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ABSTRACT  

This study seeks to investigate and explain the impact of principal leadership on the performance of 

driving teachers in North Konawe Regency, as mediated by organizational commitment. The strategy 

to this study is a survey that uses an explanatory research design. Data was collected cross-sectionally 

using a questionnaire. This study's population consisted of all driving teachers working in North 

Konawe Regency, which totaled 34 people. The sampling approach utilized in this study was a saturated 

sample, which is a sampling strategy that uses all members of the community as samples. This study's 

hypothesis was tested using the partial least squares (PLS) analysis method. The findings indicated that 

principle leadership had a favorable and significant impact on the performance of driving teachers. The 

principal's leadership had a major and positive impact on organizational dedication. Furthermore, 

organizational dedication had a good and significant impact on the performance of driving instructors. 

Organizational commitment has been shown to moderate the relationship between principal leadership 

and the performance of teachers. This study concludes that principal leadership has both a direct and 

indirect impact on the performance of driving teachers through organizational commitment. Based on 

the research findings, it is recommended that the main implement more supportive leadership, the school 

work environment is improved to strengthen the organizational commitment of teachers, and the 

allocation of time and support for the driving teacher in helping students is considered through training, 

workload management, and incentives. The implications of the research are that the respondents of this 

research are limited to the Driving Teachers in North Konawe Regency. As a result, it may limit the 

capacity to generalize the findings of this study, particularly to public organizations or agencies in 

different locations. 
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1. INTRODUCTION  

Education in Indonesia is currently 

continuing to strive to achieve equality and 

improve quality in accordance with the 

demands of the times. The education system 

has undergone many changes, especially 

with the implementation of the Independent 

Curriculum which focuses on developing 

student potential holistically (Kementerian 

Pendidikan, Kebudayaan, Riset, 2023). 

Before the Independent Curriculum, the 

Indonesian education system used the 

2013 Curriculum (K-13), which 

emphasized competency-based learning 
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with an integrative thematic approach. 

However, in practice, K-13 is often 

considered too dense and burdens students 

and teachers with a lot of material and 

administration. Evaluation of the 

implementation of K-13 shows that this 

curriculum is less flexible in adapting to the 

learning needs of students in various 

regions. 

One of the catalysts for change in the 

implementation of the Independent 

Curriculum is the Leading Teacher. They 

have a central role in encouraging the 

transformation of learning that is more 

flexible, innovative, and in favor of the 

needs and potential of students. As 

educators who have received special 

training, Leading Teachers are tasked with 

inspiring, guiding, and assisting colleagues 

in understanding and implementing the 

principles of the Independent Curriculum in 

schools. They also play a role in creating a 

culture of reflection and collaboration, so 

that schools can become learning 

ecosystems that are more adaptive to 

change. With strong leadership and a 

commitment to improving the quality of 

education, Leading Teachers are expected 

to be able to hasten the deployment of the 

independent Curriculum and ensure that the 

changes that occur have a truly positive 

impact on the development of students. 

Leading Teachers have a strategic role in 

accelerating the Implementation of the 

Independent Curriculum (IKM). As agents 

of change in schools, they are equipped with 

intensive training to develop student-

centered learning leadership. Before the 

Leading Teacher, many teachers in Konawe 

Regency faced obstacles in understanding 

changes in education policy. The 

curriculum that continues to develop is not 

balanced with adequate training, so teachers 

have difficulty in adjusting teaching 

methods to the needs of the times. As a 

result, the implementation of policies such 

as the 2013 Curriculum and the 

Independent Curriculum is not running 

optimally because teachers do not fully 

understand the concept of student-centered 

learning. (BGP, 2023) 

Based on the results of interviews with 

several Leading Teachers in Konawe 

Regency, one of the allegations of the low 

Performance of Leading Teachers is that 

the leadership of the principal is still 

ineffective, such as the principal has not 

been able to establish clear rules and 

instructions regarding the implementation 

of the Independent Curriculum, so that 

leading teachers have firm work 

guidelines. 

The improvement of the Performance of 

Leading Teachers theoretically and 

empirically which has been debated by 

previous researchers can be influenced by 

several factors both directly and indirectly, 

including the leadership of the principal. 

According to House and Mitchell (1974) 

quoted from (Robbins & Judge, 2015) 

states that the leader's job is to help his 

followers achieve goals and provide 

direction as needed. Consistent with the 

opinion of (Colquitt et al., 2015) that 

leadership is inspiring followers to commit 

to a shared vision that gives meaning to 

work, while developing the potential for 

performance achievement. Leadership 

based on conceptual richness, through 

charisma, individual consideration and 

intellectual stimulation, is believed to be 

able to produce ideas for future reach 

(Wirjana & Supardo, 2005). 

Previous research results on the influence 

of principal leadership on teacher 

performance conducted by (Zaim et al., 

2024) stated that there is a positive 

relationship between leadership and job 
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performance. Furthermore, the results of 

(Gökalp & Soran, 2022) research found that 

leadership has a positive and significant 

relationship with performance. (Qalati et 

al., 2022) in their research stated that 

leadership plays its role efficiently and 

encourages work among employees. 

However, there are differences in the results 

of research conducted by Furthermore, 

(Prasetya et al., 2023) found that leadership 

had no significant effect on performance. 

Furthermore, teacher performance is also 

influenced by organizational commitment. 

(Armstrong & Taylor, 2009) found a strong 

relationship between organizational 

commitment and performance. Consistent 

with Robbins' opinion (Robbins, 2010) 

explains that Organizational commitment is 

a state in which an employee sides with a 

certain organization and its aims, intending 

to maintain membership in the 

organization. An important key to gaining 

commitment is to help employees actualize 

themselves to achieve performance 

(Dessler, 2015). (Kreitner & Kinicki, 2014) 

stated that organizational commitment 

reflects individuals identifying themselves 

with the organization and committing to 

achieving organizational performance 

The results of previous research on the 

effect of organizational commitment on 

teacher performance by (Hosen et al., 2024)  

found that organizational commitment in 

the hospitality sector was significantly 

related to work performance. In line with 

research by (Thao et al., 2024) found that 

there was a positive relationship between 

organizational commitment (OC) and job 

performance (JP). Consistent with research 

by (Putri et al., 2023) that organizational 

commitment can be a driver in employee 

performance improvement strategies. Then, 

research conducted by (Setiadi et al., 2023) 

stated that employee performance is 

substantially influenced by organizational 

commitment. 

Based on the phenomena, theoretical basis 

and gaps or contradictions in the results of 

previous research, researchers are 

motivated to re-examine and re-explain the 

influence of principal leadership and 

organizational commitment on teacher 

performance both partially and through the 

mediation of organizational commitment.  
 

2. METHODS 

This research design uses a quantitative 

approach, with an explanatory research 

type. The data sources in this study consist 

of primary and secondary data. Based on 

the type of data, the data used in this study 

There are quantitative and qualitative data. 

While The data collecting strategies 

utilized include observation and 

questionnaires.  

The population in this study were all 

driving teachers who worked in North 

Konawe Regency, Southeast Sulawesi 

Province, totaling 34 people. The sampling 

method in this study was a saturated 

sample, namely a sampling technique 

when all members of the population are 

used as samples (Sugiyono, 2018), so that 

the number of samples was 34 people. The 

data analysis techniques used were 

descriptive analysis and Partial Least 

Square (PLS).  

3. RESULT AND DISCUSSION  

3.1 Variable Description 

The results of the description of 

respondents' answers to The variables in 

this investigation are listed in Table 1. The 

results of the description of the principal's 

leadership variables show that most 

respondents stated that they were very 
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good about the principal's leadership, as 

indicated by an average value of 4.32.

Table 1 

Mean Value and Outer Loading of Principal Leadership Variables 

Variable Indicator Item 
Outer 

Loading 
Mean Criteria 

Principal 

Leadership (X) 

X1 

X1.1 

0,856 

4,29 Very Good 

X1.2 4,18 Very Good 

X1.3 4,35 Very Good 

X2 

X2.1 

0,888 

4,24 Very Good 

X2.2 4,65 Very Good 

X2.3 4,24 Very Good 

X3 
X3.1 

0,813 
4,53 Very Good 

X3.2 4,32 Very Good 

X4 

X4.1 

0,897 

4,38 Very Good 

X4.2 4,06 Good 

X4.3 4,29 Very Good 

Mean Variable 4,32 Very Good k 

 
 

The results of the data measurement model 

computation in Table 1 show that the four 

indicators of the principal leadership 

variable measurement, as a whole, are valid 

for use in reflecting the measurement of the 

principal leadership variable. Proven by the 

estimated outer loading value of the four 

variables as a whole having a value of ≥ 

0.60 that the correlation between all 

measurement indicators is positive and 

significant. The description of the 

respondents' answers shows that the 

average value of the organizational 

commitment variable is very good, which is 

indicated by the average value of 4.37 

which is presented in Table 2 

Table 2 

Mean Value and Outer Loading of Organizational Commitment Variables 

Variable Indicator Item 
Outer 

Loading 
Mean Criteria 

Organizational 

Commitment 

(X) 

M1 

M1.1 

0,823 

4,50 Very Good 

M1.2 4,35 Very Good 

M1.3 4,35 Very Good 

M2 

M2.1 

0,927 

4,35 Very Good 

M2.2 4,53 Very Good 

M2.3 4,44 Very Good 

M3 

M3.1 

0,880 

4,18 Good 

M3.2 4,32 Very Good 

M3.3 4,32 Very Good 

Mean Variable 4,37 Very Good 

 

The results of the data measurement model 

computation in Table 2 show that the three 

indicators of organizational commitment 

variable measurement, as a whole, are 
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valid for use in reflecting the measurement 

of organizational commitment variables. 

Proven by the estimated outer loading 

value of the four variables as a whole 

having a value of ≥ 0.60 that the correlation 

between all measurement indicators is 

positive and significant. The performance 

variable of the driving teacher according to 

the respondents' perception is very good, 

as indicated by the average value of 4.38 

presented in Table 3. 

Table 3 

Mean Value and Outer Loading Performance of Leading Teacher Variables 

Variable Indicator Item 
Outer 

Loading 
Mean Criteria 

Performance of 

Leading Teacher 

(Y) 

Y1 
Y1.1 

0,896 
4,50 Very Good 

Y1.2 4,65 Very Good 

Y2 
Y2.1 

0,941 
4,38 Very Good 

Y2.2 4,38 Very Good 

Y3 
Y3.1 

0,904 
4,44 Very Good 

Y3.2 4,47 Very Good 

Y4 
Y4.1 

0,761 
4,21 Very Good 

Y4.2 4,12 Good 

Y5 
Y5.1 

0,849 
4,32 Very Good 

Y5.2 4,29 Very Good 

Mean Variable 4,38 Very Good 

 

The results of the data measurement model 

computation in Table 3 show that the three 

indicators of the performance variable 

measurement of the driving teacher, as a 

whole, are valid for use in reflecting the 

measurement of the driving teacher 

performance variable. This is proven by 

the estimated outer loading value of the 

four variables as a whole having a value of 

≥ 0.60 that the correlation between all 

measurement indicators is positive and 

significant. 

3.2 Testing of Structural Model and 

Research Hypothesis 

Hypothesis testing and direct influence 

path coefficient between The variables 

include principal leadership, 

organizational commitment, and driving 

teacher performance. Path coefficient 

value and critical point (t-statistic) 

displayed in the path diagram can show the 

results of the influence test between 

variables (see Figure). 1 and Table 4. 

 

 

 

 

 

 

 

 

 

 

Figure 1. Path Coefficient Diagram and Hypothesis Testing 
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Description: KKS = Principal Leadership (X), KO = Organizational Commitment (M), KGP 

= Performance of Leading Teacher. 

 

Table 4 

Path Coefficients and Direct Effect Hypothesis Testing 

Direct influence between variables 
Path 

Coef. 

t- 

statisti

k 

Sig. Hasil 

H1 Principal Leadership  Performance of 

Leading Teacher 
0,217 2,448 0,015 Accepted 

H2 Principal Leadership  Performance of 

Leading Teacher 
0,797 6,312 0,000 Accepted 

H3 
Organizational 

Commitment 
 Performance of 

Leading Teacher 
0,788 9,049 0,000 Accepted 

 

The test results in Figure 1 and Table 4, 

then the test of the direct influence path 

coefficient and the research hypothesis 

aims to answer whether the proposed 

hypothesis can be accepted or rejected, 

which can be explained as follows: 

H1. Principal Leadership has a positive and 

significant effect on the Performance of 

Leading Teachers 

The test results of the influence of principal 

leadership on the performance of leading 

teachers can be proven by the path 

coefficient estimate Value of 0.217 in the 

positive direction. The positive path 

coefficient indicates that the influence of 

principal leadership on the performance of 

leading teachers in North Konawe 

Regency is in the same direction, that is, 

the better the principle's leadership, the 

better the performance of the leading 

teachers. Then it can also be proven by a 

significance value of 0.015 <α= 0.05. The 

test results prove that principal leadership 

has a positive and significant effect on the 

performance of leading teachers. 

H2. Principal Leadership has a positive and 

significant effect on Organizational 

Commitment 

The test results of the influence of principal 

leadership on organizational commitment 

can be proven by the path coefficient 

estimate value of 0.797 with a positive 

direction. The positive path coefficient 

means that the influence of principal 

leadership on the organizational 

commitment of leading teachers in North 

Konawe Regency is in the same direction, 

namely the better the leadership of the 

principal, the better the organizational 

commitment of the leading teachers. Then 

it can also be proven by a significance 

value of 0.000 <α= 0.05. The test results 

prove that the principal's leadership has a 

positive and significant effect on 

organizational commitment. 

H3. Organisational commitment has a 

good and significant impact on the 

Performance of Leading Teachers 

The test results of the effect of 

organizational commitment on the 

performance of leading teachers can be 

proven by the estimated path coefficient 

The value is 0.788 in the positive direction. 

The positive path coefficient means that 

the effect of organizational commitment on 

the performance of leading teachers in 

North Konawe Regency is in the same 

direction, namely the greater the 

organizational commitment, the better the 

performance of leading teachers. Then it 
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can also be proven by a significance value 

of 0.000 <α = 0.05. The test results prove 

that organizational commitment has a 

favorable and significant impact on the 

performance leading teachers. 

The mediation effect test aims to detect the 

position of the intervening variable in the 

model. The PLS approach to testing 

mediating variables can be done by 

multiplying the value of the path 

coefficient of the influence of the 

exogenous variable by the mediating 

variable, then the path coefficient of the 

influence of the mediating variable by the 

endogenous variable and the difference in 

coefficient values. The results of the 

mediation effect test between variables are 

presented in the path diagram Table 5. 

 

Table 5:  

Path Coefficients and Hypothesis Testing. of Mediation Effect (indirect) 

Indirect Influence 
Path 

Coef. 

t- 

statisti

k 

Sig. Resilt 

H4 KKS          KO             KGP 0,628 5,992 0,000 Accepted 

Description: KKS = Principal Leadership (X), KO = Organizational Commitment (M), KGP 

= Performance of Leading Teacher. 

 

H4. Organizational commitment mediates 

the influence between principal leadership 

and the performance of the driving teacher 

 The test results illustrate the impact of 

principle leadership on the performance of 

the driving teacher with the mediation of 

organizational commitment can be proven 

by the estimated path coefficient value of 

0.628, then it can also be proven by the 

significance value of 0.000 <α= 0.05. The 

test results    demonstrate that 

organizational commitment greatly 

mediates the impact of principle leadership 

on performance. of the driving teacher. 

The model test findings in Figure 5.1 reveal 

that the route coefficient value of principle 

leadership's influence on organizational 

commitment and driving teacher 

performance is significant. In the first 

model, organizational commitment has a 

considerable effect on the performance of 

the driving teacher. However, the 

coefficient value of the impact of principle 

leadership on the performance of the 

driving teacher in the initial model is 

smaller (decreased) by 0.217 from the 

coefficient value The coefficient of the 

influence of principle leadership on driving 

teacher performance without accounting for 

the organizational commitment variable is 

0.846 (see Appendix 5). Thus, partial 

mediation is used to mediate the impact of 

principle leadership on driving teacher 

performance via organizational 

commitment. This finding implies that the 

principal's leadership might have a direct 

impact on the driving teacher's performance, 

as well as organizational commitment. The 

examination findings provide substantial 

empirical evidence that the principal's 

leadership has a considerable impact on the 

driving teacher's performance, which is 

mediated by organizational commitment. 

This suggests that the principal's leadership 

has a major influence on organizational 

commitment, which in turn has a significant 

impact on the driving teacher's 

performance., then the principal's 
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leadership significantly affects the 

performance of the driving teacher. Thus, 

there is sufficient empirical evidence to 

accept (H4) which states that organizational 

commitment mediates The impact of the 

principal's leadership on the performance of 

driving teacher. 

 

4. CONCLUSION 

According to the research findings, the 

principal's leadership plays a critical 

influence in increasing the performance of 

the driving teacher, both directly and 

indirectly. The study's findings revealed 

that the principal's leadership had a 

favorable and significant impact on both the 

driving teacher's performance and 

organizational commitment. Furthermore, 

organizational commitment was shown to 

have a favorable and significant effect on 

the driving teacher's performance, as well as 

the ability to mediate the relationship 

between the principal's leadership and 

driving teacher performance. This indicates 

that effective leadership not only has a 

direct impact on teacher performance but 

also strengthens organizational 

commitment which ultimately improves the 

performance of the driving teacher.  

Longitudinal research is also needed to 

observe changes in the dynamics of 

leadership, organizational commitment, and 

the performance of the driving teacher over 

a longer period of time. In addition, 

research can develop a more specific 

leadership model for the context of the 

driving teacher program by considering the 

unique characteristics of the role and 

challenges faced by the driving teacher in 

implementing the Merdeka Curriculum. 
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