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 This study aims to identify: i) The effect of teacher welfare, self-sustaining 

development, job satisfaction, and teacher performance on the teaching 

professional attitude; ii) The effect of teacher welfare on self-development, 

job satisfaction, and teacher performance; iii) The effect of self-sustaining 

development on the professional attitude, welfare, job satisfaction, and 

teacher performance of teachers; and iv) The effect of teacher job 

satisfaction on teaching performance. This study was quantitative research 

with a correlational type. The sample was 155 vocational high school 

teachers in Central Java, Indonesia. Data was collected through a 

questionnaire technique. The data analysis technique used structural 

equation modeling with the linear structural relationship type. The study 

revealed that the teacher's professional attitude has an effect on teacher 

welfare but not on self-development, job satisfaction, or teacher 

performance. Teacher welfare has an effect on independent development but 

has no effect on teacher performance. Hence, independent development does 

not affect job satisfaction but affects teacher performance. Furthermore, job 

satisfaction has no effect on teacher performance. These findings can be 

used as study material for future researchers to analyze the research 

variables or other variables, such as leadership style, work motivation, work 

discipline, and others. 
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1. INTRODUCTION 

Educational development is a priority and a crucial issue, particularly in terms of improving the 

quality of human life and national development [1], [2]. Education development involves various 

stakeholders, including teachers as a strategic profession that can maximize educational success [3]. As a 

result, maximum effort and focus are required to support teacher self-development [4]. A teacher’s 

professionalism can be seen in various ways, including knowledge mastery, teaching skills, and so on. This 

must be noted to improve educational quality [5], [6] as teachers must be active, dynamic, technologically 

literate, and competent in their fields [7], [8]. The competence can be observed in their performance, 

particularly in planning, implementing, and evaluating learning [9] which is consistent with another 

https://creativecommons.org/licenses/by-sa/4.0/
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viewpoint that teacher performance can be seen in lesson planning, learning activities, and learning 

evaluation [10]. 

It appears that the expectation of teacher professionalism has yet to be fulfilled. According to a 

survey conducted by Indonesia's Agency for Human Resource Development and Education Quality 

Improvement, the results of teacher competency tests in the last three years have not shown any significant 

improvement. Furthermore, another study on student exam results in several provinces found no significant 

increase [11], [12]. In addition, many teachers are absent from school [13]. Furthermore, the results of other 

surveys show that education in Indonesia is still quite competitive when compared to ssociation of Southeast 

Asian Nations (ASEAN) countries such as Singapore, Malaysia, and Thailand [14]. 

These findings indicate that teacher performance in Indonesia is still subpar. Teachers should ideally 

be able to demonstrate their professional attitude both inside and outside of the classroom. Teachers must 

review the five competencies required by the Minister of National Education of the Republic of Indonesia 

Regulation No. 16 of 2007 [5]. Teacher professionalism is defined as the ability to maximize teaching 

competence, teaching discipline, morals, and responsibility, as well as the ability to develop student study 

and career plans [15]. Teacher professionalism will be evident when teachers provide the best possible 

service in all aspects of learning [16]. Previous research [17] has shown that teacher professional attitudes 

can influence teacher performance. 

Another important consideration is the well-being of teachers. Teacher welfare is a state of physical 

and mental well-being and peace experienced by teachers as a result of a guaranteed salary, ownership of 

housing, facilities, and infrastructure, and positive interactions among school members [18], [19]. The 

policies governing teacher welfare and workloads are governed by Government Law No. 14 of 2005, Article 

35, and Minister of National Education Regulation No. 30 of 2011. According to these laws and policies, 

teachers must work a minimum of 24 hours per week and up to 40 hours per week if they have a certificate of 

educators. Unfortunately, the well-being of teachers in Indonesia has not yet been maximized [20]. 

Furthermore, the salary earned by honorary teachers cannot be considered appropriate [21]. 

Aside from teacher well-being, self-sustaining development is a factor that influences teacher 

performance. Self-sustaining development is a continuous and as-needed process of developing self-

competencies [22]. Teacher self-development can be measured through lesson planning, implementation, 

evaluation, and reflection. Another critical factor is teacher job satisfaction. Teacher job satisfaction 

interpreted as a positive or negative reaction to the teacher's condition and working conditions [23]. Other 

researchers [24]–[27] define it as the level of feelings, motivation, and job satisfaction. Previous research 

[28], [29] has found that job satisfaction occurs when there is job stability, career growth, and employee 

comfort. The effect on performance is quite large because the higher the satisfaction, the better the 

performance [30], [31]. Job satisfaction can be measured by the nature of the job, salary eligibility, 

workplace comfort, and coworkers [32]. 

Findings on all factors influencing teacher performance have been extensively researched. Previous 

research [33] has shown that professional and pedagogical attitudes influence teachers' appearance and 

performance, as well as student achievement [34]. Other findings [35], [36] suggest that teacher welfare can 

help solve problems with teacher performance in schools. This is what happened to elementary school 

teachers in Uganda who felt their performance had been harmed by the lack of adequate teacher salaries [37].  

Another relevant study [38], [39] reveals the role of teacher professional development in increasing 

teacher quality in India. Meanwhile, other findings [40], [41] indicate that teacher work performance is 

associated with job satisfaction and teacher work performance in the classroom. In addition, findings  

about job satisfaction were also carried out by previous researchers [42] where the investigation informed 

that there is a positive relationship between job satisfaction and teacher self-efficacy as a process of 

continuous self-development. 

According to previous findings, many studies with similar variables have been conducted. However, 

combining five variables in research is still uncommon. The research location is also distinct from previous 

studies. Furthermore, the sample for this study is unique because it focuses on vocational high school 

teachers in Central Java, Indonesia. The combination of the four teacher performance factors is intriguing 

because it supports future progress that education governments all over the world must make. According to 

the explanation above, the purposes of this research are to: i) Identify the effect of teacher welfare, self-

sustaining development, job satisfaction, and teacher performance on the teaching professional attitude;  

ii) Identify the effect the effect of teacher welfare on self-development, job satisfaction, and teacher 

performance; iii) Identify the effect of self-sustaining development on the professional attitude, welfare, job 

satisfaction, and teacher performance of teachers; and iv) Identify the effect of teacher job satisfaction on 

teaching performance. 
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2. RESEARCH METHOD  

This was quantitative study employed correlational design. Correlational study was research that 

aims to explain, describe, and analyze the influence or relationship between the variables studied [43]. 

Correlational research involves the process of collecting data by finding out whether there is a relationship 

between two or more variables. 

Population briefly as a research subject which includes the generalization area of the number and 

certain characteristics to be concluded [44]. The population in this study is all teachers at state vocational 

high schools majoring in the business and management department with a total of 21 schools. This research is 

located in the Surakarta Residency, Indonesia. In the residency, there are six regencies and one municipality. 

In the process of determining the sample, the researcher uses a proportional stratified random sampling 

technique. Sampling is a way of collecting data or research [45]. In this study, researchers used a proportional 

stratified random sampling technique. The technique is defined as a sampling technique in a diverse 

population. This technique is carried out by taking samples from the population based on levels and 

randomly [46] to obtain a representative sample. While the research sample is teachers who have the 

certificate of educators and other requirements with a total of 155 respondents. 

Data collection instruments are the tools used to collect data [47]. The questionnaire instrument is 

used in this study. This technique is a series or list of questions or statements that are organized 

systematically, then sent to be filled in by the respondent [48]. Questionnaires are an efficient data collection 

technique when the variables to be measured are known with certainty and what can be expected and more 

appropriate to use if the number of samples includes a large area. The questionnaire contains closed 

statement sentences. There are five questionnaires, namely the teacher performance questionnaire, the teacher 

professional attitude, teacher welfare, self-sustaining development, and job satisfaction. The indicators for 

each variable are described in Table 1. This study used a Likert scale in the drafting process of 

questionnaires. The specified scale includes a scale of 1 to 5 with details 1 (strongly don’t 

understand/disagree), 2 (don’t understand/disagree), 3 (doubtful), 4 (understand/agree), and 5 (Completely 

understand/agree). The gradation used in this study is 5, as shown in Table 2. 

 

 

Table 1. Research variable indicators 
No Research variables Study indicators 

1 Teacher performance Learning process 
  Conceptual ability 

  Interpersonal relationship skills 

2 Job satisfaction Opportunities for career development 
Job suitability  

Support from co-workers 

Supervision intensity 
3 Self-sustaining development The intensity of functional training participation 

The intensity of participating in teachers’ collective activities 

The intensity of participation in scientific activities 
4 Teacher welfare Obtaining adequate income 

Obtaining benefits or other incomes 

Obtaining the needs for sufficient food, clothing, housing, education, health, recreation, 
transportation, and communication  

5 Teacher professional attitudes Committing to improving the quality of education 

Academic qualification fulfillment 
Educational background suitability 

Competence suitability  

Guaranty of legal protection 
Being active in professional organizations 

 

 

Table 2. Questionnaire scores [49] 
No. Statements Scores 

1 Completely understand/agree 5 
2 Understand/agree 4 

3 Doubtful 3 

4 Don't understand/agree 2 
5 Strongly don't understand/agree 1 

 

 

The researcher first tested the validity and reliability of the instrument testing tools. Validity is the 

degree of precision and accuracy of an instrument in carrying out its measuring function [47]. An instrument 

is said to be valid if the tool performs the measuring function correctly. The validity test used the product 

moment formula because it only tested the validity of the contents. Meanwhile, the reliability test used the 
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Cronbach Alpha test with a record Cronbach Alpha value of >0.60 [50]. The questionnaire instrument trial 

was conducted on 30 respondents from three schools in the research population area. Table 3 presents the 

results of the validity and reliability of the instrument. 

 

 

Table 3. Summary of instrument testing results 

No Variables Number of items 
Validity 

Reliable 
Valid Invalid 

1. Teacher professional attitude  12 11 1 0.81 
2. Teacher welfare 21 20 1 0.77 

3. Self-sustaining development 14 13 1 0.77 

4. Job satisfaction 12 10 2 0.79 
5. Teacher performance 49 49 0 0.93 

 

 

Based on Table 3, the teacher's professional attitude obtained 12 valid items, teacher welfare 

obtained 20 valid items, self-sustaining development obtained 13 valid items, job satisfaction obtained 10 

valid items, and teacher performance obtained 49 valid items. Each indicator was assessed by the principal 

and students. The test results also showed a correlation value of more than 0.30 so it can be said to be valid. 

Reliability is called consistency, dependability, trustworthiness, stability, and constancy [51]. 

Reliability describes the measurement process can be trusted. The instrument is said to have good reliability 

if the instrument obtains the same results in several measurements. The reliability test showed a coefficient 

value that was greater than Cronbach's Alpha criteria of 0.60 so it can be said that the variable was feasible to 

use in this study. A cross-section is used in data collection because it is collected simultaneously and only 

once. The primary data is in the form of a questionnaire, while the secondary data is in the form of 

documents. Questionnaires were given to teachers, school principals, and research sample students.  

Data analysis is the process of processing data from all samples/data sources [52]. Data analysis was 

carried out by grouping data, tabulating data, presenting data, and testing the hypotheses that had been 

proposed. Structural equation modeling (SEM) analysis technique is used to process the data. SEM analysis 

technique with linear structural relationship (LISREL) is used in the analysis of research results. The steps 

taken are: i) Developing a theory-based model; ii) Developing flowcharts to show causality; iii) Change the 

diagram into equation form; iv) Selecting input matrices and estimation techniques; v) Evaluate the good-of-

fit criteria; vi) Interpreting the Sobel test model; and vii) Using the interview method to obtain additional data 

and explain the results of the hypothesis [53]. 

 

 

3. RESULTS AND DISCUSSION  

There are several stages in the procedure for collecting and processing data with the structural 

equation model (SEM) technique. First, a sample of 155 people fulfilled the SEM requirements. Second, the 

researcher conducted a normality test with a record value of the critical skewness ratio and a multivariate 

value of 0.096. It means the data is normally distributed because it is less than 2.58 and the P-value is 

0.924>0.05. Thus, the assumption of normality is met. Third, the researcher conducted a linearity test with 

regression analysis between variables. Table 4 contains the results of the linearity test. 

 

 

Table 4. Linearity test results 
Independent variable  Dependent variable Test results (α=0.05) Description  

Teacher profession Teacher welfare 0.000 Significant Linear 

Teacher profession Self-sustaining development 0.000 Significant Linear 

Teacher profession Teacher performance 0.000 Significant Linear 
Teacher profession Job satisfaction 0.000 Significant Linear 

Teacher welfare Self-sustaining development 0.000 Significant Linear 

Teacher welfare Teacher performance 0.000 Significant Linear 
Teacher welfare Job satisfaction 0.000 Significant Linear 

Self-sustaining development Teacher performance 0.000 Significant Linear 

Self-sustaining development Job satisfaction 0.000 Significant Linear 
Job satisfaction Teacher performance 0.000 Significant Linear 

 

 

The results in Table 4 show that all variables are linear because the value is Sig.<0.05 so that the 

data can be used for subsequent analysis. Fourth, the researcher tested for outliers using the Mahalanobis 

distance method. If the Mahalanobis distance value is greater than the x2 table value, then the sample is an 
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outlier. Therefore, samples that are outliers must be removed from the overall sample. The x2 value is 

calculated by taking into account the number of variable observers in the model at a level of 0.001 and a 

value of 49.7282. In this research, the largest Mahalanobis distance is 47.743. It means the value is smaller 

than the table value of 49.7282 or the research sample has no outliers. This means that all samples can be 

analyzed. Fifth, the Multicollinearity assumption requires that there is no perfect correlation between the 

independent variables. However, in this research, there was only one independent variable, namely teacher 

professionalism. So, researchers did not do the multicollinearity test. 

The next stage is to assess the unidimensional and reliability of the construct with a reliability limit 

value of 0.70. The second reliability measure with variance extracted shows the amount of variance from the 

indicators extracted by the developed latent construct. Variance-extracted values are recommended at a level 

of at least 0.5. In this research, testing the significance of the loading indicator is done by analyzing the value 

of the critical ratio. If the critical ratio value is greater than the critical value at a significance level of 0.05 

(critical value=1.96), then the indicator is significantly an indicator formed. If the reliability coefficient is 

0.60, it can be said that the variable is reliable. 

This evaluation is carried out by confirmatory factor analysis (CFA). This is because at this stage 

the model will confirm whether the observed variables reflect the factors being analyzed or not. First, 

confirmatory factor analysis constructs on the teacher's professional attitude. The results of the confirmatory 

analysis of the teacher's professional attitude are presented in Figure 1. 

 

 

 
 

Figure 1. Confirmatory factor analysis of teacher's professional attitude variable 

 

 

Figure 1 produces five manifests that measure the significance of the teacher's professional attitude 

variable. The measurement is based on the results of confirmatory factor analysis. To make it clearer, Table 5 

shows the construct validity calculation. Table 5 shows the calculated T value and the lambda coefficient are 

valid and the value of the reliability construct of the teacher's professional attitude is reliable because the 

value is ≥0.6. Then, to reduce the limitations of Chi-Square, we use relative or normed Chi-Square (χ2/df) 

using LISREL analysis criteria. The results are presented in Table 6. 

 

 

Table 5. Construct variables validity of teacher professional attitude  
No Manives λ R2 T-Value Description 

1. X1.1 0.56 0.32 6.19 Valid 

2. X1.2 0.51 0.26 5.51 Valid 
3. X1.3 0.51 0.26 5.58 Valid 

4. X1.4 0.61 0.38 6.76 Valid 

5. X1.5 0.59 0.34 6.43 Valid 

 

 

Table 6. The Conformity level of the single model of teacher professional attitude 
Model conformity Coefisien Criteria Description 

Chi-Square 1.668 Minor (significant) Perfect 

P-Value 0.15399 ≥0.05 Perfect 
df 5   

 

 



    ISSN: 2089-9823 

J Edu & Learn, Vol. 17, No. 2, May 2023: 271-284 

276 

Table 6 provides information that the teacher professional attitude construct has met the specified 

requirements, namely the Chi-Square coefficient of 1.668 is smaller than the cut-off of 2.0 and the P-value is 

0.15399 greater than 0.05. Thus, it can be said to be a perfectly intact construct. Second, confirmatory factor 

analysis of teacher welfare constructs. The results of the confirmatory analysis of the teacher welfare 

construct are presented in Figure 2. 

 

 

 
 

Figure 2. Confirmatory factor analysis of teacher welfare variables 

 

 

The results of the single model confirmatory analysis show that there are five manifests. All of these 

manifests measure the significance of the teacher's welfare variable construct. The complete results can be 

seen in Table 7. The table shows the value of the lambda coefficient or loading factor of each manifest is 

valid. Meanwhile, the reliability value of the construct obtained 0.79. Chi-Square is used to reduce 

limitations by using the LISREL analysis criteria as presented in Table 8. 

 

 

Table 7. Construct validity of teacher welfare variables 
No Manives λ R2 T-Value Description 

1. Y1.2 0.60 0.36 6.58 Valid 
2. Y1.4 0.56 0.31 6.27 Valid 

3. Y1.6 0.59 0.35 6.61 Valid 

4. Y1.7 0.59 0.35 6.64 Valid 
5. Y1.9 0.52 0.27 5.72 Valid 

 

 

Table 8. The conformity level of the single model of teacher welfare 
Model conformity Coefisien Criteria Description 

Chi-Square 1.7883 Minor (significant) Perfect 
P-value 0.097 ≥0.05 Perfect 

df 6   

 

 

Based on Table 8, it can be seen that the teacher welfare construct meets the Chi-Square 

requirements of 1.7883 which is smaller than the cut-off of 2.0 and the P-value of 0.097 is greater than 0.05 

with 6 degrees of freedom. So, the existing manifests are perfectly intact constructs. Third, confirmatory 

factor analysis of self-sustaining development. The results of the confirmatory analysis of self-sustaining 

development are presented in Figure 3. The results of the single model confirmatory analysis in Figure 3 

show that there are three manifests that measure the significance of the variable construct of sustainable self-

development. To see the validity of the construct can be seen from the value of lambda (λ), coefficient of 

determination (R2) and T-Value. The complete results can be seen in Table 9.  
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Figure 3. Confirmatory factor analysis of self-sustaining development variables 

 

 

Table 9. Construct validity of self-sustaining development variables 
No Manives λ R2 T-Value Description 

1. Y2.1 0.69 0.48 6.67 Valid 

2. Y2.2 0.71 0.50 6.77 Valid 
5. Y2.3 0.50 0.25 5.32 Valid 

 

 

Based on Table 9, it can be seen the construct validity of each indicator by comparing the T-value 

with the T-table on the degrees of freedom of each variable. The T-table value at 0 degrees of freedom with 

an alpha of 5% is 0.10. In addition, validity can also be seen from the loading factor value, namely the 

loading factor for each dimension is greater than 0.4. Thus, it can be concluded that the lambda coefficient or 

loading factor for each manifest is valid. For the level of reliability of the construct above, it is obtained 

0.671. It can be said that the variable of sustainable self-development is reliable because it is ≥0.60. Tests 

using the LISREL analysis criteria with the construct as a single model show the results as presented in Table 

10. Based on the table, it is known that the Chi-Square coefficient of 0.000 is less than the cut-off of 2.0 and 

the P-value of 1.00 is greater than 0.05. Thus, it can be said to be a perfectly intact construct. Fourth, 

confirmatory factor analysis of teacher job satisfaction construct. The results of the confirmatory analysis of 

job satisfaction are presented in Figure 4. 

 

 

Table 10. The conformity level of single model of self-sustaining development 
Model conformity Coefisien Criteria Description 

Chi-Square 0.000 Minor (significant) Perfect 

P-Value 1.000 ≥0.05 Perfect 

df 0   

 

 

 
 

Figure 4. Confirmatory factor analysis variables of teacher job satisfaction  
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The results of the single model confirmatory analysis above show that there are four manifests that 

measure the significance of the construct variable of teacher job satisfaction. To see construct validity, it can 

be seen from the lambda value (λ), the coefficient of determination (R2) and the T-value. Complete results 

can be seen in Table 11.  

 

 

Table 11. Construct validity of teacher job satisfaction variables 
No Manives λ R2 T-Value Description 

1. Y3.1 0.45 0.21 5.10 Valid 
2. Y3.2 0.77 0.59 8.81 Valid 

3. Y3.3 0.61 0.37 7.01 Valid 

4. Y3.4 0.54 0.41 7.37 Valid 

 

 

Based on Table 11, it can be seen the construct validity of each indicator by comparing the T-value 

with the T-table on the degrees of freedom of each variable. The T-table value at degrees of freedom 2 with 

an alpha of 5% is 2.920. All indicators have a T-count greater than T-table. In addition, validity can also be 

seen from the loading factor value, namely the loading factor for each dimension is greater than 0.4. Thus, it 

can be concluded that the lambda coefficient or loading factor of each manifest is valid. For the reliability 

level of the construct above, it is obtained 0.72, so it can be said that the teacher's job satisfaction variable is 

reliable because it is ≥0.60. Tests using the LISREL analysis criteria with the construct as a single model 

show the results as presented in Table 12.  

 

 

Table 12. The conformity level of the single model of teacher job satisfaction 
Model conformity Coefisien Criteria Description 

Chi-Square 2.095 Minor (significant) Perfect 

P-Value 0.12 ≥0.05 Perfect 

df 2   

 

 

Based on Table 12, it is known that the construct of teacher job satisfaction has met the specified 

requirements, namely a low Chi-Square coefficient of 2.095 and a P-value of 0.12 which is greater than 0.05. 

Fifth, confirmatory factor analysis teacher performance construct. The results of the confirmatory analysis of 

the teacher performance construct are presented in Figure 5. 

 

 

 
 

Figure 5. Confirmatory factor analysis of teacher performance variables 

 

 

In this study, the construct of teacher performance consists of six indicators. The results of the single 

model confirmatory analysis in Figure 5 show that there are six manifests that measure the significance of the 

teacher performance variable construct. The complete results of the confirmatory factor analysis of teacher 

performance variables can be seen in Table 13.  
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Table 13. Construct validity of teacher performance variables 
No Manives λ R2 T-Value Description 

1. Y4.1 0.62 0.38 5.70 Valid 
2. Y4.4 0.60 0.36 5.90 Valid 

3. Y4.5 0.62 0.39 6.04 Valid 

4. Y4.6 0.73 0.54 6.73 Valid 
5. Y4.8 0.60 0.36 5.87 Valid 

6. Y4.10 0.69 0.48 6.48 Valid 

 

 

Table 13 shows that overall, the lambda coefficient or loading factor of each manifest is valid. The 

reliability value reached 0.86 (reliable because ≥0.60). Tests using the LISREL analysis criteria with the 

construct as the single model for teacher performance variables show results as in Table 14.  

 

 

Table 14. The conformity level of teacher performance single model 
Conformity model Coefisien Criteria Description 

Chi-Square 1.564 Minor (significant) Perfect 

P-Value 0.12 ≥0.05 Perfect 

df 9   

 

 

Based on Table 14, it is known that the Chi-Square coefficient of 1.564 is smaller than the cut-off of 

2.0 and the P-value of 0.12 is greater than 0.05. Thus, it can be said that the manifest in the performance 

variables above is a perfect intact construct. The next analysis process is carried out by testing the goodness 

of fit. The complete results are presented in Table 15.  

 

 

Table 15. The goodness of fit test results 
Criteria Cut-off The calculation results Conclusion 

Absolute fit 

χ2 A minor result is expected 853.79 
Poor 

Significant ≥0.05 0.0000 

χ2/DF ≤2.00 1.9546 Good 

RMSEA ≤0.08 0.076 Good 
AGFI ≥0.90 0.70 Poor 

GFI ≥0.90 0.74 Poor 

Incremental fit 
CFI ≥0.95 0.74 Poor 

NFI ≥0.90 0.59 Poor 

Parsimony fit 
PGFI 0.6–0.90 0.64 Good 

PNFI expected to be close to 1 0.54 Poor 

Descriptions: Chi Square (χ2); Degree of freedom (DF);  
Root mean square of approximation (RMSEA); Adjusted goodness of fit index (AGFI);  

Goodness of fit index (GFI); Comparative fit index (CFI); Normed fit index (NFI);  

Persimony goodnes of fit index (PGFI); Persimony normed fit index (PNFI) 

 

 

Table 15 shows that the test model does not meet the criteria, especially the tests of absolute fit 

indices and parsimony fit indices. The results of the Chi-Square test show that the null hypothesis is rejected 

so that there is no difference between the model (population covariance) and the observed sample covariance. 

Based on the test results, it turns out that the x2/df value of 1.9546 is smaller than the cut-off =2. From the 

data, it can be concluded that the model can be said to be a fit. 

Furthermore, hypothesis testing is carried out to consider the significance value of the coefficients 

on each path. The significance value will be considered if the critical ratio is above 1.96 and the T-count is 

above 0.4. Table 16 shows the results of the hypothesis testing. To test the hypothesis that has a direct effect 

is done by looking at the results of the coefficient (standardized) and significance (p) on each path of the 

direct relationship. As for testing the indirect effect, a test will be carried out on the coefficient (standardized) 

of the indirect relationship with the Sobel test. Analysis using the structural equation model (SEM) was 

carried out to obtain the results of an analysis of the relationship between exogenous variables and 

endogenous variables either directly or indirectly. Based on the results of the analysis of Table 16, the 

following hypothesis testing can be carried out:  
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Table 16. The results of research hypothesis testing 

Paths  
Effects 

Total CR Conclusion 
Direct Indirect  

TPA → TW 0.66 - 0.66 5.27 Proven 
TPA → SSD 0.21 - 0.21 1.14 Not proven 

TPA → JS -0.05 - -0.05 0.29 Not proven 

TPA → TP 0.09 - 0.09 0.55 Not proven 
TW → SSD 0.64 - 0.64 2.94 Proven 

TW→ JS 0.82 - 0.82 2.36 Proven 

TW → TP -0.24 - -0.24 0.59 Not proven 
SSD → JS 0.06 - 0.06 0.21 Not proven 

SSD → TP 0.61 - 0.61 2.40 Proven 

JS → TP 0.42 - 0.42 1.53 Not proven 

Description: Teacher's professional attitude (TPA); Teacher welfare (TW) 

Self-Sustaining development (SSD); Job satisfaction (JS); Teacher performance (TP) 

Sobel Test, if the t hits ≥1.96, mediation occurs 
 

 

3.1. Teacher professional attitude toward teacher welfare, self-sustaining development, job 

satisfaction, and teacher performance  

First, the results regarding the teacher's professional attitude towards teacher welfare, self-sustaining 

development, job satisfaction, and teacher performance. The results also show several things. The first result 

is that the teacher's professional attitude influences teacher welfare because the coefficient value of the 

standardized regression weight is 0.66 and the t-count is 5.27. The second result is that the attitude of the 

teaching profession does not affect self-sustaining development because the coefficient value of the 

standardized regression weight is 0.21 and the t-count is 1.14. The third result is that the teacher's 

professional attitude does not affect teacher job satisfaction because the coefficient value of the standardized 

regression weight is 0.06 and the t-count is -0.29. The fourth result is that the teacher's professional attitude 

does not affect teacher performance because the coefficient value of the standardized regression weight is 

0.09 and the t-count is 0.55. 

The results of the study show that teachers' professional attitude has a significant effect on teacher 

welfare. The results are due to several things, such as the attitude of obeying school rules. The impact is that 

teachers get additional income so that their needs are met and more prosperous. This study is in line with  

the previous research [54], [55] stating that certification is more about increasing teacher welfare than 

increasing professionalism. 

Then, the teacher's professional attitude does not influence self-sustaining development because of a 

lot of administrative workloads, strict school rules, other expensive expenses, and retirement age. The results 

of this study are concerned to the previous findings [56] showing that teacher professional development is not 

positively related to teacher welfare. However, these results are in contrast to Adkoli's research [57] stating 

that the progress of professionalism provides a good future for teachers. 

The next result is that the teacher's professional attitude does not affect teacher job satisfaction. This 

is due to teachers’ incompatibility with their teaching assignments and lack of teaching expertise. The results 

of this study are same match with the results of other studies [41] showing that attitudes toward schools do 

not give teachers job satisfaction, but the results are not same with Buric and Moe’s findings [58] showing 

that teacher enthusiasm affects job satisfaction. 

The final result is that the teacher's professional attitude does not affect teacher performance. This 

result is due to the feeling of comfort in the presence of professional allowances and the additional workload 

outside of the main teaching duties. The results of this study are aligned with previous findings [59] showing 

that the professional attitude of teachers does not make teacher performance effective. 

 

3.2. Teacher welfare on self-sustaining development, job satisfaction, and teacher performance  

Second, the results regarding teacher welfare on self-sustaining development, job satisfaction, and 

teacher performance. The results also show several things. The first result is that the teacher's welfare 

influences the teacher's self-sustaining development because the coefficient value of the standardized 

regression weight is 0.64 and the t-count is 2.94. The second result is that teacher welfare influences teacher 

job satisfaction because the coefficient value of the standardized regression weight is 0.82 and the t-count is 

2.38. The third result is that teacher welfare does not affect teacher performance because the coefficient value 

of the standardized regression weight is -0.24 and the t-count is -0.59. 

The second finding is about teacher welfare on self-sustaining development, job satisfaction, and 

teacher performance. There are three findings at once. First, teacher welfare towards self-sustaining 

development. This is due to the availability of funds, motivation, as well as facilities and infrastructure such 

as seminars, workshops, education, and training related to the profession. The results of this study are aligned 
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with the findings of Maba et al. [60] stating that teacher welfare affects school education services. Second, 

teacher welfare affects job satisfaction. Previous findings [61]–[65] also show similar data, namely that there 

is a relationship between satisfaction and employee welfare. Third, teacher welfare does not affect teacher 

performance. The results of this study are aligned with the previous findings [66] stating that an increase in 

teacher allowances has no impact on teacher qualifications. 

 

3.3. Self-sustaining development on job satisfaction and teacher performance 

Third, the results regarding self-sustaining development on job satisfaction and teacher 

performance. The results also note several things. The first result, self-sustaining development does not affect 

teacher job satisfaction because the coefficient value of the standardized regression weight is 0.06 and the  

t-count value is 0.21. The second result is self-sustaining development influences teacher performance 

because the coefficient value of the standardized regression weight is 0.61 and the t-count value is 2.40. The 

results of the first study show that self-sustaining development does not affect teacher job satisfaction. This is 

due to the lack of time for self-development. Besides, government policies do not support teacher self-

development. This research is in line with other findings [67] showing that job satisfaction does not affect the 

professionalism of employees at public hospitals. However, this finding was refuted by Toropova et al. [68], 

Ismail and Rishani [69] because their research proves that professional development affects job satisfaction. 

The second result is that self-development affects teacher performance. The results of this research are 

aligned to previous study [70], [71] showing that career development has proven effective in improving 

employee performance. 

 

3.4. Teacher job satisfaction on teacher performance  

Fourth, job satisfaction does not affect teacher performance because the coefficient value of the 

standardized regression weight is 0.42 but the t-count value is 1.53. The final finding shows that job 

satisfaction does not affect teacher performance. This is due to the lack of smooth disbursement of 

professional allowances and the lack of teacher dedication. This research is in line with other findings [72], 

[68] showing that job satisfaction has no impact on employees’ performance. However, other researchers 

[73], [74] argue the finding because they can prove that job satisfaction affects teacher performance. 

 

 

4. CONCLUSION  

It is possible to conclude that teacher professional attitude has an impact on teacher welfare but has 

no impact on self-sustaining development, job satisfaction, or teacher performance. Teacher well-being 

influences self-sustaining development and job satisfaction, but not teacher performance. Self-sustaining 

development improves job satisfaction but has no effect on teacher performance, and job satisfaction 

improves teacher performance but has no effect on teacher performance. 

There are several limitations to this study, including a lack of focus on teachers' age characteristics. 

As a result, teachers may perceive instruments with varying outcomes. Future researchers should pay close 

attention to sample characteristics. The teacher's condition is then in a different area, so the teacher may have 

different insights. As a result, future researchers are encouraged to conduct a similar study in the same  

area. Furthermore, other researchers can conduct research with elementary or junior high school teachers  

as subjects. 

These findings provide theoretical and practical implications. The resulting theoretical implications 

are in the form of the availability of theories about the attitude of the teaching profession, teacher welfare, 

sustainable self-development, job satisfaction, and teacher performance. Meanwhile, the practical implication 

of these findings is that the research results can be used as material for further studies for future researchers, 

for example conducting an in-depth analysis of all the variables of this study or just a few variables. Future 

researchers can also upgrade research variables related to teacher performance, such as teacher wages, 

principal managerial, work discipline, leadership style, and others. 
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