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ABSTRACT  
The current era of globalization is characterized by very sharp and tight competition, 
where every organization tries and competes in competition to achieve the best, by 
organizing all existing systems so that they can play their proper role. Research 
Objectives: 1. to analyze the influence of leadership and Work Environment on the job 
satisfaction of Madrasah Aliyah teachers in Soppeng district 2. To analyze the influence 
of leadership and environment on the work performance of Madrasah Aliyah teachers in 
Soppeng district 3. To analyze the influence of job satisfaction on the work performance 
of Madrasah Aliyah teachers in Soppeng district. Quantitative research approach. The 
population was 211 madrasa teachers and the sample was 138 madrasa teachers. The data 
collection method uses a questionnaire. The sample collection method is by percentage 
sampling. The analysis method uses Multiple Linear Regression. The results of the 
research show that: (1) leadership and the work environment have a joint effect on the 
job satisfaction of Madrasah Aliyah teachers in Soppeng district 2. Leadership and the 
work environment have a joint effect on the performance of Madrasah Aliyah teachers in 
Soppeng district 3. Partially, leadership has no significant effect on job satisfaction of 
Madrasah Aliyah teachers in Soppeng district 4. Partially leadership has no significant 
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effect on the work performance of Madrasah Aliyah teachers in Soppeng district 5. Job 
satisfaction has an effect on the performance of Madrasah Aliyah teachers in Soppeng 
district. 
 
Keywords: Leadership; Work Environment; Job Satisfaction; Teacher Performance. 
 
INTRODUCTION 
In today's era of globalization, characterized by intense and sharp competition, every 
organization strives to achieve the best by reorganizing their systems to function 
optimally (Ekpenyong, et al., 2017). To enhance competitiveness, organizations deploy 
all capabilities, including job methods and strategies, human resources, equipment 
additions, and employee welfare improvements (Ironbar¸et al., 2020). The above 
explanation reflects that human resources play a vital role in managing various aspects 
of human life, including social, economic, cultural, and political aspects, which can be 
carried out collectively within an organization. Humans are the most important resource 
because they can plan, organize, mobilize, and utilize resources in desired directions. 

High-quality human resources, whether leaders or subordinates within an 
educational institution like a madrasah, are the most critical assets. These individuals 
play a crucial role in implementing policies and operational activities. For a madrasah to 
remain relevant in this global era, it must confront challenges and implications, including 
adapting to changes and competing effectively. While facilities and infrastructure are 
vital, the optimal performance of human resources, particularly leaders, is indispensable. 
Managing human resources within an organization involves various elements, such as 
teachers, leaders, and the system itself. Hamizat (2021) states that higher leader 
responsibility in a company motivates employees to improve their performance quality 
and quantity, feeling a greater responsibility towards their work when the leader sets a 
good example.  

Teachers are expected to continually enhance their performance, which is 
inherently linked to their primary duties: educating, teaching, guiding, directing, 
training, assessing, and evaluating students (Christie & Lingard, 2020). Thus, teacher 
performance is crucial in achieving educational goals in madrasahs. Various parties focus 
on performance issues, where government performance impacts society, and teacher 
performance affects students and their parents. Erickson et al., (1987) assert that 
teachers are the most dominant and influential factor in the success of education. 
Therefore, teacher performance is critical in the learning process. Teachers should teach 
effectively, guide students, and demonstrate dedication and loyalty to improve 
educational quality. Low teacher performance in madrasahs can result in poor academic 
outcomes, leading to student and parent dissatisfaction. Other issues include poor self-
control and harmony among colleagues, affecting task collaboration and student 
supervision, creating an uncomfortable environment for all madrasah members.  

Several factors, both internal and external, influence teacher performance. 
Internal factors include work motivation, discipline, loyalty, emotional well-being, 
organizational commitment, job satisfaction, and welfare. External factors include 
leadership, work environment, academic supervision, school climate, monitoring roles, 
and learning facilities. 

As mentioned, many factors can affect an individual's performance. Further 
scrutiny reveals that many issues are influenced by how a principal leads teachers to 
achieve educational goals. It is unfair for principals to blame teachers for all problems, 
as their leadership significantly impacts the situation. Leadership in madrasahs has two 
contexts: educational leadership in teaching and leadership in managing the institution 
(Salim et al., 2021). The principal is an educational leader whose skills and policies 



51 

 

significantly influence the madrasah or institution they lead. As a leader, the principal is 
responsible for all activities in the madrasah (Shulhan, 2018). They must motivate, guide, 
assist, supervise, set examples, direct, and assess issues related to educational 
implementation and development to achieve desired goals (Glickman, 2002). The 
leadership applied by the principal significantly influences educational direction and 
policy. Therefore, the success of an organization in achieving its goals depends heavily 
on leadership. Principals must empower all potentials within the madrasah. 

Previous research highlights the importance of principal leadership in improving 
teacher performance. Kushendratno et al., (2023) demonstrated that principal 
leadership patterns influence teacher performance improvement. However, improving 
teacher performance faces various challenges, such as inadequate training participation, 
lack of discipline, work motivation, and teacher responsibility. 

Teacher performance quality depends on the principal's attention and intensity in 
guiding educational staff (Molder, et al., 2022). A democratic leadership style, viewing 
everyone as having equal say, encouraging organizational and personal goal alignment, 
welcoming suggestions and critiques, prioritizing teamwork and networking, fostering 
success among subordinates, and continuously developing leadership capacity, can 
significantly enhance teacher performance quality. Therefore, principals must strive to 
encourage teachers to improve their performance. Rohmah (2023) suggest that 
principals should set examples and create conducive work environments for teachers to 
feel comfortable in their roles. Moreover, teacher performance reflects their efforts based 
on their abilities in specific situations. A teacher's performance quality is also influenced 
by certain situations, including the work environment, which comprises all factors 
around employees that can impact their task execution (Sirait, 2021). 

The work environment, as a driving force, includes both internal and external 
motivators, such as rewards and punishments (Bandhu et al., 2024). Empirical studies 
have investigated the relationship between work environment and performance, such as 
those by Tracey et al., (1995), Lee & Brand, (2005), Combs et al., (2006), finding 
significant effects of the work environment on performance. Other studies, like those by 
Putra et al. (2020) and Wahyudi and Nurjaman (2018), found that organizational culture 
and work environment significantly affect job satisfaction and employee performance.   

A conducive work environment positively impacts performance. Teachers in a 
good work environment feel comfortable and motivated to work better. Research by 
Syafitri et al., (2021) revealed a significant positive influence of the work environment on 
teacher performance. Zhenjing  et al., (2022) also found a significant positive impact of 
the work environment on employee performance, indicating that better work 
environments lead to better performance. A good work environment provides comfort 
for teachers, crucial for their roles as direct student educators. Teachers must feel 
comfortable to concentrate fully on teaching and imparting knowledge. 

Internal factors like job satisfaction also impact teacher performance. A conducive 
workplace can foster satisfaction with the organization, school programs, and career 
advancement, enhancing teacher performance (Ushie & Ekpenyong, 2019). Rezeki et al., 
(2022) found that job satisfaction significantly influences performance. Septiani, 
Sunuharyo, and Prasetya (2016) showed that organizational commitment positively and 
significantly affects performance. Similarly, Rosadi et al. (2022) found that job 
satisfaction influences performance. Mariani et al. (2023) studied the role of job 
satisfaction mediating the influence of work motivation on performance, finding 
significant direct and indirect effects. 

Based on the above explanations, the author conducted a study titled: "The 
Influence of Principal Leadership and Work Environment on Teacher Satisfaction and 
Performance at Madrasah Aliyah in Soppeng Regency". 
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METHOD 
This research employs a quantitative approach using descriptive and explanatory 
research methods. The descriptive approach is used to explain the research results with 
tables, figures, and graphs of processed data. The explanatory approach aims to explain 
the influence of independent variables (exogenous variables) on dependent variables 
(endogenous variables). The exogenous variables include Leadership (GK) and Work 
Environment (BS), while the intermediate variable is Job Satisfaction (KK), and the 
endogenous variable is Teacher Performance (KG). 
Given the research objectives, which analyze the influence of leadership and work 
environment on job satisfaction and teacher performance at Madrasah Aliyah in Soppeng 
Regency, the analysis will be both qualitative and quantitative. The respondents' 
answers, which have been quantified, are processed using statistical analysis with SPSS 
version 21.00 and AMOS (Analysis of Moment Structures) version 21. The analysis 
involves the following steps: 
 
1. Descriptive Analysis 

This analysis provides a descriptive overview of field data by interpreting the data 
processing results through data tabulation to address the tendencies of nominal 
empirical and descriptive data, such as frequency data, standard deviation, variance, and 
trends to understand nominal, ordinal, or interval data. Descriptive analysis supports the 
interpretation of analysis results in the research discussion. 

 
2. Quantitative Analysis 

To address the main research problems and validate the hypotheses, quantitative 
analysis is conducted using Structural Equation Modeling (SEM) analysis with the 
following model formulation: 

 
KK = β0 + β1GK + β2LK + ε 
KG = λ0 + λ1GK + λ2LK + λ3KK + ε 
KG = α0 + α1 KK 

 
where: 
KK     = Job Satisfaction 
KG     = Teacher Performance 
GK        = Leadership 
LK     = Work Environment 
e        = Standar Error 
β0, λ0   = Constants 
β1 - β3, λ1-λ3 = Regression Coefficients 
 
3. Validity and Reliability Tests 

a. Validity Test 
According to Sugiyono (2019), the validity test measures whether a questionnaire is valid. 
A questionnaire is valid if its questions accurately measure what they are intended to 
measure. The validity test aims to determine the accuracy between actual data on the 
object and the reported data by the researcher. According to Sugiyono (2019), an item is 
considered valid if the correlation coefficient (r) is above 0.05. Calculations are done 
using SPSS. 
b. Reliability Test 
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The reliability test is an index indicating how dependable a measuring instrument is. If a 
measuring instrument yields consistent results when used multiple times to measure the 
same phenomenon, it is considered reliable. According to Sugiyono (2014), the reliability 
is determined by Cronbach's Alpha coefficient, with an instrument considered reliable if 
the coefficient is above 0.60. 
 
4. Hypothesis Testing 
a. Simultaneous Hypothesis Testing (F-Test) 
This test determines the degree or strength of the influence between independent 
variables (X1, X2, and X3) collectively on the dependent variable (Y). The coefficient is 
obtained by taking the square root of the Determination Coefficient (R). The F-test 
analysis compares the calculated F value with the F table value. Before comparison, the 
confidence level (1-α) and degrees of freedom (n - (k+1)) must be determined to find the 
critical value. The alpha value used in this research is 0.05.   
 
b. Partial Hypothesis Testing (T-Test) 

This test determines the degree or strength of the influence between each 
independent variable (X1, X2, and X3) individually on the dependent variable (Y). The 
test compares the calculated t value with the t table value at a 5% significance level and 
degrees of freedom (df) = n - k. If the calculated t value > t table, the hypothesis is 
accepted, indicating a significant individual influence of the independent variable on the 
dependent variable. Otherwise, the hypothesis is rejected. The T-Test criteria are:  

1) If t-calculated > t-table, Ho is rejected and Ha is accepted, indicating the inde-
pendent variable significantly explains the dependent variable. 

2) If t-calculated < t-table, Ho is accepted and Ha is rejected, indicating the inde-
pendent variable does not significantly explain the dependent variable. 

 
5. Classical Assumption Testing 

a. Normality Test 
This test checks whether the regression model, dependent variable, independent 
variable, or both are normally distributed. A good regression model has normally or 
nearly normally distributed data. In t and F tests, it is assumed that residual values follow 
a normal distribution. If violated, statistical tests become invalid for small samples. The 
guidelines are: 

1) If the Probability value > 0.05, the distribution is normal. 
2) If the Probability value < 0.05, the distribution is not normal. 

 
b. Multicollinearity Test 

This test examines whether there is a correlation among independent variables in 
a regression model. A good regression model should not have multicollinearity. To check 
for correlation among independent variables, the tolerance and Variance Inflation Factor 
(VIF) values are examined: 

1) If tolerance > 0.10 and VIF < 10, there is no multicollinearity. 
2) If tolerance ≤ 0.10 and VIF ≥ 10, multicollinearity occurs. 

c. Heteroscedasticity Test 
This test checks for variance inequality of residuals from one observation to 

another in a regression model. If the residual variance remains constant, it is called 
homoscedasticity; if it varies, it is called heteroscedasticity (Umar, 2008). The desired 
pattern is an increasing scatter plot moving away from the zero line. The decision criteria 
are: 
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1) If a specific pattern, such as wave-like, widening, or narrowing points, is present, 
heteroscedasticity occurs. 

2) If no clear pattern and points spread above and below zero on the Y-axis, hetero-
scedasticity does not occur. 

 
FINDINGS AND DISCUSSION 
Findings 
1. Validity and Reliability Testing 
Instrument validity was examined using intercorrelation tests, and if the probability 
value r<0.05r < 0.05r<0.05, the item was considered valid (see appendix). Reliability 
testing was conducted by examining the Cronbach's Alpha coefficient, and if α>0.6\alpha 
> 0.6α>0.6, the research instrument was deemed reliable.  

It was found that some indicators and variables were invalid, but this does not 
mean they were unusable because there were other indicators that sufficiently 
represented the variables. The reliability test results indicated that all variables were 
reliable. Thus, the research data were valid and suitable for hypothesis testing.  

 
2. Multiple Regression Analysis 

The data analysis technique used in this research aims to test the hypothesis 
regarding the influence of leadership (X1) and work environment (X2) on job satisfaction 
(Y1) and employee performance (Y2). Multiple regression analysis was performed using 
SPSS with a significance level of α=0.05\alpha = 0.05α=0.05. 
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The regression equations can be explained as follows: 

a. Leadership variable (X1) has an insignificant influence on job satisfaction (Y1) 
with a coefficient of 0.094 and significance 0.05<0.1080.05 < 0.1080.05<0.108. 

b. Work environment variable (X2) has a positive and significant influence on job 
satisfaction (Y1) with a coefficient of 0.152 and significance 0.05>0.0230.05 > 
0.0230.05>0.023. 

c. Leadership variable (X1) has no influence and is not significant on teacher perfor-
mance (Y2) with a coefficient of -0.120 and significance 0.05<0.2030.05 < 
0.2030.05<0.203. 

d. Work environment variable (X2) has a positive and significant influence on 
teacher performance (Y2) with a coefficient of 0.272 and significance 
0.05>0.0100.05 > 0.0100.05>0.010. 

e. Job satisfaction variable (Y1) has a positive and significant influence on teacher 
performance (Y2) with a coefficient of 0.420 and significance 0.05>0.0010.05 > 
0.0010.05>0.001. 
 

3. Hypothesis Testing 
Based on the classical assumption tests, including normality, multicollinearity, 

and heteroscedasticity tests, it was found that the estimated multiple regression models 
met the classical assumptions, suggesting the results were reliable for hypothesis testing. 
Hypothesis testing was conducted simultaneously using the F-test and partially using the 
t-test as described below. 

 
a. Simultaneous Hypothesis Testing (F-Test) 

The simultaneous test aims to determine whether the independent variables 
collectively explain the dependent variable. The F-test compares the calculated F value 
with the F table value. The confidence level (1-α\alphaα) and degrees of freedom (df) = 
n−(k+1)n - (k+1)n−(k+1) are determined to find the critical value. The alpha used in this 
research is 0.05.   
The simultaneous test results are shown below: 

ANOVAa 

Model 

Sum of 

Squares df Mean Square F Sig. 
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1 Regression 1.736 2 .868 17.683 .000b 

Residual 6.528 133 .049   

Total 8.263 135    

a. Dependent Variable: Y1 
b. Predictors: (Constant), X2, X1 

 
The data in the table above shows that the calculated F value of 17.683 > F table 3.064 
with a Sig level of 0.000 < 0.05. This shows that the variables of leadership and work 
environment together have a significant effect on job satisfaction. 

The data in the table above shows that the calculated F value of 4.114 > F table 3.064 with 
a Sig level of 0.018 < 0.05. This shows that the variables of leadership and work 
environment simultaneously have a significant effect on teacher performance. 
 
 

ANOVAa 

Model 
Sum of 
Squares df 

Mean 
Square F Sig. 

1 Regression 1.460 1 1.460 11.773 .001b 

Residual 16.614 134 .124   

Total 18.074 135    

a. Dependent Variable: Y2 
b. Predictors: (Constant), Y1 
 

The data in the table above shows that the calculated F value of 11,773 > F table 
3,064 with a Sig level of 0.001 < 0.05. This shows that job satisfaction variables together 
have a significant effect on teacher performance. These results indicate that leadership 
and work environment collectively have a significant influence on job satisfaction and 
teacher performance. 

 
b. Partial Hypothesis Testing (T-Test) 

The partial hypothesis test examines whether each independent variable significantly 
influences the dependent variable. The t-test compares the calculated t value with the t 

ANOVAa 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 1.053 2 .527 4.114 .018b 

Residual 17.021 133 .128   

Total 18.074 135    

a. Dependent Variable: Y2 
b. Predictors: (Constant), X2, X1 
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table value at a 5% significance level and df=n−kdf = n - kdf=n−k. If 
tcalculated>ttablet_{calculated} > t_{table}tcalculated>ttable, the hypothesis is 
accepted, indicating a significant individual influence of the independent variable on the 
dependent variable. The partial test results (t-calculated) are shown below: 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Based on table above, the results of the t-test to determine the magnitude of the 

influence of each independent variable partially (individually) on the dependent variable 
are as follows:  

1) The Influence of Leadership Variables (X1) on Teacher Job Satisfac-
tion (Y1) 
Based on the table above, the T count value for Leadership is 1.617 while the T 

Table is 1.977. So, it is known that t count < t table or (1.617 < 1.977) and the level of 
significance produced is 0.108, this is greater than 0.05 or (0.108> 0.05). Thus, 
leadership has no effect and is not significant on Job Satisfaction. 

2) The Influence of Work Environment Variables (X2) on Teacher Job 
Satisfaction (Y1) 
Based on the table above, the T count value for the Work Environment is 2.294 

while the T Table is 1.977. So, it is known that t count > t table or (2.294 > 1.977) and the 
level of significance produced is 0.023, this is smaller than 0.05 or (0.023 <0.05). Thus, 
the work environment has a positive and significant effect on Job Satisfaction. 
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Based on table above, the results of the t-test to determine the magnitude of the 
influence of each independent variable partially (individually) on the dependent variable 
are as follows: 

1) The Influence of Leadership Variables (X1) on Teacher Performance 
(Y2) 

Based on the table above, the T count value for Leadership is -1.281 while the T Table 
is 1.977. So it is known that t count < t table or (-1.281 < 1.977) and the level of significance 
produced is 0.203, this is greater than 0.05 or (0.203> 0.05). Thus, leadership has no 
effect and is not significant on Job Satisfaction. 

2) The Influence of Work Environment Variables (X2) on Teacher Per-
formance (Y2) 
Based on the table above, the T count value for the Work Environment is 2.599 

while the T Table is 1.977. So, it is known that t count > t table or (2.599 > 1.977) and the 
level of significance produced is 0.010, this is greater than 0.05 or (0.010 <0.05). Thus, 
the work environment has a positive and significant effect on Job Satisfaction. 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Based on the table above, the T count value for Job Satisfaction is 3.431 while the 

T Table is 1.977. So, it is known that t count> t table or (3.431> 1.977) and the level of 
significance produced is 0.001, this is smaller than 0.05 or (0.001<0.05). Thus, job 
satisfaction has a positive and significant effect on Teacher Performance. 

 
4. Classical Assumption Testing 

a. Normality Test 
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Based on the three graphs above, it can be seen that the points are spread around 

the line and follow the diagonal line, indicating that the data is normally distributed. 
 

b. Multicollinearity Test 
 

Model 

Collinearity Statistics 

Toleranc

e VIF 

1 (Constant)   

X1 .387 2.584 

X2 .387 2.584 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
The multicollinearity test results show that both variables have a VIF value < 10 

and tolerance > 0.1. This indicates no multicollinearity in the regression equation, and 
the independent variables' relationships can be tolerated without disrupting the 
regression results. 

 
 

Model 

Collinearity Statistics 

Toleranc

e VIF 

1 (Constan

t) 
  

X1 .387 2.584 

X2 .387 2.584 

Model 

Collinearity Statistics 

Toleran

ce VIF 

1 (Consta

nt) 
  

Y1 1.000 1.000 
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c. Heteroscedasticity Test 
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The heteroscedasticity test results show that the points are randomly distributed 
above and below the 0 line. This means the regression model used in this research does 
not have heteroscedasticity but rather homoscedasticity, indicating no biased 
parameters that could cause errors in treatment. 
 

DISCUSSION 
This study examines the influence of leadership and work environment on job 
satisfaction and teacher performance at Madrasah Aliyah in Soppeng Regency. The 
discussion focuses on the findings related to the impact of leadership on job satisfaction, 
the effect of the work environment on job satisfaction, the influence of leadership on 
teacher performance, the effect of the work environment on teacher performance, and 
the relationship between job satisfaction and teacher performance. Each aspect is 
analyzed to understand the dynamics within the madrasahs and to provide insights into 
improving educational outcomes. 

 
1. The Influence of Leadership on Job Satisfaction 
A leader in an Islamic educational institution should possess the ability to command and 
prevent, as they need to supervise their subordinates, correct errors, and encourage good 
deeds while preventing wrongdoing through discussions and considering their opinions 
and experiences. This approach indicates that the leader has utilized their unique 
capabilities. Leaders should understand what makes employees satisfied with their work 
if targets or goals are achieved. If a leader aims to influence others' behavior, they must 
consider the type of leadership to be used. 

The leadership exemplified by Prophet Muhammad SAW has proven to lead the 
Islamic community to achieve success in both worldly and spiritual realms, individual 
and communal happiness. Therefore, his leadership should be emulated by all Muslims 
entrusted with leadership, from the smallest units to the largest, such as families, 
villages, districts, provinces, countries, and the world, as well as in leading institutions 
or government bodies, whether executive, legislative, or judicial. However, this study's 
results do not align with the above ideal, as the findings indicate no influence of 
leadership on teacher job satisfaction, evidenced by regression analysis. The regression 
results show a leadership coefficient of 0.094, a t-value of 1.617, and a significance of 
0.108. At the 5% significance level (0.05), the significance of 0.108 < 0.05, indicating 
that leadership does not affect teacher job satisfaction. 

This finding aligns with Hidayat & Machali, (2012), which states no positive and 
significant influence between leadership and job satisfaction. Similarly, Alonderiene & 
Majauskaite (2016) found no leadership influence on job satisfaction. The results 
suggest that leadership does not impact job satisfaction. Leaders should be more 
judicious in providing directions to ensure employee satisfaction. Thamrin (2012) also 
found no positive and significant influence between leadership and job satisfaction. 

 
2. The Influence of Work Environment on Job Satisfaction 
The work environment, where individuals perform their tasks, encompasses both 
physical and non-physical aspects. The physical work environment includes elements 
that physically affect a person's comfort at work, such as lighting, facilities, space, 
cleanliness, etc. The non-physical work environment in this study refers to the sense of 
safety and comfort a teacher feels, measured by relationships with colleagues and the 
principal. Job satisfaction reflects how workers feel about their jobs, influenced by 
various job aspects. It can be measured by the satisfaction with salary, rewards from the 
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principal, job outcomes, harmonious relationships with colleagues, and job alignment 
with teachers' roles. 

This study demonstrates that teachers' feelings of safety and comfort at work can 
increase their satisfaction with salary, working conditions, colleagues, personal 
development, and job outcomes. The regression analysis shows a work environment 
coefficient of 0.152, a t-value of 2.294, and a significance of 0.023. At the 5% significance 
level (0.05), the significance of 0.023 < 0.05, indicating a positive influence of the work 
environment on job satisfaction. This suggests that a comfortable and harmonious work 
environment can enhance teachers' job satisfaction, while an uncomfortable and 
disharmonious environment can decrease it in Madrasah Aliyah across Soppeng 
Regency. 

The work environment in MA Soppeng Regency impacts the success of tasks, 
shown by teachers' ability to complete work towards the madrasah's goals. Supportive 
physical environments (cleanliness, lighting, air circulation, security, equipment, and 
noise) influence job satisfaction. A supportive environment benefits both the madrasah 
and teachers. Conversely, an unsupportive physical environment leads to dissatisfaction 
and more errors in task completion. 

This finding aligns with Elsa Febriani's study on the influence of the work 
environment and job satisfaction among production employees in the CPO industry, 
highlighting the need for a supportive work environment. It also aligns with Quinerita 
Stevani Aruan and Mahendra Fakhri's study on the work environment's impact on field 
employees' job satisfaction at PT. Freeport Indonesia, emphasizing well-managed work 
environments. 

Non-physical work environments, such as relationships among teachers and staff, 
are crucial for supporting teachers' task completion, leading to job satisfaction. A 
supportive non-physical environment fosters better collaboration and effective 
communication, essential for job satisfaction and performance. Quayum (2003), notes 
that job satisfaction is employees' attitude towards their job, work situation, and 
cooperation with supervisors and colleagues. A positive non-physical environment 
significantly impacts job satisfaction and performance. 

In Madrasah Aliyah in Soppeng Regency, both physical and non-physical work 
environments often affect job satisfaction and performance. A conducive environment 
supports teachers in completing tasks, increasing job satisfaction and productivity. 
Conversely, a non-conducive environment lowers motivation and performance. 

  
3. Influence of Leadership on Teacher Performance 
Leadership can influence subordinates' performance, motivating and energizing 
employees to realize the organization's vision and mission. Effective leadership in 
madrasahs involves guiding teachers to achieve set goals, matching leadership styles to 
the teachers' characteristics. Leaders need theoretical and practical knowledge and 
skills, gained through experience and continuous evaluation of leadership practices. 

However, this study finds no influence of leadership on teacher performance, 
evidenced by regression analysis showing a leadership coefficient of -0.120, a t-value of 
-1.281, and a significance of 0.203. At the 5% significance level (0.05), the significance 
of 0.203 < 0.05, indicating that leadership does not affect teacher performance. 

This contradicts findings by Badrun et al., (2022), who state that leadership 
positively influences teacher performance. Iphank & Ardiana (2017) found that 
madrasah principals' leadership styles do not significantly affect teacher performance, 
suggesting that changes in leadership style do not impact performance much. 
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Similar findings by Irawati & Mustafa, (2023) show that leadership does not 
significantly affect teacher performance at SMK Negeri 1 Kota Ternate, implying that 
changes in leadership style do not substantially impact performance. 

Madrasah principals in Soppeng Regency should apply leadership styles suitable 
for their madrasah's conditions, following Prophet Muhammad's leadership traits like 
honesty, trustworthiness, intelligence, communication, fairness, contentment, patience, 
and strategy. Applying these traits can improve teacher performance and, consequently, 
educational quality. 

 
4. The Influence of Work Environment on Teacher Performance 
The study shows a positive influence of the work environment on teacher performance, 
evidenced by regression analysis with a work environment coefficient of 0.278, a t-value 
of 2.599, and a significance of 0.010. At the 5% significance level (0.05), the significance 
of 0.010 < 0.05, indicating a positive influence of the work environment on teacher 
performance. 

A pleasant work environment is crucial for teachers' comfort and enthusiasm in 
performing tasks. Nela Pima Rahmawanti suggests that a good work environment makes 
employees feel comfortable and enthusiastic, leading to optimal results. Conversely, a 
poor environment negatively impacts productivity. A supportive work environment 
among principals, teachers, students, and the surrounding community increases job 
satisfaction and performance. 

Observations of Madrasah Aliyah in Soppeng Regency (Madrasah Aliyah Negeri 1 
Soppeng, MAS Yasrib Kab. Soppeng, and Madrasah Aliyah Negeri 2 Soppeng) show that 
physical work environments are generally good, with adequate facilities for teachers. 
However, some newer madrasahs lack complete facilities. 

Non-physical environments, such as relationships with principals and colleagues, 
are also important. Effective communication and collaboration in a positive work 
environment enhance job satisfaction and performance. The study aligns with Rahman 
et al. (2020), who found that a supportive work environment positively influences 
teacher and staff performance in SMP Negeri 2 Balaesang, Donggala. Sari (2019) notes 
that a positive work environment enhances employee motivation, collaboration, and 
communication, improving team performance and employee well-being. Siagian & 
Khair (2018) found that work environment positively correlates with job satisfaction and 
performance. Positive work environments in Madrasah Aliyah in Soppeng Regency 
improve teacher performance. A supportive environment makes teachers feel satisfied 
and motivated, leading to better job performance and educational quality 

 
5. The Influence of Job Satisfaction on Teacher Performance 
Teachers' self-perception significantly influences their competence development. Self-
concept affects attitudes, thoughts, actions, and moods, such as happiness and 
satisfaction. A poor self-concept hinders teachers from realizing their potential, while a 
healthy self-image facilitates success and happiness. Job satisfaction, reflecting how 
teachers feel about their work, is influenced by advancement opportunities, job security, 
salary, organization and management, intrinsic job factors, working conditions, social 
aspects, communication, and facilities. 

A conducive madrasah climate enhances job satisfaction, motivating teachers to 
work more effectively. The study shows a positive influence of job satisfaction on teacher 
performance, evidenced by regression analysis with a job satisfaction coefficient of 
0.420, a t-value of 3.431, and a significance of 0.001. At the 5% significance level (0.05), 
the significance of 0.001 < 0.05, indicating a positive influence of job satisfaction on 
teacher performance. This aligns with Dami et al. (2022), who found that job satisfaction 
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significantly influences employee performance. Satisfied employees are more motivated, 
engaged, and committed, improving productivity and performance quality. Afshar and 
Doosti (2016) and Wolomasi et al. (2019) also found that job satisfaction positively 
influences teacher performance. High job satisfaction leads to higher performance, 
while dissatisfaction lowers motivation and performance. 

The direct influence of job satisfaction on teacher performance suggests that 
higher satisfaction enhances performance. Satisfied teachers, supported by salary, 
career development opportunities, supportive supervisors, benefits, appreciation, 
policies, good colleagues, job alignment, and effective communication, perform better, 
mastering teaching materials, creating creative strategies, planning lessons, managing 
classes well, and being responsible for their work. 

 
CONCLUSION 
This study aimed to examine the influence of leadership and work environment on job 
satisfaction and teacher performance at Madrasah Aliyah in Soppeng Regency. The key 
findings from the research provide several important insights. Firstly, the study found 
no significant direct influence of leadership on job satisfaction. This suggests that while 
leadership is essential, it may not be the sole factor influencing job satisfaction among 
teachers in Madrasah Aliyah. Effective leadership should be coupled with other 
supportive measures to enhance job satisfaction. In contrast, a significant positive 
relationship was found between the work environment and job satisfaction. A conducive 
work environment, both physical and non-physical, plays a crucial role in enhancing 
teachers' job satisfaction. Ensuring a supportive and comfortable work environment can 
lead to higher levels of job satisfaction.  
         Furthermore, the study found no significant direct impact of leadership on teacher 
performance. This indicates that other factors, possibly including the work environment 
and job satisfaction, might play a more critical role in influencing teacher performance. 
Leadership should focus on creating a supportive environment and fostering job 
satisfaction to indirectly improve performance. However, the work environment was 
found to have a significant positive impact on teacher performance. A supportive and 
comfortable work environment enhances teacher motivation and productivity, leading to 
better performance outcomes. Educational institutions should prioritize improving both 
physical and non-physical work conditions to boost teacher performance. Additionally, 
there is a significant positive relationship between job satisfaction and teacher 
performance. Teachers who are satisfied with their jobs are more motivated, engaged, 
and committed, resulting in higher performance levels. Enhancing job satisfaction 
should be a strategic focus for educational leaders to achieve better educational 
outcomes. 
 
IMPLICATIONS FOR PRACTICE 
Leadership development programs should emphasize the importance of creating a 
positive work culture and supporting teachers' needs. While leadership did not show a 
direct impact on job satisfaction or performance, its role in creating a supportive work 
environment and fostering job satisfaction is crucial. Investments in improving facilities, 
ensuring safety, and fostering positive relationships among staff should be prioritized as 
both physical and non-physical aspects of the work environment significantly impact job 
satisfaction and performance. Furthermore, strategies to enhance job satisfaction, such 
as providing fair compensation, opportunities for professional development, and 
recognizing teachers' efforts, can lead to better performance. Educational institutions 
should implement policies and practices that prioritize teacher well-being and 
satisfaction. 
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