacher performance can be shown 
in table 6 Model Summary (b). It is to know the coefficient 
determination result between dependent and independent 
variables. 
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TABLE VI.  MODEL SUMMARY 

Model R R Square 

Adj. R 

Square 

Std. Error of the 

Estimate 

1 .749(a) .561 .557 5.785 

a  Predictors: (Constant) Organizational Culture 
b  Dependent Variable: Teacher Performance in Pesantren 

The R Square has the meaning as the coefficient of 
determination which shows 0.561 or equal to 56.1%. This 
number means that 56.1% of organizational culture has an 
effect on teacher performance, while 43.9% are influenced by 
other things. The magnitude of the Standard Error of the 
Estimate (SEE) is 5.785 it shows that organizational culture 
variables can be used as predictors for performance 
assessment. 

From table 7 about coefficient between organizational 
culture and teacher performance can be described the 
regression equations is Y = a + b x. Where Y is teacher 
performance, x is the organizational culture, a is the constant 
number of Unstandardized Coefficient which in this study 
amounted to 29.328. and b is the regression coefficient number 
value is 0.672. Thus, the regression equation becomes Y = 
29.328 + 0,672 x. 

TABLE VII.  COEFFICIENT 

Mo

del   

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

    B Std. Error Beta     

1 (Constant) 29.328 5.086   5.766 .000 

  Org. 

Culture 
.672 .054 .749 12.429 .000 

a  Dependent Variable: Teacher Performance 

This equation means that a constant of 29.328 if x is zero, 
then Y value is 29.328 and every increase of 1 unit of X, will 
be followed by an increase in Y of 0.672 at a constant of 
29.328. 

Another test for the inferential statistic is t-test, 
organizational culture are used as predictors for teacher 
performance. T-count as in table 7 shows the result 12.429, 
and with significance α = 0.05 and DF 123 – 2 = 121, has 
result 1.979. Then, t-count is bigger than t-table (12.429 > 
1.979). It’s mean that regression coefficient is significant. 

From several tests of correlation, the coefficient of 
determination, and t-test shows a significant correlation 
between organizational culture with teacher performance. The 
correlation is strong, so it can influence teacher performance in 
Pesantren.  

As described on the theoretical framework above Daft 
(2007), Gibson et.al (2009), Robbins and Judge (2007), 
Suharsaputra (2013), Lunenburg and Ornstein (2004)  stating 
that organizational culture influences employee performance. 
In this case, the theory and concept examined in educational 
institutions to Pesantren teacher. Empirically the study by 
Hutabarat (2015), Raza et al (2010), Koesmono (2005), Arifin 
et.al (2014), Ate (2014), Susilo and Supardjo (2014), explains 
that organizational culture influences employee performance. 
This research proves the correlation between the organizational 
culture with teacher performance in Pesantren. 

The third proposed hypothesis is a significant relationship 
between organizational structure and organizational culture 
simultaneously with the teacher performance in Pesantren. To 
find out the magnitude of variability from the dependent 
variable in this case, is teacher performance which is explained 
using independent variables. Also, to calculate the magnitude 
of the role or the effect of the independent variable on the 
dependent variable the researcher uses the Summary Model. 
Analysis of the data obtained is as in table 8. 

TABLE VIII.  CORRELATION  

Model R R Square 

Adj. R 

Square 

Std. Error of 

the Estimate 

1 .764(a) .584 .577 5.654 

a  Predictors: (Constant), organizational structure, organizational culture 
b  Dependent Variable: teacher performance 

In multiple linear regression, R result is 0.764, it shows 
multiple correlations (organizational culture and organizational 
structure) with teacher performance. Whereas R Square in the 
table above is equal to 0.584. The R Square number is 
basically between 0-1, and if the smaller the size of R Square, 
the weaker relationship between the two variables. But what 
the researchers found R Square or terminated coefficient is the 
amount of 0.584 or equal to 58.4%. This means that 58.4% of 
teacher performance can be explained using organizational 
culture and structure variables, the remaining 41.6% is another 
factor. 

The Standard Error of the Estimate (SEE) value in the table 
is 5.654. Thus it has meant that the independent variables of 
organizational culture and structure are valid to be used as 
predictors for teacher performance in Pesantren. 

Next table 9 shows the ANOVA table. Which researcher 
used to find out the probability number, the result is: 

TABLE IX.  COEFFICIENT 

Model   

Sum of 

Squares Df 

Mean 

Square F Sig. 

1 Regression 5381.959 2 2690.979 84.169 .000(a) 

  Residual 3836.545 120 31.971     

  Total 9218.504 122       

a  Predictors: (Constant), organizational structure, organizational culture 

b  Dependent Variable: Teacher Performance 

ANOVA calculations show the magnitude of the 
probability and significant result, which is used to test the 
feasibility of a regression model with a good probability 
number. To use as a regression model is must be smaller than 
0.05. ANOVA test produces F number of 84.169 with a 
significance level (probability number) 0.000. It’s mean 0.000 
smaller than 0.005 (0.000 < 0.005) it’s mean this regression 
model is feasible and significant to use in predicting teacher 
performance. 

Based on ANOVA table also, the result of F table with the 
provisions of α: 0.05, and Degree of Freedom (df) Vector 1: 
number of variables - 1 so that it becomes 3 - 1 = 2. And 
Vector 2 Number of respondents - Number of variables, in this 
case 123 - 2 = 121 with these conditions obtained F value from 
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the table of 3.07. The result of F count from Anova table is 
84,169 it’s meant F count is bigger than F table (84.169 > 
3.07). From this result can be concluded that organizational 
structure and culture affect teacher performance in Pesantren. 

TABLE X.  COEFFICIENT  

Model   

Unstandardized 

Coefficients 

Standardi

zed 

Coefficie

nts t Sig. 

    B 

Std. 

Error Beta     

1 (Constant) 21.400 5.845   3.661 .000 

  Org. 

Culture 
.498 .085 .556 5.829 .000 

  Org. 

Structure 
.271 .105 .246 2.579 .011 

a  Dependent Variable: Teacher Performance 

From table 10 about coefficient between organizational 
structure, organizational culture, with  teacher performance can 
be described the regression equations is Y = a + b1 x1 + b2 x2. 

Where Y is the teacher performance, x1 is the organizational 
culture, and x2 is the organizational structure. a is the constant 
number of Unstandardized Coefficient which in this study 
amounted 21.400, b1 is the regression coefficient number value 
is 0.498. b2 is the regression coefficient number value is 0,271. 
Thus the regression equation becomes Y = 21.400 + 0,498 x1 + 
0,271 x2. 

This equation means that a constant of 21.400 if x is zero, 
then Y value is 21.400 and every increase of 1 unit of x1 and 
x2, will be followed by an increase in Y at a constant of 
29.328. 

Another test for the inferential statistic is t-test, 
organizational culture are used as predictors for teacher 
performance. T-count as in table 10 shows the result 5.829, 
and with significance α = 0.025 and DF 123 – 2 = 121, has 
result 2.269. Than, t-count is bigger than t table (5.829 > 
2.269). It’s mean that the regression coefficient is significant. 
While t-count for organizational culture is 2.579, it’s mean 
bigger than t-table (2.579 > 2.269). It’s mean the regression 
coefficient is also significant. 

About the relation between organizational culture and 
organizational structure with teacher performance Colquitt et. 
al (2009) and Robbins and Judge (2007) stated that 
organizational mechanisms consisting of culture and 
organizational structure are related individual performance. 

V. CONCLUSION 

Based on the results can be concluded that there is a 
relationship between organizational structure and teacher 
performance in Pesantren, the relation is significant with result 
0.683. Besides that, the organizational structure contributes 
46.6% through the linear regression equation Y = 25.126 + 
0.753 X2 which is significant at the alpha level of 0.05. This 
means that to improve teacher performance, the organizational 
structure can be used as an effective tool and cannot be 
ignored. 

The relationship between organizational culture and teacher 
performance also positive and significant relationship. The 
higher organizational culture of the Pesantren institution, the 
higher teacher performance in it. The correlation result is 
0.749. Besides that, organizational culture contributes 56.1% 
through the linear regression equation Y = 29,328 + 0,672 X1 
which is significant at the alpha level 0,05. With these 
contributions, it means that in order to improve teacher 
performance, organizational culture can be used as an effective 
tool and cannot be ignored 

The relationship between organizational culture and 
organizational structure simultaneously on the teacher 
performance in Pesantren is positive and significant. The 
higher both of independent variabel, the higher teacher 
performance in it. Organizational culture and organizational 
structure are positively and significantly related to the 
performance of pesantren teachers in the city of Depok with a 
correlation coefficient of 0.764. Apart from that, these two 
variables contribute 58.4% through the linear regression 
equation Y = 21,400 + 0,498 X1 + 0,271 X2 which is 
significant at the alpha level 0,05. This means that to improve 
teacher performance, organizational culture and organizational 
structure can be used as an effective tool. 
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