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Work Environment This study aims to investigate the influence of the
Compensation Tea{cher work environment and compensation on the
Performance. Work performance of teachers with work culture as
Culture ’ mediators at the Firdaus Foundation. Using a

quantitative approach with path analysis (Partial
Least Squares, PLS), this study involved a sample of
32 teachers. The results of the study show that the
work environment and compensation have a
significant influence on work culture. However, work
culture does not have a significant effect on teacher
performance, and the work environment also does not
have a significant impact on teacher performance
directly. In addition, the indirect influence of the work
environment on teacher performance through work
culture is not significant, and work culture cannot
mediate the influence of compensation on teacher
performance. Although compensation showed a
significant influence on teacher performance, these
results did not support the hypothesis that
compensation directly affected teacher performance.
This study concluded that although work environment
and compensation variables have a significant effect
on work culture, work culture and work environment
do not directly affect teacher performance. The
originality of the research lies in the use of work
culture as a mediator in the context of the influence of
work environment and compensation on teacher
performance, providing new insights that are different
from the findings of previous research.

INTRODUCTION

Education is not just a process of conveying information, but also the
foundation of a nation's development. A strong education system that creates
skilled individuals, and is able to contribute positively to the development of
society and the country. In this context, the role of teachers is not only to be a

teacher in the classroom, but also to be the main agent of change that shapes
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character and guides the younger generation to success (Supardi, 2020).

Teachers are at the forefront of providing quality education for the younger
generation. They have a significant influence on shaping the future of the nation.
However, despite the central role teachers play, the challenges they face in
improving their performance in Indonesia remain a major concern. Although
various efforts have been made to enhance the quality of education, the reality is
that many teachers still encounter obstacles in performing their duties optimally.
Various reports and studies highlight that the quality of education in Indonesia
continues to face numerous barriers, one of which is that teachers' performance
does not always meet the expected level (Permata et al., 2023).

The factors influencing teacher performance are highly complex and
multidimensional. They are not only related to teaching abilities and
understanding of the subject matter but also involve factors such as motivation,
work environment, compensation, school culture, and management support.
Teacher performance issues cannot be separated from the context of the
educational system in Indonesia, which is often marked by various structural and
administrative challenges (Haeranah, Muslim, Haeruddin, 2022).

One of the main issues faced by teachers is low motivation. Many teachers
feel burdened by heavy workloads, lack of appreciation for their performance, and
insufficient opportunities for professional development. This can lead to
decreased enthusiasm and dedication in carrying out their duties, ultimately
affecting the quality of education they provide.

Teacher performance issues in Indonesia encompass various aspects, such
as low motivation, inadequate teaching skills, high absenteeism rates, and lack of
involvement in school activities. These factors indirectly affect the effectiveness
of learning and the quality of education provided by schools in Indonesia.

Regarding teacher performance in private schools in Indonesia, it varies
depending on various factors, including school characteristics, work environment
conditions, compensation, and school culture. An overview of teacher
performance in private schools in Indonesia includes: Teaching Quality,
Commitment to Education, Curriculum Flexibility, Relationships with Students
and Parents, Financial Challenges, Resource Constraints, Work Environment

Conditions.
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Firdaus foundation in Maros Regency, as one of the private educational
institutions, plays a strategic role in enhancing human resources quality in the
region. The quality of education produced by Firdaus foundation is significantly
determined by the performance of the teachers working at the institution.
Therefore, improving teacher performance becomes one of the main focuses for
this foundation.

Essentially, teacher performance is influenced not only by internal factors
such as skills and experience but also by external factors such as work
environment, compensation, and work culture. The work environment is also a
crucial factor affecting teacher performance. Poor work environments, such as
inadequate facilities, internal conflicts, and lack of support from fellow teachers
or school management, can hinder teacher performance. Conversely, a conducive
work environment can enhance teacher motivation and productivity.

Additionally, compensation is a factor that cannot be ignored in improving
teacher performance. Although many teachers have intrinsic motivation to teach,
fair and competitive compensation remains an important factor in maintaining job
satisfaction and teacher motivation. Inadequate compensation can lead to
dissatisfaction and financial instability, which ultimately can negatively impact
teacher performance.

Work culture in schools also plays a significant role in shaping teacher
performance. A positive work culture, where collaboration, open communication,
and mutual respect are encouraged, can create an environment that supports
teachers' growth and development. Conversely, a negative work culture, such as
office politics, favoritism, and lack of fairness, can hinder teacher performance
and create tension among school staff (Ahmad et al., 2023).

The importance of the impact of the work environment and compensation
on teacher performance has been widely recognized; however, several issues still
need to be addressed: 1) lack of understanding of the impact of the work
environment, 2) imbalance between job demands and compensation, and 3) lack
of understanding of the role of work culture (Budiman et al., 2022).

According to Brier & Lia Dwi Jayanti (2020), fair and competitive
compensation can motivate employees to deliver their best performance. Research
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related to compensation and employee performance by researchers such as
Salsabila & Anitra (2021), Yulandri (2020), and Gunawarman (2021) has shown
that "compensation has a positive and significant effect on employee
performance."

Research on the impact of the work environment and compensation on
teacher performance has been a popular topic in educational management
literature. For instance, studies by Notty (2021), Agmasari & Septyarini (2022),
and Iba et al. (2021) have found that a conducive work environment can enhance
teacher motivation and performance.

Few studies have examined this relationship through the mediator of work
culture, especially in the context of educational foundations in specific regions,
such as Yayasan Firdaus in Maros Regency. Therefore, this research is highly
urgent to provide a deeper understanding of the factors influencing teacher
performance.

Teacher performance in Indonesia, particularly in private schools like
Yayasan Firdaus in Maros Regency, still faces various complex and
multidimensional challenges. Factors such as low motivation, unsupportive work
environment, inadequate compensation, and negative work culture are major
barriers to improving teacher performance. Despite various efforts to enhance the
quality of education, many teachers still face difficulties in performing their duties
optimally, leading to the fact that the quality of education in Indonesia has not yet
reached the expected level (Permata et al., 2023; Haeranah, Muslim, &
Haeruddin, 2022).

This study aims to analyze the effects of the work environment,
compensation, and work culture on teacher performance at Yayasan Firdaus. The
focus of the research includes analyzing the direct effects of the work
environment and compensation on work culture, as well as the direct effects of
work culture, work environment, and compensation on teacher performance.
Additionally, the study also examines the indirect effects of the work environment
and compensation on teacher performance through work culture as a mediator.

The urgency of this research lies in the need to gain a deeper understanding
of the dynamics of factors influencing teacher performance, particularly at

Yayasan Firdaus. By identifying the impacts of the work environment,
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compensation, and work culture on teacher performance, this study is expected to
provide practical and theoretical guidance for improving the quality of education
in private schools. Furthermore, it has the potential to offer strategic
recommendations for foundation management in creating a conducive work
environment, fair compensation, and positive work culture, thereby supporting
better teacher performance and ultimately enhancing the quality of education at
Firdaus Foundation in Maros Regency.
Work Environment Theory

The work environment refers to all physical, social, psychological, and
organizational factors present at the workplace that affect the well-being,
productivity, and job satisfaction of employees or workers (Permata et al., 2023).
According to Notty (2021) and Agmasari & Septyarini (2022), some key
components of the work environment include: Physical Factors, Social Factors,
Psychological Factors, and Organizational Factors. Yahya (2022) states that the
work environment can be categorized into several types based on different aspects
affecting employee work experience, including: physical environment, social
environment, psychological environment, organizational environment, and virtual
environment.
Compensation Theory

Employees are key assets for any organization, actively playing roles as
planners, implementers, and controllers in achieving company goals. Employee
attitudes, whether positive or negative, affect work performance and dedication.
Therefore, positive attitudes need to be encouraged, and negative attitudes should
be eliminated to foster discipline (Ladjin et al., 2022). Compensation is the reward
received by employees, whether in the form of money or goods, as recognition for
their services to the company. Compensation includes various forms such as
salary, incentives, allowances, and office facilities (Edy Sutrisno, 2019;
Pembriana et al., 2022). The concept of compensation encompasses financial and
non-financial rewards given to motivate and enhance employee performance
(Suryani, 2019; Srimindarti, 2012).

According to Widyawati (2018), compensation can be divided into three

categories: 1) Direct financial compensation (wages, salaries, commissions,
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bonuses), 2) Indirect financial compensation (benefits), and 3) Non-financial
compensation (job satisfaction and work environment). Appropriate compensation
can improve motivation, satisfaction, and employee efficiency, supporting
organizational goals (Nugraha & Tjahjawati, 2018).

Work Culture Theory

Work culture theory emphasizes the role of organizational culture in
shaping employee behavior and performance through values, norms, beliefs, and
practices. A positive work culture creates a motivating, collaborative, and
innovative work environment. According to Fatimah & Frinaldi (2020), work
culture is the general perception of all members of the organization, encompassing
result orientation, attention to employees, work aggressiveness, and price stability.

Work culture serves as a guideline for behavior within the organization,
including discipline, openness, mutual respect, and cooperation (Salsabila &
Anitra, 2021). Work culture is closely related to organizational culture, which
includes norms, values, and beliefs of organizational members, and influences
how employees interact and complete tasks (Sianturi et al., 2021; Muratin, 2022;
Pradana & Sutoro, 2022). Research shows that a strong and positive work culture
can enhance individual and organizational performance by emphasizing
cooperation, open communication, recognition of achievements, and career
development opportunities (Cahyadi, 2018; Pradana & Sutoro, 2022;
Widhaswara, 2017; Anggeline et al., 2019).

Performance Theory

Performance is the result of a person's effort, capabilities, and actions in
specific situations. Performance evaluation is the process by which organizations
assess employees to achieve company goals, where individual performance is
closely related to institutional performance. High performance is usually
associated with skills and willingness to work in accordance with agreed-upon
compensation (Simon, 2017).

Measuring teacher performance aims to ensure that results meet the
standards set by the foundation. This evaluation helps in managing, monitoring,
and improving relationships with third parties, as well as making strategic
decisions related to outsourcing collaborations, with an emphasis on clear

parameters, measurable results, and transparent communication (Kristine, 2017).
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Several theories relevant to teacher performance include Agency Theory,
Resource-Based View Theory, and Transaction Cost Theory (Ftriyaningrum,
2019). Teacher performance is influenced by various factors such as teacher
quality and competence, leadership, organizational relationships, and contract
uncertainty. Common indicators for measuring teacher performance include
productivity, work quality, punctuality, attendance, discipline, and student
satisfaction (Herniah & Sudirman, 2020; Laily et al., 2023).

Based on the theories and previous research, the research hypotheses are as
follows:

H1: The work environment has a positive and significant effect on work culture.
H2: Compensation has a positive and significant effect on work culture.

H3: Work culture has a positive and significant effect on teacher performance.
H4: The work environment has a positive and significant effect on teacher
performance.

H5: Compensation has a positive and significant effect on teacher performance.
H6: The work environment has a positive and significant effect on teacher
performance through work culture as a mediator.

H7: Compensation has a positive and significant effect on teacher performance
through work culture as a mediator.

This is based on the conceptual framework of the research titled "Work
Culture as a Mediator: The Impact of the Work Environment and Compensation

on Teacher Performance at Yayasan Firdaus, Maros Regency."

Budaya Kerja
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Figure 1. Framework of Thought
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RESEARCH METHOD

This quantitative study tests hypotheses using methods appropriate for the
variables under investigation to obtain accurate results (Jamali et al., 2022). The
research methods include research design, population and sample, types and
sources of data, data collection techniques, operational definitions, and data
analysis techniques. This study falls into the survey category, using a sample from
either a large or small population to achieve generalization.

In this study, the population consists of all teachers at Yayasan Firdaus in
Maros Regency, totaling 32 individuals. The sample is taken from this population
using a saturated sampling technique, where the entire population is used as the
sample to ensure accurate representation. Primary data is collected directly from
respondents through a questionnaire, which is also used as the main data
collection tool (Priadina & Sunarsih, 2021).

The questionnaire consists of structured questions measuring compensation,
work environment, work culture, and teacher performance. Primary data is
collected through interviews or direct surveys, while secondary data is obtained
from existing sources such as scientific journals and books. The questionnaire is
completed voluntarily and confidentially using Google Forms.

Data analysis using SEM PLS involves categorizing research variables into
endogenous variables (teacher performance) and exogenous variables (work
environment and compensation). The mediating variable is work culture. Data
analysis includes measurement model, structural model, and hypothesis testing
using SmartPLS software. Measurement model evaluation covers individual item
reliability tests, internal consistency, and discriminant validity. Structural model
evaluation uses R Square values to assess the effect of independent latent
variables on the dependent variables (Hair et al., 2012).

Direct effects are analyzed by comparing t-statistic values with t-table
values, while indirect effects (mediation) are analyzed by calculating the Variance
Accounted For (VAF) to determine whether the mediation is perfect or partial
(Guenther et al., 2023).
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RESULTS AND DISCUSSION

Respondent Characteristics

A total of 32 questionnaires were distributed to teachers at Yayasan Firdaus
Maros, and all were completed in full. Based on age, the majority of respondents
fall into the 35 to 50 years age group, with 12 individuals or 37.5%. Gender
characteristics show that females dominate, with 21 individuals or 65.6%, while
males account for 11 individuals or 34.4%. The length of employment among
respondents varies, but the largest group comprises those who have worked for 2
to 5 years, totaling 34.4%. In terms of education, most respondents hold a
Bachelor's degree or its equivalent (87.5%), while those with a Master's degree
and high school education or equivalent account for only 6.3% each. Regarding
income, the most common income group is between Rp. 2,000,100 and 5,000,000
per month, with 12 individuals or 37.5%. The data collected provides a
comprehensive overview of the characteristics of the respondents involved in the
study.
Measurement Model Testing

Partial Least Squares (PLS) is a multivariate statistical method used to
analyze the relationships between independent and dependent variables. One of
the stages in PLS is measurement model testing, which aims to evaluate the
quality of the measurement of latent variables (constructs) in the analysis. This
testing includes several steps: outer loading factor, validity and reliability,
correlation tests between variables, and discriminant validity testing.
Outer Loading Factor

According to Heir et al. (2006), an outer loading value is considered good if
it is high, with a minimum value of 0.7 indicating that the indicator strongly
predicts the latent variable. Chin (1998) recommends a minimum value of around
0.6 or higher for good outer loading, while Fornell and Larcker (1981) suggest a
minimum value of 0.5 in factor analysis confirmation. Based on these opinions,
the researcher has set a minimum outer loading threshold of 0.5. In this study, the
loading factor values that did not meet the criteria were found in the independent
variable X1.3 with a value of 0.45. Since the value of X1.3 is less than 0.5, this

variable was removed, and modifications were needed to achieve good outer
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loading.
Figure 2. Post Modification Research Model
Table 1. Outher Loading
Budaya Kerja (Z) | Klnerja Guru (Y) | Kompensasi (X2) | Lingkungan Kerja (X1)

X1.1 0,643
X1.2 0,741
X1.4 0,895
X2.1 0,872
X2.2 0,894
Y1.1 0,850
Y1.2 0,862
Y13 0,865
Y14 0,508
Y15 0,798
Z11 0,702
Z1.2 0,861
Z1.3 0,917
Z14 0,867
Z15 0,831
Z1.6 0,899
Z1.7 0,868

Sumber : Output PLS:2024

In the table above, it can be explained that all variables, which include work

culture (2), teacher performance (), compensation (X1), and work environment

(X2), after modification and re-analysis using PLS Algorithm, achieved results

above 0.5, thus concluding that all variables have good outer loading.
Reliability and Validity Testing
Cronbach Alpha

The results of Cronbach’s alpha aim to evaluate the internal reliability of the

set of indicators used to measure a construct or latent variable in PLS analysis.

Cronbach’s alpha values range from 0 to 1, where higher values indicate better

internal reliability.

Volume 9 No 2, Juni 2024

273


https://jurnalekonomi.unisla.ac.id/index.php/jpim
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1524196316&1&&
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1453713456&1&&

Salmah Harun et al.

Jurnal Penelitian IImu Manajemen (JPIM)
https://jurnalekonomi.unisla.ac.id/index.php/jpim

Table 2. Cronbach’s Alpha

e-ISSN 2621-881X
p-ISSN 2502-3780

Construct Cronbach's Alpha
Work Culture (2) 0,936
Teacher Performance (Y) 0,839
Compensation (x2) 0,719
Work Environment (X1) 0,545

Source : Output PLS:2024

Discussion

Composite Reliability

Composite reliability is a measure of internal reliability and construction

or latent variables in PLS analysis. The composite reliability value ranges between

0 and 1 and the minimum requirement is 0.7, where a higher value indicates better

internal reliability.

Table 3. Composit Reliability

Construct Composite Reliability
Work Culture (Z) 0,948
Teacher Performance (Y) 0,888
Compensation (x2) 0,877
Work Environment (X1) 0,745

Source : Output PLS:2024

Average Variance Extracted (AVE)

Avarage Variance Extract (AVE) is a measure of construct validity in

Partial Least Squares (PLS) analysis. The AVE value measures how well the

indicators used in measuring a construct are able to explain the variance in that

construct compared to the variance of the overall indicators used in the model.

The AVE value is between 0 and 1, where higher values indicate better construct

validity. The minimum drinking requirement for an AVE value is 0.5 or higher.

Table 4. Average Variance Extracted (AVE)

Construct

Average Variance Extracted (AVE)

Work Culture (2) 0,726
Teacher Performance (Y) 0,621
Compensation (x2) 0,780
Work Environment (X1) 0,436

Sumber : Output PLS : 2004
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Discrimination Correlation Test
Fornell-Larcker Criterion

Table 5. Fornell - Larcker Criterion

Work Teacher Compensation Work
Culture (2) Performance F()x2) Environment
(Y) (X1)
Work Culture (2) 0,852
Teacher Performance 0,756 0,788
(Y)
Compensation (x2) 0,771 0,771 0,883
\(’;’(T)k Environment 0,780 0,787 0,812 0,660

Source: Output SPSS:2024
In the table above, all the roots of the Average Variance Extracted (AVE) for

each construct are greater than the correlation with the other variables. For the
work culture variable (Z), the AVE value was 0.852, which was greater than the
correlation with teacher performance (Y) of 0.756, compensation (X2) of 0.771,
and work environment (X1) of 0.780. Likewise, teacher performance (Y) has a
root value of AVE greater than compensation (X2) of 0.771 and work
environment (X1) of 0.787. The compensation (X2) has an AVE root value of
0.883, greater than 0.812. Thus, the validity of discrimination in this model has
been met.
Cross Loading

The cross-loading Nlkai of each construct is evaluated to ensure that the
correlation of the construct with the measurement item is greater than that of the
other constructs. The expected cross loading value is greater than 0.7.

Table 6. Cross Loading

Teacher . Work
Work Porf Compensation Environment
Culture (2) erformance (x2)

(Y) (X1)

X1.1 0,399 0,479 0,498 0,625
X1.2 0,407 0,219 0,438 0,622
X1.3 0,315 0,511 0,293 0,445
X1.4 0,786 0,722 0,782 0,877
X2.1 0,623 0,677 0,872 0,796
X2.2 0,735 0,686 0,894 0,645
Y1.1 0,608 0,849 0,775 0,715
Y1.2 0,686 0,863 0,618 0,681
Y1.3 0,759 0,867 0,610 0,737
Y1.4 0,265 0,504 0,489 0,384
Y15 0,551 0,797 0,519 0,500
Z1.1 0,702 0,489 0,561 0,596
Z1.2 0,860 0,648 0,716 0,677
Z1.3 0,917 0,730 0,766 0,764
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Z1.4 0,867 0,740 0,663 0,725
Z1.5 0,830 0,487 0,560 0,553
Z1.6 0,900 0,706 0,643 0,727
Z1.7 0,869 0,644 0,656 0,569

Source : Ouput SPSS:2024!
Structural Model Testing
The structural model test is analyzed after the data is processed through
bootstrapping analysis calculations. The results of this analysis are used to test the

hypothesis that has been proposed by looking at direct and indirect influences.

1.1

4.558
*—a 773 3
¢_,20.307

x1.2

X1.a

Lingkungan Merda
1)

Z1.1
Zi1.2 w11
Z1.3 ¥1.2
z1.4 S

Z1.5 w14

¥1.5

2.753 1.712

Figure 4. Bootstrapping

Analisis Pengaruh Langsung (direct effect)

The direct influence has a significant and insignificant impact on the
dependent variable. It is significant if the p value < 0.05 or T Statistics > 1.96. To
answer the hypothesis that has been proposed, it can be seen in the path
coefficient table.

Table 7. Path Coeficient

Original | Sample | Standard T Statistics
Sample Mean Deviation (I0/STDEV)) P Values
(9)) (M) (STDEV)
Budaya Kerja (Z) -> Klnerja Guru (Y) 0,368 0,381 0,233 1,580 0,115
Kompensasi (X2) -> Budaya Kerja (2) 0,469 0,420 0,170 2,753 0,006
Kompensasi (X2) -> Klnerja Guru (Y) 0,434 0,415 0,254 1,712 0,088
I(_iglgkungan Kerja (X1) -> Budaya Kerja 0381 0434 0157 2418 0016
7 , , , , ,
Lir;gkungan Kerja (X1) -> Klnerja Guru 0068 0083 0257 0.265 0791
v , , , , )

Source: Output Bootstrapping PLS:2024
The results showed that the work environment had a significant effect on
work culture (T Statistic 2.418, P Value 0.016) and compensation also had a
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significant effect on work culture (T Statistic 2.753, P Value 0.006).
However, work culture did not have a significant effect on teacher
performance (T Statistics 1.580, P Value 0.115), and work environment also
did not have a significant effect on teacher performance (T Statistics 0.265,
P Value 0.791). Compensation had a significant effect on teacher
performance (T Statistics 1.712, P Value 0.008), but these results did not
support the hypothesis that compensation had a positive and significant
effect on teacher performance.
Indirect Effect Analysis

This study examines the influence of the work environment and
compensation on teacher performance through work culture as an
intervening variable. Based on the results of bootstrapping analysis, indirect
effects are obtained which can be seen in the following table.

Tabel 8. Total Indirect Effect

- Samp T
Somple | /0| Ooviaton | S8 | P
(0) M) (STDEV) EV))
Kompensasi (X2) -> Kinerja | 475 | o156 | 0120 1444 | 0149
Guru (Y) ' ' ' ' '
Lingkungan Kerja (X1) ->
Kinerja Guru (Y) 0,140 0,166 0,134 1,046 0,296
Source: Calculation Bootstrapping PLS : 2024
The results showed that the indirect influence of the work

environment on teacher performance through work culture was not
significant, with T Statistics 1.046 and P Values 0.296, so the hypothesis
that the work environment had a positive and significant effect on teacher
performance through work culture as a mediator was not accepted. In
addition, compensation through work culture also did not have a significant
effect on teacher performance, with T Statistics 1.444 and P Values 0.149,
rejecting the hypothesis that compensation has a significant effect on
teacher performance through work culture.
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Table 9. Summary of Hypothesis Testing

Hipotesis T Statistics P Hasil
(|O/STDEV)) Values

Direct Effect

(X1) > (2) 2,418 0,016 | H1 accepted
(X2) > (2) 2,753 0,006 | H2 accepted
(2) ->(Y) 1,580 0,115 H3 rejected
(X1) ->(Y) 0,265 0,791 H4 rejected
(X2) -> (Y) 1,712 0,088 H5 accepted
Indirect Effect

(X2) ->Z> (Y) 1,444 0,149 | H6 rejected
X)) ->Z->(Y) 1,046 0,296 H7 rejected

Source: Ouput PLS: 2024

Discussion
The Influence of the Work Environment on Work Culture

The work environment has a significant effect on work culture, as evidenced
by the T Count of 2.418 and the P Value of 0.016, which shows that the first
hypothesis is accepted. This indicates that the improvement of the work
environment directly affects the work culture. The work environment includes a
variety of factors, both physical, social, and psychological, that affect an
individual's interactions and experiences in the workplace. Physical factors such
as office layout, interior design, lighting, temperature, and room cleanliness affect
work culture; For example, an open workspace with a modern design can support
a collaborative work culture, while a closed space may be more supportive of
independence. Social factors, including relationships between employees,
organizational structure, and communication patterns, also play an important role.
An environment that encourages collaboration and open communication has the
potential to result in a more inclusive work culture.

In addition, psychological factors such as leadership, policy, and
management style affect work culture, where fair and transparent leadership tends
to form a positive culture, while authoritarian management styles can result in a
less secure culture. Work policies and practices, such as time flexibility and
performance incentives, also affect work culture; An environment that supports
work-life balance and personal development tends to create an innovative culture.

Consistently applied organizational norms can influence work culture by
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emphasizing values such as integrity and social responsibility. External factors
such as industry trends and market competition also play a role in shaping work
culture.

Overall, the theoretical support and research results reinforce that the work
environment plays an important role in shaping work culture, and understanding
these relationships can help organizations develop strategies to improve work
culture and improve overall performance (Rezita, 2014; Adela Putri et al., 2022;
Aryani et al.,, 2021; Barsade & Gibson, 2007 in Afiat, 2023; Simon, 2017,
Ftriyaningrum, 2019; Kristine, 2017).

The Effect of Compensation on Work Culture

The results show that compensation has a significant influence on work
culture. Previous research and theory confirm that compensation, including
salaries, incentives, and other benefits, affects work culture within organizations.
Compensation plays a role in employee motivation and job satisfaction; for
example, Maslow's Needs Theory states that fair compensation can meet
employees' basic needs, such as financial security and self-esteem, which
increases motivation and contributes positively to work culture (Wardani, 2017).

Social Justice Theory adds that compensation that is considered fair
improves psychological well-being and organizational commitment, forming a
positive and inclusive work culture (Fuadi et al., 2022). Competitive
compensation strengthens the identification of employees with organizational
values, making them more motivated to achieve common goals (Aryani et al.,
2021).

Empirical research supports this positive relationship; for example, a study
by Misna et al. (2022) found that compensatory satisfaction was associated with
higher job satisfaction and a positive contribution to work culture. Milkovich and
Newman (2002) also show that the design of a compensation system that aligns
with organizational goals forms a work culture that is consistent with the
organization's vision (Wang et al., 2022). In conclusion, compensation that is fair,
competitive, and commensurate with employee contributions can increase
motivation, satisfaction, and commitment, as well as reinforce the desired work

culture, which is essential for improving overall organizational performance.
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The Influence of Work Culture on Teacher Performance

The results of the study provide information that work culture does not have
a significant effect on teacher performance. Research that shows that work culture
does not have a significant effect on teacher performance is interesting, especially
since many previous theories and empirical research results show that work
culture can have a significant impact on employee performance. Some
explanations and theoretical support as well as empirical research results that are
relevant to the findings.

Theories such as expectations, fairness theory, and contingency theory state
that factors such as motivation, job satisfaction, and perception of fairness can
affect employee performance (Vroom, 1964; Adams, 1965; Lawler & Porter,
1967). A positive, inclusive, and supportive work culture can create an
environment where employees feel motivated to achieve organizational goals and
feel satisfied and their jobs.

Many previous studies have shown a positive relationship between
employee culture and performance. A study by (Muratin, 2022) found that
organizations with a strong culture in terms of goal-oriented, adaptability,
openness, and consistency have higher performance levels.

The finding that work culture does not have a significant effect on teacher
performance can also be caused by several alternative explanatory factors. For
example, there may be mediator variables that moderate the relationship between
work culture and performance, or there may be other external factors that are
more dominant in influencing teacher performance, such as educational policies,
student characteristics, or support from parents (Iba et al., 2021).

These findings demonstrate the importance of further research to understand
the complex dynamics between work culture and employee performance in a
specific context such as education. The practical implications of these findings
include the need to focus on other factors that can improve teacher performance,
such as professional development, managerial support, or improving school
infrastructure.

The Influence of Work Environment on Teacher Performance

The results showed that the work environment did not have a significant
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effect on teacher performance, although motivation theories such as expectation
theory and needs theory emphasized the importance of the work environment in
improving performance. Theories of organizational psychology also underline the
role of perception of fairness and support in influencing performance.

Previous research, such as by Leithwood et al., has shown that work-
environment factors such as leadership and administrative support can have a
significant impact on teacher performance. These findings underscore the
importance of paying attention to and improving aspects of the work environment
in educational institutions to affect teachers' motivation and well-being. Further
research that considers contextual factors and additional mediators may be needed
to understand this relationship in more depth.

The Effect of Compensation on Teacher Performance

The results of the study show that compensation has a positive and
significant effect on teacher performance. These findings are in line with
motivational theories in organizational psychology, such as the Hope Theory and
the Needs Theory, which state that employees, including teachers, will be more
motivated to improve performance if they believe their efforts will produce the
desired results and are satisfied with the compensation received (Vroom, 1964;
Maslow, 1943).

Equity Theory also emphasizes the importance of fair and appropriate
compensation for contributions and achievements to improve satisfaction and
performance (Adams, 1965). Empirical research, such as those conducted by Kim
and Wright (2011), shows that satisfaction with compensation is associated with
better performance, and Milkovich and Newman (2002) found that designing a
compensation system that aligns with organizational goals can improve teacher
performance. These findings suggest that creating a fair, transparent compensation
system that considers non-financial incentives can be effective in improving
teacher performance and the quality of education.

The Influence of the Work Environment on Teacher Performance and Work
Culture as a Mediator (Not Significant)

Research on the influence of the work environment on teachers'

performance with work culture as a mediator shows insignificant results,

highlighting complex dynamics in the context of education. Contingency theory
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suggests that the influence of the work environment on performance depends on
contextual factors such as leadership support, resources, and inter-staff
relationships. If these factors are inadequate, the influence of the work
environment on teacher performance becomes insignificant.

Previous empirical findings have also shown that work culture is not always
effective as a mediator, which can reduce the impact of the work environment on
performance. The results of this study emphasize the need for further studies to
understand the interaction of these variables and improve teacher performance and
the effectiveness of the work environment in education.

The Effect of Compensation on Teacher Performance and Work Culture as a
Mediator.

The results of the study showed that compensation did not have a significant
indirect effect on teacher performance through work culture as a mediator. This
can be explained by several factors, including the complexity of the relationship
between variables, the variability of teacher perception, measurement limitations,
contextual factors, and the effect of time.

The relationship between compensation, work culture, and teacher
performance can be influenced by other variables such as intrinsic motivation and
work environment conditions. Varying perceptions among teachers can lead to
inconsistent results. Limitations in performance measurement can also affect the
findings, as some important aspects of performance may not be measurable.
Contextual factors such as government policies and economic conditions can also
affect the results of the study. In addition, the impact of compensation and work
culture on performance may take time to develop.

Previous research, such as studies by Smith et al. (2021) and Wang et al.
(2022), show that while compensation can affect work culture, its effects on
performance are not always immediate. Research by Li et al. (2023) and Garcia-
Carbonell et al. (2020) indicates that work culture can mediate the relationship
between compensation and performance, but not always significantly. A meta-
analysis by Wang et al. (2023) also supports that the direct relationship between
compensation and performance is not always significant. These findings conclude

that compensation indirectly does not significantly affect teachers' performance
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through work culture as mediators.
CONCLUSIONS AND RECOMMENDATIONS
Conclusion

Based on the results and discussion of this study, the following conclusions
can be drawn: First, the work environment has a significant effect on work
culture. Second, compensation also has a significant effect on work culture. Third,
work culture does not have a significant effect on teacher performance. Fourth,
the work environment does not have a significant effect on teacher performance.
Fifth, compensation has a significant effect on teacher performance. Sixth,
compensation does not have a significant effect on teacher performance through
work culture. Seventh, the work environment does not have a significant effect on
teacher performance through work culture. From these findings, the most
dominant variables that influence are compensation for work culture and
compensation for teacher performance.

Based on the results and discussion of this study, the following conclusions
can be drawn: First, the work environment has a significant effect on work
culture. Second, compensation also has a significant effect on work culture. Third,
work culture does not have a significant effect on teacher performance. Fourth,
the work environment does not have a significant effect on teacher performance.
Fifth, compensation has a significant effect on teacher performance. Sixth,
compensation does not have a significant effect on teacher performance through
work culture. Seventh, the work environment does not have a significant effect on
teacher performance through work culture. From these findings, the most
dominant variables that influence are compensation for work culture and
compensation for teacher performance.

Based on the results and discussion of this study, the following conclusions
can be drawn: First, the work environment has a significant effect on work
culture. Second, compensation also has a significant effect on work culture. Third,
work culture does not have a significant effect on teacher performance. Fourth,
the work environment does not have a significant effect on teacher performance.
Fifth, compensation has a significant effect on teacher performance. Sixth,
compensation does not have a significant effect on teacher performance through

work culture. Seventh, the work environment does not have a significant effect on
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teacher performance through work culture. From these findings, the most
dominant variables that influence are compensation for work culture and
compensation for teacher performance.
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