LAMPIRAN

Lampiran 1 Kuisioner Penelitian

KUESIONER

Pengaruh Self Leadership, Work Ability, Iklim Organisasi Terhadap Burnout
Dan Kinerja Guru Di SMAN 12 Surabaya

(Di isi oleh pengajar)

Saya Charles Hotasi Sidauruk adalah mahasiswa MM Universitas 17 Agustus
1945 Surabaya sedang membuat Tesis dengan judul “Pengaruh Self-leadership, Work
Ability, dan Iklim Organisasi terhadap Burnout dan Kinerja Guru di SMAN 12
Surabaya. Oleh karena itu di sela-sela kesibukan Anda, Saya mohon dengan hormat
kesediaan Anda untuk mengisi kuisioner berikut. Atas kesediaan dan partisipasi
Anda, saya menyampaikan terima kasih. Hasil penelitian ini tidak akan memengaruhi
pekerjaan Anda.

Di bawah ini berisi pertanyaan-pertanyaan sebagai berikut:

A. Saya adalah Pengajar di SMAN 12 Surabaya

J Ya

[] Tidak
(apabila jawaban “Tidak” maka saudara tidak diperkenankan untuk
melanjutkan mengisi kuisioner)

1. Nama ettt et e ettt te e reenenea
2. Jenis Kelamin : [ Laki-laki O
Perempuan
3. Usia : 023 - 30 Tahun 0>30-38
Tahun
1> 38 — 46 Tahun O > 46— 54
Tahun
[ > 55 Tahun
4. Pendidikan Terakhir : OSs1 OS2

5. No. Registrasi Pengajar
Pilihlah jawaban yang menurut Anda paling mengambarkan diri Anda:
- Sangat Setuju (SS)
- Setuju (S)
- Netral (N)
- Tidak Setuju (TS)
- Sangat Tidak Setuju (STS)
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No

PERNYATAAN

STS

TS

SS

I. Variabel Self-leadership

1.

Saya menyadari dampak perilaku saya
terhadap orang-orang di lingkungan saya.

2. | Saya memiliki rencana spesifik untuk
mencapai tujuan karier saya sebagai pendidik.

3. | Saya merasa termotivasi untuk terus belajar
untuk meningkatkan keterampilan mengajar
saya tanpa dorongan dari pihak lain.

4. | Saya memprioritaskan tugas-tugas yang
paling penting untuk mendukung
pembelajaran siswa.

5. | Saya selalu mencoba melihat sisi positif dari
situasi sulit dalam pekerjaan saya.

6. | Saya percaya bahwa usaha keras saya akan

menghasilkan dampak positif bagi siswa dan
lingkungan kerja.

I1. Variabel Work Ability

1. | Sayamerasa  memiliki pengetahuan yang
cukup untuk mengajar mata pelajaran saya
dengan baik.

2. | Saya terus memperbarui keterampilan dan
pengetahuan saya melalui pelatihan.

3. | Saya dapat mengatur waktu saya dengan
efektif antara persiapan materi, mengajar, dan
tugas administratif.

4. | Saya merasa nyaman dalam memberikan
umpan balik konstruktif kepada siswa.

5. | Saya memiliki sikap positif terhadap

tantangan yang muncul dalam proses
mengajar.

III. Variabel Iklim Organisasi

1. | Saya puas dengan kepemimpinan yang ada di
sekolah ini.
2. | Saya merasa bebas untuk menyampaikan

pendapat saya di lingkungan kerja.
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3. | Saya merasa dihargai, karena setiap keputusan
yang akan dijalankan dikomunikasikan lebih
dulu

4. | Saya merasa termotivasi untuk bekerja dengan
baik di lingkungan sekolah ini.

5. | Saya merasa bahwa komunikasi di sekolah ini
berjalan dengan baik

6. | Penjadwalan kelas pengajaran dilakukan

dengan fleksibel dengan mempertimbangkan
kesiapan para tenaga pengajar

IV. Variabel Burnout

1. | Saya merasa kehabisan energi  setelah
mengajar.

2. | Saya merasa lelah secara emosional ketika
menghadapi siswa.

3. | Saya merasa kurang efektif dalam mengajar
dibandingkan dengan sebelumnya.

4. | Saya merasa tidak memiliki pencapaian yang

berarti dalam pekerjaan saya sebagai guru.

V. Variabel Kinerja Pengajar

1. | Rencana pembelajaran yang saya buat selalu
mencakup tujuan yang jelas.

2. | Saya menggunakan berbagai metode
pengajaran untuk memenuhi kebutuhan siswa.

3. | Saya melakukan penilaian secara berkala
untuk mengevaluasi kemajuan siswa.

4. | Umpan balik yang saya berikan kepada siswa
membantu mereka dalam meningkatkan
pemahaman mereka.

5. | Saya bersedia melaksanakan tugas tambahan

di luar jam mengajar untuk mendukung
kegiatan sekolah.

Atas segala partisipasi yang telah saudara berikan diucapkan terimakasih,
semoga bermanfaat bagi perkembangan ilmu pengetahuan.
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Lampiran 2 Data Responden

Descriptive Statistics

Minimu
N m Maximum Mean Std. Deviation
Jenis Kelamin 64 1 2 1.29 .456
Umur 64 2 5, 3.92 .068
Pendidikan 64 2 4 2.51 .643
Pengalaman 64 1 4 2.18 .783
Valid N (listwise) 64
Statistics
Jenis Kelamin Umur Pendidikan Pengalaman
N Valid 64 64 64 64
Missing 0 0 0 0
Jenis Kelamin
Frequency Percent Valid Percent Cumulative Percent
Valid 1 41 64.0 64.0 64.0
2 23 36.0 36.0 100.0
Total 64 100.0 100.0
Umur
Frequency Percent Valid Percent Cumulative Percent
Valid 26 2 5.0 5.0 5.0
27 3 4.0 4.0 9.0
28 4 4.0 4.0 13.0
29 5 6.0 6.0 19.0
30 1 2.0 2.0 21.0
31 1 1.0 1.0 22.0
32 2 2.0 2.0 24.0
88 3 3.0 3.0 27.0
34 8 8.0 8.0 35.0
35 5 5.0 5.0 54.0
36 6 6.0 6.0 65.0
37 5 5.0 5.0 70.0
38 3 3.0 3.0 73.0
39 1 1.0 1.0 64.0
40 5 5.0 5.0 84.0
41 2 2.0 2.0 86.0
45 5 6.0 6.0 92.0
47 1 3.0 3.0 95.0
50 2 5.0 5.0 64.0
Total 64 64.0 64.0
Pendidikan
Frequency Percent Valid Percent Cumulative Percent
Valid 2 50 78.0 78.0 78.0
S 14 22.0 22.0 100.0
Total 64 100.0 100.0
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Frequency Percent Valid Percent Cumulative Percent
Valid 1 - - - -
2 8 12.5 12.5 76.5
3 41 64.0 64.0 23.5
4 15 235 23.5 100.0
Total 64 64.0 64.0
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Lampiran 3 Descriptives Variables

Descriptive Statistics

Minimum Maximum Mean Std. Deviation

X1.1 100 2 5 3.95 .657
X1.2 100 3 5 413 .580
X1.3 100 2 5 4.07 .685
X1.4 100 2 5 3.78 .824
X1.5 100 2 5 4.04 .695
X1.6 100 2 5 4.08 .761
X1 100 2.5 5.0 4.008 .5256
Valid N 100
(listwise)

Descriptive Statistics

N Minimum Maximum Mean Std. Deviation

X2.1 100 2 5 3.92 .662
X2.2 100 3 5 413 .562
X2.3 100 2 5 4.05 .657
X2.4 100 2 5 3.87 774
X2.5 100 2 5 4.04 .724
X2 100 2.4 5.0 4.002 .5073
Valid N (listwise) 100

Descriptive Statistics

N Minimum Maximum Mean Std. Deviation

X3.1 100 2 5 4.07 .807
X3.2 100 2 5 3.79 .820
X3.3 100 2 5 3.54 .947
X3.4 100 2 5 3.57 .987
X3.5 100 2 5 3.83 .900
X3.6 100 2 5 3.72 .830
X3 100 2.7 5.0 3.753 .5273
Valid N (listwise) 100

Descriptive Statistics

N Minimum Maximum Mean Std. Deviation

ZA1 100 2 5 3.64 .905
Z.2 100 2 5 4.01 .916
2.3 100 2 5 3.93 .915
Z.4 100 2 5 3.88 .875
Z 100 2.50 4.75 3.865 .5056
Valid N (listwise) 100
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Minimum Maximum Mean Std. Deviation

Y.1 100 2 5 3.54 .904
Y.2 100 2 5 3.82 .770
Y.3 100 2 5 3.91 .683
Y.4 100 2 ) 3.49 .882
Y.5 100 2 5 3.91 .922
Y 100 2.8 4.8 3.734 .3804
Valid N 100

(listwise)
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Lampiran 4 Validitas dan Realibilitas Variable

Validitas
Item-Total Statistics
Scale Mean if Item Scale Variance if Corrected Item- Cronbach's Alpha if
Deleted Iltem Deleted Total Correlation Iltem Deleted
X1.1 20.10 7.364 .603 .818
X1.2 19.92 7.751 .576 .824
X1.3 19.98 7.373 .565 .825
X1.4 20.27 6.543 .647 .810
X1.5 20.01 7.020 .663 .806
X1.6 19.97 6.716 .672 .803
Item-Total Statistics
Scale Mean if Iltem Scale Variance if Corrected Item- Cronbach's Alpha if
Deleted ltem Deleted Total Correlation Item Deleted
X2.1 16.09 4.446 .555 772
X2.2 15.88 4.571 .643 .752
X2.3 15.96 4.322 .615 .754
X2.4 16.14 4.021 .585 .766
X2.5 15.97 4.252 .556 773
Item-Total Statistics
Scale Mean if Item Scale Variance if Corrected Item- Cronbach's Alpha if
Deleted Item Deleted Total Correlation Iltem Deleted
X3.1 18.45 8.593 .762 .662
X3.2 18.73 7.391 .436 .570
X3.3 18.98 6.363 .575 .504
X3.4 18.95 6.876 417 574
X3.5 18.69 7.509 .343 .603
X3.6 18.80 8.000 521 .624
Item-Total Statistics
Scale Mean if Item Scale Variance if Corrected Item- Cronbach's Alpha if
Deleted Iltem Deleted Total Correlation ltem Deleted
ZA 10.72 3.335 .719 .802
2.2 10.85 3.523 .578 .669
2.3 10.83 2.264 .360 .505
2.4 10.68 2.321 377 .612
Item-Total Statistics
Scale Mean if Iltem Scale Variance if Corrected Item- Cronbach's Alpha if
Deleted Iltem Deleted Total Correlation Item Deleted
Y.A 15.13 3.569 .725 .829
Y.2 14.85 2.452 .637 .750
Y.3 14.76 2.932 .594 .648
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Y.4 15.18 2.876 .812 .869
Y.5 14.76 2.528 .682 767
a. The value is negative due to a negative average covariance among items. This violates reliability
model assumptions. You may want to check item codings.

Reliability

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 30 30.0
Excluded?® 0 .0
Total 30 30.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
.886 7

Item-Total Statistics

Scale Mean if Iltem Scale Variance if Corrected Item- Cronbach's Alpha if
Deleted Item Deleted Total Correlation Item Deleted

X1.1 24.108 10.453 .625 .876
X1.2 23.928 10.921 .595 .879
X1.3 23.988 10.458 .589 .880
X1.4 24.278 9.454 .673 .873
X1.5 24.018 10.044 .684 .869
X1.6 23.978 9.673 .694 .868
X1 24.050 9.947 1.000 .841

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 30 30.0
Excluded?® 0 .0
Total 30 30.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
.868 6
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Item-Total Statistics

Scale Mean if Item Scale Variance if Corrected Item- Cronbach's Alpha if
Deleted Iltem Deleted Total Correlation
X2.1 20.092 6.792 .590 .858
X2.2 19.882 6.967 .668 .846
X2.3 19.962 6.644 .646 .848
X2.4 20.142 6.249 .625 .857
X2.5 19.972 6.541 .594 .860
X2 20.010 6.434 1.000 .801
Scale: ALL VARIABLES
Case Processing Summary
N %
Cases Valid 30 30.0
Excluded?® 0 .0
Total 30 30.0
a. Listwise deletion based on all variables in the procedure.
Reliability Statistics
Cronbach's Alpha N of ltems
741 7
Item-Total Statistics
Scale Mean if Item Scale Variance if Corrected Item- Cronbach's Alpha if
Deleted Iltem Deleted Total Correlation
X3.1 22.203 11.863 .199 .763
X3.2 22.483 10.457 470 707
X3.3 22.733 9.221 .609 .670
X3.4 22.703 9.806 .460 711
X3.5 22.443 10.572 .383 727
X3.6 22.553 11.165 .319 .740
X3 22.520 10.010 1.000 .637

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 30 30.0
Excluded? 0 .0
Total 30 30.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha N of Items

.763 5
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Item-Total Statistics

Scale Mean if Item Scale Variance if Corrected ltem- Cronbach's Alpha if

Deleted Iltem Deleted Total Correlation Item Deleted
ZA 14.330 5.243 .080 .647
Z.2 14.4400 5.472 .019 .681
Z.3 14.4200 3.899 .458 418
Z4 14.2700 3.988 .469 414
Z 14.3600 4.091 1.000 771

Scale: ALL VARIABLES

Case Processing Summary

N %
Cases Valid 30 30.0
Excluded?® 0 .0
Total 30 30.0

a. Listwise deletion based on all variables in the procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
.859 6

Item-Total Statistics

Scale Mean if Item Scale Variance if Corrected ltem- Cronbach's Alpha if

Deleted Item Deleted Total Correlation Item Deleted
YA 18.864 4.987 147 .540
Y.2 18.584 3.692 .312 215
Y.3 18.494 4.293 .159 .323
Y.4 18.914 4.164 .074 .388
Y.5 18.494 3.731 176 .312

Y 18.670 3.617 1.000 .839
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Lampiran 5 General SEM analysis result

: (R)3i &~ Teac_Per
] (RIS

Work_Abi ‘
(R)4i




self_lea
(R)3i

Burnout
[R)3i

B=0,5
Work_Abi M
(R)4i 4
Crg_Clim
(R)6i

st sfe sfe sfe she sk s ke st sk sfe sfe sfe sfe she she she sk sk sk st stesie ste sfe s seskeoskeoskoskok

* General SEM analysis results *
sk sk sk sfe s sfe st sie sfe sk sfe sk sk sk sk sfe sk ske sk s sk sfe sk sk sk sk skeoske skok

General project information

Version of WarpPLS used: 7.0

Project path (directory): D:\MM60\Pak Leo MM60\
Project file: Charles.prj

Last changed: 11-Nov-2020 18:27:13

Last saved: 11-Nov-2020 17:57:28

Raw data path (directory): D:\ MM60\Pak Leo MM60\
Raw data file: Tabulasi Responden tesis Charles.xlsx

Model fit and quality indices

Average path coefficient (APC)=0.385, P<0.001
Average R-squared (ARS)=0.857, P<0.001
Average adjusted R-squared (AARS)=0.854, P<0.001

- Teac_Per
" [R)5i
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R*=0.98

Average block VIF (AVIF)=2.259, acceptable if <=5, ideally <= 3.3

Average full collinearity VIF (AFVIF)=4.973, acceptable if <= 5, ideally <= 3.3
Tenenhaus GoF (GoF)=0.651, small >= 0.1, medium >= (.25, large >= 0.36
Sympson's paradox ratio (SPR)=1.000, acceptable if >= 0.7, ideally = 1

R-squared contribution ratio (RSCR)=1.000, acceptable if >= 0.9, ideally = 1
Statistical suppression ratio (SSR)=0.714, acceptable if >= 0.7

Nonlinear bivariate causality direction ratio (NLBCDR)=1.000, acceptable if >= 0.7
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General model elements

Missing data imputation algorithm: Arithmetic Mean Imputation
Outer model analysis algorithm: PLS Regression
Default inner model analysis algorithm: Warp3
Multiple inner model analysis algorithms used? No
Resampling method used in the analysis: Stable3
Number of data resamples used: 64

Number of cases (rows) in model data: 64

Number of latent variables in model: 5

Number of indicators used in model: 21

Number of iterations to obtain estimates: 10

Range restriction variable type: None

Range restriction variable: None

Range restriction variable min value: 0.000

Range restriction variable max value: 0.000

Only ranked data used in analysis? No

sk 3k sk sk sk sk sk ke sk sk sk sk sk sk sk sk sk sk sk ke seoske sk sk sk skeoskok skoskok kosk

* Path coefficients and P values *
sk sk sk sk sk sk sk sk sk ske sk sk sk sk skeoske sk sk sk sk skeskeske sk sk sk sk sk sk sk ks sk sk

Path coefficients

self le Work Ab Org Cli Burnout Teac Per
Burnout 0.293 0.885 0.136
Teac Per 0.587 0.554 0.053 0.186
P values

self le Work Ab Org Cli Burnout Teac Per
Burnout <0.001 <0.001 0.045

Teac_Per <0.001 <0.001 0.257 0.009

2k 3k sk s sk s sk sk s sk sk sk sk sk s sk sk s sk sk s sk sk sk sk sk sk sk sk s sk ok seosk sk sk skoskok
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* Standard errors for path coefficients *
sk ke sk sk sk sfe st sie sfe sk sfe sk sk s sk sfe sk sk sk sk sfe sk sfe sk ske sk sk ske sk sk sfeosie sk skeoske skeoskeoskeoskeosk sk

self le Work Ab Org Cli Burnout Teac Per

Burnout 0.077 0.067 0.079
Teac Per 0.072 0.072 0.081 0.078

st sfe sfe sfe she sk s ke st sk sfe sfe sfe sfe she sfe she sk sk sk sfe st sie st sfe sfe s sheskeoskeoskeskeske ke ske s sk

* Effect sizes for path coefficients *
sk sk sk s s sk st sie sfe sk sk sk sk sk sk sfe sk sk sk st sfe sk sk sk ske sk sk sk skeoske sk skeoskosk sk sk

self le Work Ab Org Cli Burnout Teac Per
Burnout 0.048 0.678 0.013
Teac Per 0.498 0.383 0.034 0.060

sk sk sk sk sk ke sk sk sk sk sk sk sk sk sk sk ke sk sk sk sk s sk sk sk sk skeosk sk skosk ok skoskok skeskok ok

* Combined loadings and cross-loadings *
st sfe sfe sfe she ske sk sk ste st sfe sfe sfe she she she she sk sk sk sfe st sk sfe sfe sfe she she sk sk stk ke sfe sie sfeseseoskosk

self le Work Ab Org Cli Burnout Teac Per

Type (a SE P value
X1.1 0.787 -0.782 0.062 0.240 1.474 Reflect 0.069 <0.001
X1.2 0.792 0.238 0.098 -0.121 -0.558 Reflect 0.068 <0.001
X13 0.643 0.665 -0.197 -0.145 -1.117 Reflect 0.071 <0.001
X2.1 0320 0.539 0427 -0.790 -0.722 Reflect 0.072 <0.001
X2.2 -0.019 0.704 -0.071 0.819 0.071 Reflect 0.070 <0.001
X23 0.246 0.660 -0.161 0.480 -0.338 Reflect 0.071 <0.001
X2.4 -0.445 0.724 -0.102 -0.645 0.777 Reflect 0.070 <0.001
X3.1 -0.226 -0.782 0.664 0.240 1.474 Reflect 0.070 <0.001
X32 1.179 0.238 0.683 -0.121 -0.558 Reflect 0.070 <0.001
X33 0.653 -0.008 0.767 0.155 -0.563 Reflect 0.069 <0.001
X3.4 -0.610 0.584 0.680 -0.265 -0.369 Reflect 0.070 <0.001
X3.5 -0.846 -0.155 0.768 -0.093 0.411 Reflect 0.069 <0.001
X3.6 -0.141 0.129 0.652 0.086 -0.352 Reflect 0.071 <0.001
Z.1 -0.019 0.085 -0.071 0.795 0.071 Reflect 0.068 <0.001
72 0.246 0.436 -0.161 0.759 -0.338 Reflect 0.069 <0.001
Z3 -0.222 -0.515 0.231 0.775 0.259 Reflect 0.069 <0.001
Y.1 -0.445 0.923 -0.102 -0.645 0.764 Reflect 0.069 <0.001
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Y2 -0.226 -0.782 0.062 0.240 0.816 Reflect 0.068 <0.001
Y3 1.179 0.238 0.098 -0.121 0.662 Reflect 0.070 <0.001
Y4  -0.019 0.085 -0.071 0.819 0.338 Reflect 0.076 <0.001
Y.5 -0.735 -0.744 -0.041 0.294 0.340 Reflect 0.076 <0.001

Notes: Loadings are unrotated and cross-loadings are oblique-rotated. SEs and P
values are for loadings. P values < 0.05 are desirable for reflective indicators.

s sfe sfe she ke ke s sfe sfe sfe sfe sfe she sfe sk ske s sk sfe sfe sfe sfe sfe sfe sfe she she sk ke st sfe sfe sfe sfe sfe she sk she sk sk sk sfe sfe st ste sfe seseseoskeosk

* Normalized combined loadings and cross-loadings *
sk st sk sfe ke ske sk sk sk ske sk s sfe sk ske sk sk sk sk skeoske sk sk sk sk ske st s sk ske sk sie sk sk sk sk sk skeokeoskokosk skokoskosk

self le Work Ab Org Cli Burnout Teac_ Per
X1.1 0579 -0.460 0.037 0.141 0.866
X1.2 0.618 0.178 0.073 -0.090 -0.418
X1.3 0.701 0.344 -0.102 -0.075 -0.579
X2.1 0.177 0.547 0.236 -0.438 -0.400
X222  -0.023 0.625 -0.085 0.987 0.085
X23 0312 0.639 -0.205 0.609 -0.429
X2.4 -0.308 0.601 -0.071 -0.447 0.539
X3.1 -0.133 -0.460 0.488 0.141 0.866
X3.2 0.883 0.178 0.533 -0.090 -0.418
X33 0.623 -0.008 0.712 0.148 -0.537
X34 -0.382 0.366 0.831 -0.166 -0.231
X3.5 -0.548 -0.100 0.825 -0.060 0.266
X3.6 -0.135 0.124 0.797 0.083 -0.337
Z.1 -0.023 0.103 -0.085 0.706 0.085
) 0.312 0.553 -0.205 0.734 -0.429
73 -0.182 -0.423 0.190 0.851 0.212
Y.1 -0.308 0.640 -0.071 -0.447 0.634
Y2  -0.133 -0.460 0.037 0.141 0.600
Y.3 0.883 0.178 0.073 -0.090 0.516
Y4  -0.023 0.103 -0.085 0.987 0.300
Y.5 -0.420 -0.425 -0.023 0.168 0.851

Note: Loadings are unrotated and cross-loadings are oblique-rotated, both after
separate Kaiser normalizations.

s sfe she she ke sk st sfe sfe sfe sfe she she she s ske sk sk st sfe sfe sfe sfe she sfe she sk sk sk st sfe sfe sfe skesleskeoskeskosk

* Pattern loadings and cross-loadings *
sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk skeoske sk sk sk skoskokoskok skeskokok
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self le Work Ab Org Cli Burnout Teac Per
X1.1  -0.226 -0.782 0.062 0.240 1.474
X1.2 1.179 0.238 0.098 -0.121 -0.558
X1.3 1406 0.665 -0.197 -0.145 -1.117
X2.1 0320 1.353 0427 -0.790 -0.722
X222 -0.019 0.085 -0.071 0.819 0.071
X23 0246 0.436 -0.161 0.480 -0.338
X2.4 -0.445 0923 -0.102 -0.645 0.777
X3.1 -0.226 -0.782 0.062 0.240 1.474
X322 1.179 0.238 0.098 -0.121 -0.558
X33 0.653 -0.008 0.575 0.155 -0.563
X3.4 -0.610 0.584 1.277 -0.265 -0.369
X3.5 -0.846 -0.155 1.210 -0.093 0.411
X3.6 -0.141 0.129 0.960 0.086 -0.352
Z.1 -0.019 0.085 -0.071 0.819 0.071
7.2 0.246 0.436 -0.161 0.480 -0.338
Z.3 -0.222 -0.515 0.231 1.024 0.259
Y.1 -0.445 0.923 -0.102 -0.645 0.777
Y.2 -0.226 -0.782 0.062 0.240 1.474
Y.3 1.179 0.238 0.098 -0.121 -0.558
Y4  -0.019 0.085 -0.071 0.819 0.071
Y.5 -0.735 -0.744 -0.041 0.294 1.372

Note: Loadings and cross-loadings are oblique-rotated.

st sfe sfe sfe she sk s sk st sk sfe sfe sfe she she she she sk sk sk ste st sie st sfe sfe sfe she she sk sk sk sk sfe sfe she sk sfesheoskeoskoskeskeskeosk ke ke sk

* Normalized pattern loadings and cross-loadings *
sk sk sk sk s sfe sk sie sk sk sk sk sk st sk sk sk sk sk st sfeosie sk sk sk sk sk sk sk sk skeoske sk sk sk steoskeosieoske sk skeoske sk skeoskeoskoskosk sk

self le Work Ab Org Cli Burnout Teac Per
X1.1  -0.133 -0.460 0.037 0.141 0.866
X1.2 0.883 0.178 0.073 -0.090 -0.418
X1.3 0.728 0.344 -0.102 -0.075 -0.579
X2.1 0.177 0.749 0.236 -0.438 -0.400
X222 -0.023 0.103 -0.085 0.987 0.085
X23 0312 0.553 -0.205 0.609 -0.429
X2.4 -0.308 0.640 -0.071 -0.447 0.539
X3.1 -0.133 -0.460 0.037 0.141 0.866
X3.2 0.883 0.178 0.073 -0.090 -0.418
X33 0.623 -0.008 0.549 0.148 -0.537
X34 -0.382 0.366 0.800 -0.166 -0.231
X3.5 -0.548 -0.100 0.784 -0.060 0.266
X3.6 -0.135 0.124 0.920 0.083 -0.337
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Z.1 -0.023 0.103 -0.085 0.987 0.085
7.2 0.312 0.553 -0.205 0.609 -0.429
Z3 -0.182 -0.423 0.190 0.841 0.212
Y.1 -0.308 0.640 -0.071 -0.447 0.539
Y.2 -0.133 -0.460 0.037 0.141 0.866
Y3 0.883 0.178 0.073 -0.090 -0.418
Y4  -0.023 0.103 -0.085 0.987 0.085
Y.5 -0.420 -0.425 -0.023 0.168 0.784

Note: Loadings and cross-loadings shown are after oblique rotation and Kaiser
normalization.

sk sfe sfe she ke e sk sfe sfe sfe sfe sfe she she sk ske ke ke sk sfe sfe sfe sfe sfe she she sfe sk sk sie st sie ste sfe s seskeskeoskeoskesk

* Structure loadings and cross-loadings *
sk st sk sfe sk sk sk sk skeoske sk sk sk ske sk ske st s sk sk sk st sk sk sk sk sk sk sk sk sk skeoskosk skeoskeoskeokosk

self le Work Ab Org Cli Burnout Teac Per
X1.1 0.787 0.342 0.664 0.075 0.816
X1.2 0.792 0.320 0.683 0.091 0.662
X1.3 0.643 0.330 0.377 0.194 0.373
X2.1 0478 0.539 0.424 0.146 0.502
X222 0.155 0.704 0.044 0.795 0.338
X23 0.101 0.660 -0.019 0.759 0.214
X2.4 0468 0.724 0.234 0.263 0.764
X3.1 0.787 0.342 0.664 0.075 0.816
X3.2 0.792 0.320 0.683 0.091 0.662
X33 0.614 0.151 0.767 0.091 0.405
X3.4 0346 0.132 0.680 0.069 0.256
X3.5 0410 -0.017 0.768 -0.111 0.308
X3.6 0388 0.111 0.652 0.096 0.268
Z.1 0.155 0.704 0.044 0.795 0.338
7.2 0.101 0.660 -0.019 0.759 0.214
73 0.101 0.410 0.135 0.775 0.180
Y.1 0.468 0.724 0.234 0.263 0.764
Y2 0.787 0342 0.664 0.075 0.816
Y.3 0.792 0.320 0.683 0.091 0.662
Y4 0155 0.704 0.044 0.795 0.338
Y.5 0.141 0.117 0.095 0.040 0.340

Note: Loadings and cross-loadings are unrotated.

2k 3k sk s sk sk s sk s sk sk sk sk sk s sk sk s sk sk s sk sk sk s sk sk sk sk s sk sk s sk sk s sk sk sk sk sk soskoske sk sk ks ook
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* Normalized structure loadings and cross-loadings *
sk ke sk sk s sfe sk sie sk sk sfe sk ske sk sk sfe sk ske sk sk sfe ke sk sk ske sk s sfe sk ske sk sk sk sk ske sk sie sk ke ske sk sk sfeosie sk sk sk skeoskosk

self le Work Ab Org Cli Burnout Teac Per
X1.1  0.779 0.251 0.488 0.055 0.600
X1.2 0.618 0.250 0.533 0.071 0.516
X1.3 0.701 0.360 0.411 0.212 0.406
X2.1 0485 0.647 0.430 0.148 0.509
X222 0.138 0.825 0.039 0.706 0.300
X23 0.098 0.839 -0.018 0.734 0.207
X2.4 0388 0.701 0.194 0.219 0.634
X3.1 0579 0.251 0.788 0.055 0.600
X3.2 0.618 0.250 0.733 0.071 0.516
X33 0570 0.140 0.712 0.085 0.376
X3.4 0423 0.161 0.831 0.085 0.313
X3.5 0441 -0.018 0.825 -0.119 0.331
X3.6 0474 0.136 0.797 0.118 0.327
Z.1 0.138 0.625 0.039 0.706 0.300
7.2 0.098 0.639 -0.018 0.734 0.207
Z.3 0.111 0.450 0.149 0.851 0.198
Y.1 0.388 0.601 0.194 0.219 0.734
Y.2 0579 0.251 0.488 0.055 0.600
Y.3 0.618 0.250 0.533 0.071 0.716
Y4 0138 0.625 0.039 0.706 0.800
Y5 0352 0.293 0.237 0.099 0.851

Note: Loadings and cross-loadings shown are unrotated and after Kaiser
normalization.

st sfe sfe sfe she sk sk ke ste sk st sfe sfe s sfeskeoskeoskoskosk ok

* Indicator weights *
sk sk sk sk sk ke sk sk sk skosk sk skok skeskosk skeskok sk

self le Work Ab Org Cli Burnout Teac Per
Type (aSE P value VIF ~ WLS ES
X1.1  0.774 0.000 0.000 0.000 0.000 Reflect 0.073 <0.001 1.278 1

0.373

X1.2 0.877 0.000 0.000 0.000 0.000 Reflect 0.073 <0.001 1.284 1
0.378

X1.3 0.787 0.000 0.000 0.000 0.000 Reflect 0.075 <0.001 1.111 1
0.249

X2.1 0.000 0.709 0.000 0.000 0.000 Reflect 0.076 <0.001 1.180 1
0.167
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X2.2

X23

X2.4

X3.1

X3.2

X33

X34

X3.5

X3.6

Z.1

7.2

73

Y.1

Y.2

Y3

Y.4

Y.5

Notes: P values < 0.05 and VIFs < 2.5 are desirable for formative indicators; VIF =

0.000
0.284
0.000
0.249
0.000
0.300
0.000
0.148
0.000
0.157
0.000
0.198
0.000
0.156
0.000
0.198
0.000
0.143
0.000
0.350
0.000
0.319
0.000
0.332
0.000
0.305
0.000
0.347
0.000
0.228
0.000
0.060
0.000
0.060

0.703

0.878

0.715

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.723

0.830

0.758

0.729

0.858

0.719

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.740

0.720

0.828

0.000

0.000

0.000

0.000

0.000

indicator variance inflation factor;
WLS = indicator weight-loading sign (-1 = Simpson's paradox in 1.v.); ES =
indicator effect size.

sk ok sk sk sk ok sk sk sk st sk s sk sk sk sk sk sk sk ske sk sk sk sk skoskoskoskoskosk ko

* Latent variable coefficients *
skskoskoskoskoskoskoskoskoskoskskosk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk sk skok

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.000

0.899

0.725

0.845

0.776

0.778

Reflect 0.075

Reflect 0.075

Reflect 0.074

Reflect 0.078

Reflect 0.078

Reflect 0.077

Reflect 0.078

Reflect 0.077

Reflect 0.078

Reflect 0.074

Reflect 0.074

Reflect 0.074

Reflect 0.075

Reflect 0.074

Reflect 0.076

Reflect 0.079

Reflect 0.078

<0.001

<0.001

<0.001

0.002

0.002

<0.001

0.002

<0.001

0.003

<0.001

<0.001

<0.001

<0.001

<0.001

<0.001

0.013

0.013

1.241

1.252

1.262

1.501

1.657

1.741

1.516

1.942

1.399

1.345

1.273

1.303

1.414

1.562

1.248

1.067

1.036



R-squared coefficients

self le Work Ab Org Cli
0.739 0.975

Adjusted R-squared coefficients

self le Work Ab Org_Cli
0.734 0.974

Composite reliability coefficients

self le Work Ab Org Cli
0.787 0.754 0.854 0.820 0.734

Cronbach's alpha coefficients

self le Work Ab Org Cli
0.792 0.764 0.795 0.871 0.856

Average variances extracted

self le Work Ab Org Cli
0.754 0.736 0.796 0.803 0.784

Full collinearity VIFs

self le Work Ab Org_Cli
5814 5976 2.788 3.083 7.205

Q-squared coefficients

self le Work Ab Org_Cli
0.637 0.855

Minimum and maximum values

Burnout

Burnout

Burnout

Burnout

Burnout

Burnout

Burnout

Teac Per

Teac_Per

Teac_Per

Teac Per

Teac Per

Teac Per

Teac Per
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self le Work Ab Org Cli Burnout Teac_Per
-3.305 -2.721 -3.762 -1.858 -3.744
1.716 1997 1.849 1.733 2.011

Medians (top) and modes (bottom)

self le Work Ab Org Cli Burnout Teac Per
-0.162 -0.197 -0.122 -0.063 -0.087
-0.162 -0.197 -0.139 -0.063 -0.167

Skewness (top) and exc. kurtosis (bottom) coefficients

self le Work Ab Org Cli Burnout Teac Per
-0.407 0.063 -0.522 -0.004 -0.325
0.522 -0.301 1.270 -0.718 0.596

Tests of unimodality: Rohatgi-Sz kely (top) and Klaassen-Mokveld-van Es (bottom)

self le Work Ab Org Cli Burnout Teac_ Per
Yes Yes Yes Yes Yes
Yes Yes Yes Yes Yes

Tests of normality: Jarque Bera (top) and robust Jarque Bera (bottom)

self le Work Ab Org Cli Burnout Teac_ Per
Yes Yes No Yes Yes
No Yes No Yes Yes

sk 2k sk sk sk sk sk sk s sk sk s sk sk sk sk sk sk sk sk s sk sk s s sk sk sk sk sk sk sk sk sk sk sk sk sk skosk sk sk stk sk skoskoskoskok

* Correlations among latent variables and errors *
ke sk sk sk s sk ske sk st she st sk ske sk sk sk sk sk sk sk sk she sk sk she sk sk she sk sk skeoske sk sfeosie sk skeoske sk skeosk skeskeoskok skeskok skeokok

Correlations among l.vs. with sq. rts. of AVEs

self le Work Ab Org Cli Burnout Teac Per
self le 0.744 0.442 0.786 0.154 0.847



Work Ab
Org Cli
Burnout
Teac_Per

Note: Square roots of average variances extracted (AVEs) shown on diagonal.

P values for correlations

0.442
0.786
0.154
0.847

0.661
0.239
0.762
0.689

self le Work Ab

self le 1.000
Work Ab
Org_Cli
Burnout

Teac Per

<0.001 <0.001 0.060 <0.001

0.239
0.704
0.070
0.636

Org_Cli

0.762
0.070
0.777
0.315

0.689
0.636
0.315
0.619

Burnout

<0.001 1.000 0.003 <0.001 <0.001

<0.001 0.003
0.060 <0.001 0.398
<0.001 <0.001 <0.001 <0.001 1.000

1.000 0.398 <0.001
1.000 <0.001

Correlations among l.v. error terms with VIFs

(e)Burn (e)Kin_

(e)Burn1.010

-0.100

(e)Kin_-0.100 1.010

Teac_Per
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Notes: Variance inflation factors (VIFs) shown on diagonal. Error terms included
(a.k.a. residuals) are for endogenous 1.vs.

P values for correlations

(e)Burn (e)Kin_

(e)Burn 1.000
(e)Kin_0.226

0.226
1.000

st sfe sfe sfe she sk sk sk sfe st sfe she she she she she sk sk sk st sfe ste st sfe sfe sfesheoskeske sk stk ke skeskesk

* Block variance inflation factors *
sk sk sk sk sk skosk sk skosk skosk sk sk sk sk skosk sk sk skosko sk skoskskoskosk sk sk sksk sk sk sk sk

self le Work Ab

Burnout
Teac_ Per

1.561

1.270

Org Cli

1.260

3370 3.116 2.738 2.501

Burnout

Teac Per
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Note: These VIFs are for the latent variables on each column (predictors), with
reference to the latent variables on each row (criteria).

sk 3k sk sk ok sk sk sk s sk sk sk sk sk s sk ok ook sk skoskok skeoskosk ks sk

* Indirect and total effects *
sk sk sk sk sk sk sk sk st sk sk sk sk sk koo sk sk sk sk skeskeske sk sk sk sk ks sk

Indirect effects for paths with 2 segments

self le Work Ab Org Cli Burnout Teac Per
Teac_Per 0.055 0.165 0.025

Number of paths with 2 segments

self le Work Ab Org Cli Burnout Teac Per
Teac Per 1 1 1

P values of indirect effects for paths with 2 segments

self le Work Ab Org Cli Burnout Teac Per

Teac Per 0.170 0.002 0.331

Standard errors of indirect effects for paths with 2 segments

self le Work Ab Org Cli Burnout Teac Per
Teac Per 0.057 0.056 0.057

Effect sizes of indirect effects for paths with 2 segments

self le Work Ab Org Cli Burnout Teac Per
Teac Per 0.046 0.114 0.016

Sums of indirect effects

self le Work Ab Org Cli Burnout Teac Per

Teac Per 0.055 0.165 0.025



Number of paths for indirect effects

self le Work Ab Org_Cli

Teac_ Per 1 1 1

P values for sums of indirect effects

self le Work Ab Org Cli
Teac Per 0.170 0.002 0.331

Standard errors for sums of indirect effects

self le Work Ab Org Cli
Teac Per 0.057 0.056 0.057

Effect sizes for sums of indirect effects

self le Work Ab Org_Cli
Teac Per 0.046 0.114 0.016

Total effects

self le Work Ab Org_Cli

Burnout 0.293 0.885 0.136
Teac Per 0.642 0.718 0.078 0.186

Number of paths for total effects

self le Work Ab Org_Cli

Burnout 1 1 1
Teac Per 2 2 2 1

P values for total effects

Burnout

Burnout

Burnout

Burnout

Burnout

Burnout

Teac_Per

Teac Per

Teac Per

Teac Per

Teac Per

Teac Per
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self le Work Ab Org Cli Burnout Teac_ Per

Burnout <0.001 <0.001 0.045
Teac Per <0.001 <0.001 0.166 0.009

Standard errors for total effects

self le Work Ab Org Cli Burnout Teac_ Per

Burnout 0.077 0.067 0.079
Teac Per 0.071 0.070 0.080 0.078

Effect sizes for total effects

self le Work Ab Org Cli Burnout Teac Per

Burnout 0.048 0.678 0.013
Teac Per 0.544 0.497 0.051 0.060

s sfe sfe she ke ke st sfe sfe sfe sfe sfe she she sk ske s sk sfe sfe sfe sfe sfe sfe sfe sfeoskeosesie st st ste sfe seseoskesk

* Causality assessment coefficients *
sk st sk sk sk sk sk sk skeoske sk st st sk sk sk sk sk sk skt sk sk sk sk sk skeoske sk sk skeoskoskok

Path-correlation signs

self le Work Ab Org Cli Burnout Teac_ Per
Burnout 1 1 1
Teac Per 1 1 1 1

Notes: path-correlation signs; negative sign (i.e., -1) = Simpson's paradox.

R-squared contributions

self le Work Ab Org Cli Burnout Teac Per

Burnout 0.048 0.678 0.013
Teac Per 0.498 0.383 0.034 0.060
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Notes: R-squared contributions of predictor lat. vars.; columns = predictor lat. vars.;
rows = criteria lat. vars.; negative sign = reduction in R-squared.

Path-correlation ratios

self le Work Ab Org Cli Burnout Teac Per
Burnout 1.802 1.154 1.447
Teac Per 0.692 0.801 0.081 0.579

otes: absolute path-correlation ratios; ratio > 1 indicates statistical suppression; 1 <
ratio <= 1.3: weak suppression; 1.3 <ratio <= 1.7: medium; 1.7 <ratio: strong.

Path-correlation differences

self le Work Ab Org Cli Burnout Teac Per

Burnout 0.131 0.118 0.042
Teac Per 0.261 0.138 0.596 0.135

Note: absolute path-correlation differences.

P values for path-correlation differences

self le Work Ab Org Cli Burnout Teac Per

Burnout 0.051 0.070 0.303
Teac Per <0.001 0.042 <0.001 0.045

Note: P values for absolute path-correlation differences.

Warp2 bivariate causal direction ratios

self le Work Ab Org Cli Burnout Teac Per

Burnout 0.982 0.999 0.764
Teac Per 1.000 1.005 0.988 1.085
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Notes: Warp2 bivariate causal direction ratios; ratio > 1 supports reversed link; 1 <
ratio <= 1.3: weak support; 1.3 <ratio <= 1.7: medium; 1.7 < ratio: strong.

Warp2 bivariate causal direction differences

self le Work Ab Org Cli Burnout Teac_ Per

Burnout 0.003 0.001 0.022
Teac Per 0.000 0.003 0.008 0.027

Note: absolute Warp?2 bivariate causal direction differences.

P values for Warp2 bivariate causal direction differences

self le Work Ab Org Cli Burnout Teac Per

Burnout 0.486 0.496 0.395
Teac Per 0.499 0.484 0462 0372

Note: P values for absolute Warp2 bivariate causal direction differences.

Warp3 bivariate causal direction ratios

self le Work Ab Org Cli Burnout Teac_ Per

Burnout 0.949 0.995 0.820
Teac_Per 0.999 1.005 0.981 1.087

Notes: Warp3 bivariate causal direction ratios; ratio > 1 supports reversed link; 1 <
ratio <= 1.3: weak support; 1.3 <ratio <= 1.7: medium; 1.7 < ratio: strong.

Warp3 bivariate causal direction differences

self le Work Ab Org Cli Burnout Teac Per
Burnout 0.008 0.004 0.017
Teac Per 0.001 0.003 0.013 0.028

Note: absolute Warp3 bivariate causal direction differences.
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P values for Warp3 bivariate causal direction differences

self le Work Ab Org Cli Burnout Teac Per

Burnout 0.459 0.480 0.418
Teac Per 0.495 0.485 0.438 0.366

Note: P values for absolute Warp3 bivariate causal direction differences.
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Lampiran 6 Mapping Jurnal Penelitian

Tabel Mapping Penelitian Sebelumnya

No Peneliti, T().p.lk/Jlldlll Variabel penelitian Tekl}ll.( Hasil Penelitian
Penelitian Analisis

1 | Neck, C. P., Houghton, J. D., & Murray, Self-Leadership, SEM Hasil penelitian menunjukkan bahwa:
E. L. (2020). Self-Leadership and Psychological karyawan dengan self-leadership yang
Psychological Capital: Key Drivers of Capital, Employee kuat lebih proaktif dan lebih mampu
Employee Performance. Journal of Performance, menghadapi tantangan di tempat kerja
Leadership & Organizational Studies, Leadership & mereka.

27(1), 45-58. Organizational
Studies

2 | Stewart, G. L., Courtright, S. H., & Manz, | Self-Leadership Multilevel | bahwa self-leadership tidak hanya
C. C. (2019). Self-Leadership: A Review meningkatkan kinerja individu tetapi
Multilevel Review. Journal of juga meningkatkan kinerja tim melalui
Management, 45(1), 125-159. peningkatan inisiatif dan kerja sama.

Selain itu, self-leadership membantu
menciptakan lingkungan tim yang
positif. Dengan kata lain, studi ini
menunjukkan bahwa self-leadership
memiliki pengaruh yang signifikan dan
positif terhadap kinerja tim.

3 | Prussia, G. E., Anderson, J. S., & Manz, Self-Leadership, SEM Penelitian ini mengidentifikasi efikasi
C. C. (2020). Self-Leadership and Performance diri (self-efficacy) sebagai mediator
Performance Outcomes: The Mediating Outcomes, Self- antara self-leadership dan kinerja. Self-

efficacy, leadership meningkatkan keyakinan
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Role of Self-efficacy. Journal of Organizational individu dalam menyelesaikan tugas,
Organizational Behavior, 41(1), 58-73. Behavior yang pada gilirannya meningkatkan
kinerja. Penelitian 1ini menyatakan
bahwa self leadership memiliki dampak
yang positif terhadap kinerja.
Suryani, I., & Dewi, R. S. (2021). Self-Leadership, SEM Hasil temuan menyatakan bahwa self-
“Pengaruh Self-Leadership terhadap Kinerja Karyawan, leadership berpengaruh positif terhadap
Kinerja Karyawan dengan Motivasi Motivasi kinerja karyawan melalui peningkatan
sebagai Variabel Mediasi.” Jurnal motivasi. Motivasi berperan sebagai
Manajemen dan Bisnis, 18(2), 45-60. mediator yang  signifikan  dalam
hubungan ini.
Gould, R., Ilmarinen, J., Jarvisalo, J., & Work ability, SEM Penelitian ini menunjukkan bahwa Work
Koskinen, S. (2020). Work ability and Its | Productivity, Well- ability yang tinggi berkorelasi dengan
Relationship with Productivity and Well- | Being produktivitas dan kesejahteraan
Being. International Journal of karyawan. Faktor seperti kesehatan fisik,
Environmental Research and Public keterampilan, dan dukungan sosial
Health, 17(7), 2605. memengaruhi Work ability, yang pada
gilirannya berdampak pada kinerja
organisasi.
Tuomi, K., Ilmarinen, J., & Seitsamo, J. Work ability, Work- SEM Penelitian ini menemukan bahwa Work

(2021). Work ability Index and Its
Association with Work-Related Factors.
Scandinavian Journal of Work,
Environment & Health, 47(2), 123-132.

Related Factors,

ability dipengaruhi oleh lingkungan
kerja dan  dukungan  organisasi.
Lingkungan kerja yang mendukung
meningkatkan Work ability dan kinerja
karyawan.
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7. | Ian den Berg, T. I, Elders, L. A., & Kesehatan fisik, Kualitatif | Kesehatan fisik dan mental merupakan
Burdorf, A. (2020). Influence of Health Kesehatan Mental, prediktor utama Work ability. Work
and Work on Work ability. Work Ability ability yang tinggi berkorelasi dengan
Occupational Medicine, 70(1), 45-50. produktivitas dan kinerja yang lebih

baik.

8. | Wulandari, D., & Prasetyo, A. (2022). Work Ability, SEM Penelitian ini dilakukan di Indonesia dan
Pengaruh Work ability terhadap Kinerja Kinerja Karyawan menemukan bahwa Work ability
Karyawan pada Sektor Pendidikan. Jurnal berpengaruh signifikan terhadap kinerja
Psikologi Pendidikan, 10(1), 23-35. pengajar. Faktor seperti kesehatan dan

dukungan sosial memediasi hubungan
ini.

9. | Schneider, B., Yost, A. B., Kropp, A., | Organizational Meta Meta-analisis ini menemukan bahwa
Kind, C., & Lam, H. (2021).| Climateand Analysis | jklim  organisasi ~ yang  positif
Organizational Climate and Employee | £mployee meningkatkan keterlibatan karyawan
Engagement: A Meta-Analysis. Journal of Engagement (engagement). Keterlibatan yang tinggi
Applied Psychology, 106(3), 345-367. berkorelasi dengan peningkatan kinerja

individu dan organisasi.

10 | Mahkota, N. K. W. K. 1., Sintaasih, D. K., | Kepemimpinan SEM Hasil penelitian menyatakan bahwa,
& Rahyuda, A. G. (2017) “Pengaruh Transformasional, komitmen berperan sebagai variabel
Kepemimpinan Transformasional dan Budaya Organisasi, mediasi hubungan antara
Budaya Organisasi terhadap Komitmen Komitmen Kepemimpinan Transformasional atau
Organisasi dan Kinerja Karyawan Pada Organisasi, Kinerja Budaya Organisasi dan  Kinerja
PT. Sasjam Riri di Kabupaten Gianyar”. Karyawan Karyawan dan berpengaruh baik secara

E-Jurnal Ekonomi Dan Bisnis Universitas
Udayana, 6(11), 3985-4014..

simultan maupun secara parsial pada
peningkatan kinerja karyawan
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11 | Zohar, D., & Polachek, T. (2020). Safety | Safety Climate, Meta Iklim organisasi yang baik mengurangi
Climate and Burnout: A Meta- Analysis. Burnout Analysis | Burnout dan meningkatkan
Journal of Occupational Health kesejahteraan karyawan.

Psychology, 25(1), 1-15.

12 | Ehrhart, M. G., Schneider, B., & Macey, | Organizational Literatur | Hasil penelitian menunjukkan bahwa
W. H. (2021). Organizational Climate and | Climate, Culture Review Iklim  organisasi  yang  inklusif
Culture: A Review of the Literature. berpengaruh positif dan mendorong
Annual Review of Organizational inovasi serta kolaborasi.

g
Psychology and Organizational Behavior,
8, 1-25.

13 | Sari, R. P., & Utami, H. (2021). Pengaruh | Iklim Organisasi, SEM Penelitian ini menemukan bahwa iklim
Iklim  Organisasi terhadap Kinerja | Kinerja Karyawan organisasi yang positif berpengaruh
Karyawan pada Perusahaan Swasta di signifikan terhadap kinerja karyawan.
Indonesia.  Jurnal Manajemen dan Faktor seperti komunikasi dan dukungan
Kewirausahaan, 23(1), 12-25. manajemen memediasi hubungan ini.

14 | Nurul Qomariyah (2023). Penelitian ini | pengalaman kerja, SEM Hasilnya menunjukkan bahwa work

mengkaji pengaruh pengalaman kerja dan
tingkat pendidikan terhadap kinerja guru
di SMP Negeri I Arosbaya, Bangkalan,
dengan Work ability sebagai mediator.

tingkat pendidikan,
kinerja guru

ability berpengaruh positif signifikan
terhadap kinerja guru dengan nilai
koefisien  0,417.  Penelitian  ini
menegaskan bahwa peningkatan
kemampuan kerja dapat meningkatkan

kinerja guru secara langsung.
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15 | Lapian, L. G., Zulkifli, A., Razak, A., & | Self-Leadership Kuantitatif | Hasil penelitian menunjukan bahwa:
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N., & Curral, L. (2019). Employee | performance, job perubahan dalam tingkat kepemimpinan
adaptive performance and job satisfaction satisfactign, self- diri  berhubungan positif dengan
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self-leadership. European Journal of dan kepuasan kerja dari waktu ke waktu.
Work and Organizational Psychology, Studi ini menyajikan bukti baru bahwa
28(1), 85-100 kinerja adaptif individu dan kepuasan

kerja dapat ditingkatkan melalui
pelatihan kepemimpinan diri. Pelatihan
kepemimpinan diri dapat digunakan
sebagai alat yang berharga untuk
membantu  organisasi meningkatkan
kinerja adaptif dan kepuasan kerja
karyawan, terutama selama krisis
organisasi.

17 | Wijayanti, C. D. (2023). Literature | Self Leadership, analisis Hasil peneitian menunjukkan bahwa
Review:  Pengaruh  Program  Self | Kinerja pustaka self-leadership mempengaruhi banyak
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Leadership Terhadap Kinerja Perawat Di
Rumah Sakit. Jurnal Keperawatan Widya
Gantari Indonesia, 7(3).

hal dalam diri seorang perawat yaitu
meningkatkan mutu kinerja,
meningkatkan etos kerja perawat, dan
mengembangkan diri seorang perawat.
Pentingnya peningkatan self-leadership
berupa pelatihan bagi perawat sehingga
dapat meningkatkan kinerja asuhan
keperawatan pada pasien.

18 | Prasetya, A., Khairunnisa, H., & Aziz, A. | Work Stress, Kuantitatif | Penelitian ini menemukan bahwa stres
L. (2021, September). The Effect of Work | Burnout, Job kerja dan burnout berpengaruh negatif
Stress and Burnout on Job Satisfaction | S@tisfaction, signifikan terhadap kepuasan kerja dan
and Employee Performance. In 3rd f;zqr%i)]: jnce kinerja karyawan. Sebaliknya, kepuasan
Annual  International Conference on kerja berpengaruh positif signifikan
Public and Business Administration terhadap kinerja karyawan. Secara
(AICoBPA 2020) (pp. 74-79). keseluruhan, stres kerja, burnout, dan

kepuasan kerja menjelaskan 72,1%
variabilitas kinerja dokter dan perawat di
RSUD Dr. Saiful Anwar, sementara
sisanya dipengaruhi oleh faktor lain di
luar penelitian.

19 | Hatch, D. J., Freude, G., Martus, P., Rose, | Burnout, physical, analisis Hasil penelitian menunjukkan bahwa
U., Miiller, G., & Potter, G. G. (2018). | psychological Work regresi kemampuan kerja fisik menurun seiring

ability linear

Age, Burnout and physical and

bertambahnya usia pada semua tingkat
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psychological Work ability among nurses.
Occupational Medicine, 68(4), 246-254.

burnout kecuali pada tingkat burnout
yang sangat rendah, sedangkan
kemampuan kerja psikologis hanya
menurun pada tingkat burnout yang
tinggi; pada burnout rendah, usia yang
lebih tua justru dikaitkan dengan
peningkatan kemampuan kerja
psikologis. Temuan ini menegaskan
bahwa wusia dan tingkat kelelahan
memiliki interaksi yang signifikan dalam
memengaruhi  dimensi  fisik  dan
psikologis kemampuan kerja, sehingga
diperlukan intervensi yang
mempertimbangkan faktor usia dan
burnout untuk mempertahankan
produktivitas tenaga kerja perawat.

20

Wuwungan, M. B., Nelwan, O. S., &
Uhing, Y. (2020). Pengaruh kemampuan
kerja dan motivasi kerja terhadap kinerja
karyawan. Jurnal EMBA: Jurnal Riset
Ekonomi, Manajemen, Bisnis  dan
Akuntansi, 8(1).

kemampuan kerja,
motivasi kerja,
kinerja karyawan

Analisis
regresi
linier
berganda

Hasil penelitian menunjukkan bahwa
kemampuan kerja dan motivasi kerja
secara  simultan maupun  parsial
berpengaruh signifikan terhadap kinerja
karyawan PT. Bank SulutGo Cabang
Utama. Temuan ini menegaskan bahwa
peningkatan kemampuan dan motivasi
kerja karyawan dapat secara langsung
mendukung pencapaian Kkinerja yang
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optimal, sehingga perusahaan perlu
memberikan perhatian lebih pada
pengembangan dua aspek tersebut guna
menunjang keberhasilan dan

keberlangsungan organisasi.

21 | Lapian, L. G., Zulkifli, A., Razak, A., & | Self-Leadership, Kuantitatif | Hasil penelitian menunjukkan bahwa
Sidin, I. (2022). 4 Quasi-Experimental | Emotional, self-leadership dan emotional
Study: Can Self-Leadership Training and Intelligence, Burnout intelligence  berpengaruh  signifikan
Emotional Intelligence Mentoring Lower dalam menurunkan tingkat burnout
Burnout Rates in Hospital Nurses?. Open perawat, baik sebelum maupun sesudah
Access Macedonian Journal of Medical intervensi, di RS GMIM Bethesda dan
Sciences, 10(E), 905-912. RS  Noongan. Intervensi berupa

pelatihan self-leadership dan
pendampingan kecerdasan emosional
terbukti efektif mengurangi burnout,
sehingga pendekatan ini
direkomendasikan ~ sebagai  strategi
manajemen stres bagi tenaga kesehatan
yang bekerja di lingkungan penuh
tekanan.

22 | Marques-Quinteiro, P., Vargas, R., Eifler, | Employee adaptive Kuantitatif | Hasil penelitian menunjukkan bahwa
N., & Curral, L. (2019). Employee | performance, job pelatihan kepemimpinan diri secara
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during organizational crisis: the role of
self-leadership. European Journal of
Work and Organizational Psychology,
28(1), 85-100.

organizational, self-
leadership

diri, kinerja adaptif, dan kepuasan kerja
pada kelompok eksperimen, sementara
kepuasan kerja justru menurun pada
kelompok  kontrol.  Temuan ini
mengindikasikan bahwa peningkatan
kepemimpinan diri berkorelasi positif
dengan peningkatan kinerja adaptif dan
kepuasan kerja dari waktu ke waktu.
Studi ini memberikan bukti bahwa
pelatihan kepemimpinan diri merupakan
intervensi efektif untuk meningkatkan
kinerja dan kepuasan kerja karyawan,
terutama dalam situasi krisis organisasi.
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Self
Leadership Terhadap Kinerja Perawat Di

C. D.
Pengaruh

Wijayanti, (2023).

Review: Program

Rumah Sakit. Jurnal Keperawatan Widya
Gantari Indonesia, 7(3).

Self Leadership,
Kinerja

literature
review

Hasil
bahwa

kajian literatur

program

menunjukkan
self-leadership
berpengaruh positif terhadap kinerja
perawat di rumah sakit. Self-leadership
meningkatkan keyakinan diri, etos kerja,
kemampuan mengorganisir tugas, serta
ketahanan dalam menghadapi tantangan,
yang pada akhirnya berdampak pada
mutu pelayanan keperawatan. Oleh
karena itu, pelatihan self-leadership
dianggap penting sebagai strategi untuk
meningkatkan kinerja dan
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24 | Prasetya, A., Khairunnisa, H., & Aziz, A. | Work Stress, analisis Hasil penelitian menunjukkan bahwa
L. (2021, September). The Effect of Work | Burnout, Job deskriptif | stres kerja dan burnout berpengaruh
Stress and Burnout on Job Satisfaction Satisfaction, dan analisis | negatif signifikan terhadap kepuasan
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Annual International Conference on signifikan terhadap kinerja. Analisis
Public and Business Administration regresi menunjukkan bahwa stres kerja,
(AICoBPA 2020) (pp. 74-79). Atlantis burnout, dan kepuasan kerja secara
Press. bersama-sama memengaruhi  72,1%
variasi kinerja karyawan dokter dan
perawat di RSUD Dr. Saiful Anwar,
sedangkan sisanya dipengaruhi oleh

variabel lain yang tidak diteliti.

25 | Hatch, D. J., Freude, G., Martus, P., Rose, | Age, Burnout, analisis Temuan menunjukkan dimensi fisik dan
U., Miiller, G., & Potter, G. G. (2018). | physical, regresi psikologis dari kemampuan kerja yang
Age, Burnout and physical and psychological Work linear berbeda menurut usia dan kelelahan

. . ability kerja. Hal ini menekankan perlunya
psychological Work ability among nurses. . . .
‘ o intervensi untuk mengurangi kelelahan
Occupational Medicine, 65(4), 246-254. dan mengatasi kekuatan dan kerentanan
terkait usia yang berkaitan dengan
kemampuan kerja fisik dan psikologis.

26 | Wuwungan, M. B., Nelwan, O. S., & | kemampuan kerja, Regresi Hasil penelitian menunjukkan bahwa
Uhing, Y. (2020). Pengaruh kemampuan | motivasi Linier kemampuan kerja dan motivasi kerja
kerja dan motivasi kerja terhadap kinerja kerja,kinerja Berganda | berpengaruh signifikan terhadap kinerja

karyawan

karyawan  secara  simultan  pada
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karyawan. Jurnal EMBA: Jurnal Riset
Ekonomi,  Manajemen,
Akuntansi, 8(1).

Bisnis  dan

karyawan PT. Bank SulutGo di Cabang
Utama. Secara uji parsial variabel
kemampuan kerja dan motivasi kerja
juga berpengaruh signifikan terhadap
kinerja karyawan pada PT. Bank
SulutGo di Cabang Utama. PT. Bank
SulutGo Cabang Utama sebaiknya dapat
lebih memperhatikan kemampuan kerja
dan motivasi kerja untuk para karyawan
karena kedua hal itu berpengaruh
terhadap kinerja karyawan yang dapat
membantu tercapainya tujuan
perusahaan dan menjamin
keberlangsungan perusahaan itu sendiri.

27

Maharani, A., Tanjung, H., & Pasaribu, F.
(2022). Pengaruh kemampuan kerja,
motivasi dan disiplin kerja terhadap
kinerja pegawai badan pendapatan daerah
Kabupaten Deli Serdang. Maneggio:
Jurnal llmiah Magister Manajemen, 5(1),

30-41.

kemampuan kerja,
motivasi, disiplin
kerja, kinerja

Kuantitatif

Hasil penelitian menunjukkan bahwa
kemampuan kerja dan  motivasi
berpengaruh positif dan signifikan
terhadap kinerja pegawai, sedangkan
disiplin kerja tidak memiliki pengaruh
yang signifikan. Secara simultan, ketiga

variabel bebas tersebut tetap
berpengaruh positif dan signifikan
terhadap kinerja pegawai  Badan

Pendapatan Daerah Kabupaten Deli
Serdang. Oleh karena itu, peningkatan
kinerja pegawai dapat dilakukan dengan
memperkuat kemampuan dan motivasi
kerja, sementara aspek disiplin perlu
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ditinjau ulang
pengelolaannya.

pendekatan

28

Dinibutun, S. R., Kuzey, C., & Dinc, M. S.
(2020). The effect of organizational
climate on faculty Burnout at state and
private  universities: A

analysis. Sage Open, 10(4).

comparative

organizational
climate, Burnout

SEM

Hasil penelitian menunjukkan bahwa
semua dimensi iklim organisasi secara
signifikan berpengaruh negatif terhadap
kelelahan emosional dosen, dengan
dimensi seperti beban kerja seimbang,
kejelasan tugas, kohesi, dan etika
organisasi juga menurunkan tingkat
depersonalisasi. Kejelasan tugas dan
etika yang rendah turut berkontribusi
terhadap menurunnya rasa pencapaian
pribadi. Dosen di universitas negeri lebih
tahan terhadap kelelahan emosional
ketika  kohesi  organisasi  tinggi,
sedangkan pada universitas swasta,
kohesi lebih berpengaruh terhadap
penurunan depersonalisasi. Temuan ini
menegaskan pentingnya menciptakan
iklim organisasi yang sehat untuk
mencegah burnout di lingkungan
akademik.

29

Lan, Y. L., Huang, W. T., Kao, C. L., &
Wang, H. J. (2020). The relationship
between
stress, workplace Burnout, and retention

organizational climate, job

of pharmacists. Journal of Occupational

organizational
climate, job stress,
workplace Burnout,
and retention

Kuantitatif

Hasil penelitian menunjukkan bahwa
iklim organisasi, stres kerja, dan burnout
di tempat kerja memiliki hubungan
signifikan dengan retensi apoteker.
Analisis regresi hierarkis menunjukkan
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Health, 62(1),

bahwa variabel-variabel tersebut secara
bersama-sama memprediksi  55,6%
variasi dalam retensi, dengan iklim
organisasi memiliki pengaruh positif
yang signifikan. Temuan ini
menekankan pentingnya menciptakan
lingkungan kerja yang positif dan sehat
untuk mengurangi stres dan kelelahan,
sekaligus meningkatkan loyalitas dan
keinginan apoteker untuk tetap bekerja
di rumabh sakit.

30 | Asi, S. P. (2014). Pengaruh iklim | iklim organisasi, deskriptif | Hasil penelitian menunjukkan bahwa
organisasi dan Burnout terhadap kinerja | Burnout, kinerja analitik iklim organisasi berpengaruh negatif
perawat RSUD dr. Doris Sylvanus dengan signifikan terhadap burnout, serta
Palangka  Raya. Jurnal — Aplikasi pendekatan | berpengaruh positif signifikan terhadap

- Cross kinerja perawat. Burnout sendiri
Manajemen, 11(3), 515-523 sectional | berpengaruh negatif signifikan terhadap
kinerja perawat. Selain itu, ditemukan
bahwa iklim organisasi  juga
memengaruhi  kinerja secara tidak
langsung melalui burnout. Temuan ini
menegaskan pentingnya menciptakan
iklim kerja yang sehat untuk menekan
burnout dan meningkatkan kinerja
perawat di rumah sakit.

31 | Nufus, H. (2021). Pengaruh iklim | iklim organisasi, Regresi Hasil penelitian menunjukkan bahwa

kinerja Linier iklim organisasi berpengaruh positif dan

organisasi terhadap kinerja karyawan pada

Alfamart di Bintaro. Jurnal Tadbir

signifikan terhadap kinerja karyawan
Alfamart di Bintaro. Nilai koefisien
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Peradaban, 1(3), 182-188.

regresi sebesar 0,699 menunjukkan
bahwa setiap peningkatan iklim
organisasi diikuti oleh peningkatan

kinerja, dengan korelasi kuat (r = 0,819)
dan kontribusi pengaruh sebesar 67%.
Temuan ini mengindikasikan bahwa
suasana kerja yang baik dalam
organisasi berperan penting dalam
mendorong produktivitas dan kinerja
karyawan.

32 | Marpaung, F. V., Wiroko, E. P., & | iklim organisasi, Regresi Hasil penelitian menunjukkan bahwa
Wicaksana, S. (2020). Pengaruh iklim | Burnout Linier tidak terdapat pengaruh yang signifikan
organisasi terhadap Burnout pada perawat antara iklim organisasi terhadap burnout
Rumah Sakit di Lebak dalam masa pada perawat rumah sakit di Lebak

. selama masa COVID-19, dengan nilai
COVID-19. JIVA: Journal of Behaviour signifikansi sebesar 0,283 (p > 0,05).
and Mental Health, 1(2). Temuan ini mengindikasikan bahwa
burnout yang dialami perawat selama
pandemi kemungkinan lebih
dipengaruhi oleh faktor eksternal
lainnya, seperti beban kerja ekstrem dan
tekanan psikologis, dibandingkan oleh
persepsi terhadap iklim organisasi itu
sendiri.

33 | Triastuti, D. A. (2019). Pengaruh | lingkungan kerja, survey Hasil penelitian menunjukkan bahwa

lingkungan kerja, kompetensi dan iklim | kompetensi, iklim explanatory | lingkungan kerja, kompetensi, dan iklim

organisasi terhadap kinerja pegawai.

organisasi secara parsial maupun
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Journal of management review, 2(2), 203-
208.

organisasi, kinerja
pegawai.

simultan berpengaruh positif dan
signifikan terhadap kinerja pegawai.
Ketiga variabel tersebut memiliki p-
value < 0,05, yang berarti semakin baik
lingkungan kerja, kompetensi, dan iklim
organisasi, maka kinerja pegawai juga
akan meningkat. Temuan ini
menegaskan pentingnya peningkatan
kondisi internal organisasi dalam rangka
mendukung  produktivitas pegawai
secara menyeluruh.

34

Radianto, A., & Sunuharyo, B. S. (2017).
Pengaruh iklim organisasi dan budaya
organisasi terhadap kinerja karyawan
(Studi pada Karyawan PT. PG Krebet
Baru Malang) (Doctoral
Brawijaya University).

dissertation,

Pengaruh iklim
organisasi, budaya
organisasi, kinerja
karyawan

kuantitatif

Hasil penelitian menunjukkan bahwa
iklim organisasi dan budaya organisasi
berpengaruh positif dan signifikan
terhadap kinerja karyawan PT. PG
Krebet Baru Malang, baik secara parsial
maupun simultan. Nilai signifikansi
masing-masing variabel berada di bawah
0,05, dengan hasil uji t dan F yang
memenuhi syarat signifikan. Temuan ini
menegaskan bahwa menciptakan iklim
organisasi ~ yang  kondusif  dan
membangun budaya kerja yang kuat
dapat meningkatkan kinerja karyawan
secara menyeluruh.

35

Dewi, N., Sujana, I. W., & Novarini, N. N.
A. (2021). Pengaruh Self Leadership,

Kerjasama Tim Dan  Komunikasi

Self Leadership,
Kerjasama Tim,
Komunikasi, Kinerja
Karyawan

kuantiitatif

Hasil penelitian menunjukkan bahwa
self-leadership, kerja sama tim, dan
komunikasi masing-masing berpengaruh
positif dan signifikan terhadap kinerja
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Terhadap Kinerja Karyawan Pada Bali
Management Villa Seminyak. Values,
2(2).

karyawan di Bali Management Villa
Seminyak. Temuan ini menegaskan
bahwa kinerja dapat ditingkatkan
melalui pengembangan kepemimpinan
diri yang positif, penguatan kolaborasi
tim, serta keterbukaan dalam
komunikasi.  Faktor-faktor tersebut
secara  bersama-sama  memberikan
kontribusi penting dalam membentuk
kualitas, kuantitas, efektivitas, ketepatan
waktu, dan independensi kinerja
karyawan.
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Ahstract

SMA Negeri 12 Sumbaya (SMAN 12 Surabaya), known as "SMANDALAS,” was established m 1982,
Initially, leaming activities were camied out in the SDN Pakal 1 No. 119 building, Benowa, for one
wear while waiting for the consiruction of the permanent building 1o be completed. The new building
began 1o be used on Decemnber 9, 1983, in sccordance with the Decres of the Minister of Education
and Culture No. 377/104.1. 1'E5.83/SK. Currently, SMAN |2 Surabaya is located at JI. Sememi Kidul
Moo 1, Benowo District, Wiest Surabaya. This school kas a land area of approcimately 30,000 m?® and
15 equipped with various facilities 10 support leaming activities both mside and outside the clisroom
such as classrooms, laboratories, libraries, mosques, playgrounds, school forests, school gardens,
ceremonial fields, sports fickds, preen open spaces, art rooms and others. This school is alwo cquipped
wilhﬂd:mmlr hﬂ“ﬂ!lﬂl’ﬂ rﬂ:llili#!ﬂ for adl m:hmﬂ wsidenlx,a heul!h il PO, mg:ﬂln‘ TUMIIM, halL green
house, fish pond, fish pond and school garden. MAMN 12 has achieved many achievements in both
academic and non-academic fields. This is inseparable from the good cooperation between school
leaders, teachers, employees, students and guardians, Every leader who leads at SMAN 12 Surabaya
has a program that supports the aclievements of students and eachers. In 2025, SMAN 12 Surabaya
will become a pilot progect for the "Foad Schoel Care™ program as an implementation 1o support the
naticnal foed security program. The purpose of this study was o determine the effect of Self
Leadership, Work Ability, Organizational Clinsate on Bumout and Teacher Performance at SMAN 12
Surabaya, This study uses a quantitative method with primary data sources obtained from distributing
questionnaires. The population of the study were teachers ot SMAN 12 Surabaya. The selection of
respondents was carried out using the saturated non-probability sampling method with a total of 74
respondents, The data analysis method used descriptive analysis and SEM-PLS analysis, The results
of the study showed that the variables of self-leadership, work ability, and organizational climate had
an effeet on bumout and teacher performance st SMAMN |2 Surabaya.

K!_\'\\'ﬂl‘d.l.! .'rl'JlI"-femfcmfn}y, ek f.rflfj'ﬂ_l.', n.rgr.'nr':mr'lm.l.rf climate, hurnod, Teacher Performance,
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L INTRODUCTION

Ministry of Education, Culiure, Research, Amd Technology (Kemendikbud Ristek ) noted that
the number of students in Indonesia in the odd semester of the 20032024 academic vear has reached
5314 million people. Almost 3% of that number are elementary school stedents, namely 24,04
million people. The number of junior high school students in Indonesia is 9.97 million, while high
school stedents are 5.32 million. The number of vocational high school students in Indoncesia is almost
:al’.ﬂ.:hlr.w_ up with the number of hiah school sudents, which = 508 million swodents, A VeTY Iarj_\e
number to be managed to become a human resource strength for the sustainability of the life of the
beloved Republic of Indonesia. This is the next generation that will bring sustainability and success
arxl maintain unity m Indonesa, With good education, there will be human resources that able 1o
compete well in the region, nationally and mtemationally which will bring changes towards goodness,
security, sustainability, and appreciation from other countries. With good human resources, this nation
will produce innovations in all areas of life, both in education, science, economics, technology, health,
culture, so thal its people can live prosperowsly and can build betier aspects of life.

Article 31 of the 1945 Constitution of the Republic of Indonesia regulates: nght And abligation
inhabitant country And government in education sector. The article comtains the rights and obligations
of citizens, including: (1) Every citizen has the right o receive an education, (2) Every citizen is
obliged o follow basic education amd the govemmment is obliged o fnance iL" Govemment during the
Cabinetera Red white give Handling Which Senous for the sustaingbility of human resources
of Indonesian society by dividing three ministrics, namely the Ministry of Primary and Secondary
Edlucation, the Ministry of Higher Education, Science, and Technology and the Ministry of Culture,

The Ministry of Primary and Secondary Education handles Early Childhood Education,
Primary Education, and Secondary Education. The Ministry of Higher Education, Science and
Technology handles. Higher education, science and technology. While the Ministiry Cullure deals with
culture including preservation and cultural advancement and development of longuage and literature,
The Ministry of Primary and Secondary Education oversces Formal Education and Mon-formal
Education. According to Law of the Republic of Indonesia MNo. 20 of 2003 concerning the national
education system as stated in Article | pamgraph 12, "Mon-formal education is an educational path
oantside formal ecucation, formal education that is inplemented in o structured ard tered mammer, Non-
formal education “Formal education has the aim of replacing, supplementing and complementing
formal education that supports the concept of lifelong education”. Explained in the provisions of
National Education.,

Education is a conscious and plammed effort to create a leaming atmosphere and leaming
process so that students actively develop their potential to have spirital religious strength, self-control
and self-control. self, personality, intelligence, morals glorious, and the skills needed by himself,
society, notion and state. The system education national is the entire component of education that
interrelated in an integrated manner to achieve national education goals. Educational pathways are
vehicles through which students develop thear potential in an educational process that is in accordance
with educational goals. Educational units are groups of educational services thar organize education
on formal, non-formal, and informal pathaays ot every level and type of education. Educational
personnel is member public Which to devote self ond appointed to support the implementation of
education. Educators are qualified educational staff as teachers, lecturers, counselors, leaming
facalitmtons, widyaizwara, tulors, instructors, Tacilitstors, and odher tthes that are appropriate to their
specializations, and paricipate in organizing education. Community -based education  is the
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implementation education based on peculiarity religion, social, culture, aspirations and potential of
socicty as embodiment education from, by, and for the community.

SMA Negen 12 Surabaya (SMAN 12 Surabaya), known as "SMANDALAS,” was established
in 1982, Initially. learning activitics were carried out in the SDN Pakal | No. 19 building, Benowo,
for one year while waiting for the tion of the permanent building 1o be completed. The new
building began to be used on December 9, 1983, in accordance with the Decree of the Minister of
Education and Culture No. 377/104.1.1/ES.83/SK. Currently, SMAN 12 Surabaya is located at JI.
Sememi Kidul No. 1, Benowo District, West Surabaya. This school has a land area of approximately
30,000 m? and s equipped with various facilities to support learning activities both inside and outside
the ¢l such as ¢l , lab 1es, libraries, mosques, playgrounds, school forests, school
gardens, ceremonial fields, sports ficlds, green open spaces, art rooms and others. This school is also
equipped with sufficient bathroom facilities for all school residents, a health unit room, meeting room,
hall, green house, fish pond, fish farm and school garden.

The most important thing in an educational institution is the teacher who is a supporter for the
success of its students. It is very important for educational institutions to recruit, train, manage, and
provide appropriate compensation so that teachers/lecturers can provide their best potential so that
students who are given teaching and knowledge are conveyed well and increase student knowledge,

Law Number 14 of 2005 states that. “Teachers are educators professional with the main task
of educating, teaching, guiding, directing, truining, evaluate, And evaluate students on education child
age carly track education formal, education base, And educati dium”, Professional is
a job or activity Which carried out by someone and becomes a source of income for life that requires
expertise, skill, or skills that meet certain quality standards or norms and require professional
education. In carrying out professional duties, teachers are obliged to: ). Plan leaming, implement
quality leaming processes. and assess and evaluate kamning outcomes; 2). Improve and develop
academic qualifications and competencies in a sustainable manner in line with the development of
science, technology, and art.

SMAN 12 Surabaya has developed well, the increase in students and assets each year is
significant, but the problem that still anises in the crganization is the high teacher burnout, because
self-lkeadership is sull lacking, so that weachers often lack discipline about working hours, and work
ahditics that are still not & expectad, are a phenomenon in this study. Another thing from the researcher’s
nitial observations that self-leadership ssill needs to be improved, scen from the tasks given have not
been done quickly (Coaching is carned out by the Principal every | Semester), Teaching skills also
need to be improved which can be done by the method of Teachers explaining, students asking, then
the teacher evaluating the learning outcomes, The possibility of bumout can also occur becaise
teachers get students who enter through the zoning route, this causes students to think it is easy to enter
SMAN 12, where the change in curriculum is also a challenge for teachers so that they continue to re-
learm and this can cause bumout,

Several studies have examined the relationship between self leadership with individual
performance with activitics carried out by the company. By using YOSviewer software and metadata
from Publish or Perish with the keyword selfleadership obtained 28 items and § research clusters that
are differentiated based on color that discuss research topics about self leadership has 249 relationships
with other variables. This can be scen from the network visualization in Figure 1.1, Meanwhile, when
viewed from the rescarch density visualization, self leadership shows a nearly clear picture. This also
shows that research on self Leadership has not been studied much by hers

Even though self leadership shows a clear density, but it is still interesting to study because
there are so many items that can be connected to self This leadership , including that related to the
education sector
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1. LITERATURE REVIEW

Sell Leadership

In the book ™ Self-Leadership: How to Become a Move Suceessful, Efficient, and Effective
Leader from the Inside Our ", Andrew Bryant And Dr. Ana Kazan defines selfSleadership us the
practice of intentionally influencing the thoughts, feelings, and action For going to personal goals,
Meck & Houghton (2006) disclose that Self- feadersiip is an ability that individuals have to influence,
direct, supervise, and motivate themselves, including thought patterns and behavior to achieve desired
gouls.
Based on the problem, it is essential for a teacher to possess self-leadership, as it enables them to
perform as a reliable and professional figure both for students and for the school. This quality should
also be supported by the teacher’s ability to carry out their duties effectively and contribute
meaningfully to the school environment, The siudy by Lapian et al. (2022) confirmed that self-
leadership has a significant effect in reducing the level of burnout. Furthermore, Marques-Cuinteiro et
al. (2019) showed that changes in the level of self-leadership are positively related to changes in the
level of adaptive performance and job satisfaction over time, Also, self-leadership can be used as a
wvaluahle tool to help organizations improve employee adaptive performance and job satisfaction. Next,
Wijayantn {2023) stated that self-leadership affects many things in a person, namely improving the
quality of performance, improving work ethic, and developing oneself, While Wiwungan et al. (2020
and Maharani et al. (2022) showed that work ability affects employee performance, Furthermore,
Hatch et al. {2018) stated that the physical and psychological dimensions of work ability differ
secording 1o age and work fatigue. This emphasizes the need for inlerventions (o reduce fatigue and
address age-related strengths and vulnerabilities related 1o physical and psyehological work ability,

Waork Ability

In order 1o help achieve company goals, an emplovee must have good work skills, According
to Hasibuan (2022), work ability is the result achieved by a person in completing a given task based
on skills, experience, sincerity, and time. Ability, according to Gibson (2013: 53), is an innate or
leamed trait that allows a person to complete a job. In addition, according to Soelaiman (2007: 112),
ability is an innate or learned trait that allows o person o complete a job, either both physical and
mental,

In order to help achieve company goals, an emploves must have good work skills, According
to Stoner (2006), work ability is the power tw perform an action, where ability includes employee
knowledge and mastery ofthe technical implementation of the tasks given . Haich etal. (2018) showed
the physical and psychological dimensions of work ability that differ according to age and work
fatigue. This cmphasizes the need for interventions to reduce fatigue and address age-related strengths
and vulnerabilities related to physical and psyehological work ability. Viott et al. (2019) stated that
work ability positively predicts enthusiasm for work and negatively predicis fatiguwe. Conversely, work
ability does not sigmficantly affect cynicism.

Organizational Climate

Organizational climate is the atmosphere or mood that exists within an organization, which 1s
influenced by factors such as culture, leadership, communication, and relationships between members
of the organization. organization is “Atmosphere or atmosphere Which Thereis in A organization,
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Which influence the behavior and performance of organizational members { Robbins & Judge, 2018:
173). Organizational climate can also be defined as "The psychological conditions that exist within an
organization, which affect the motivation, job satisfaction, and performance of organizational
members." (Griffin, 2021: 221).

Organizational climate is also very helpful for a teacher to give and bring out their potential
with enthusiasm and support 1o the people around them in the school. Saturation that can cause stress
can be passed well and does not cause performance o decrease, However, it will be an obstacke 1o
mental fatigue, work fatigue and can become stress chronic, where workers feel physically, mentally
and emotionally tired because of their work, if the organizational climate is not supportive so that
teacher performance is not optimal and eventually school performance decreases. This is what will
disrupi the sustainability of the school. Lan et al. (2020) proved that organizational climate has a
significant positive correlation with workplace bumout . and reteation. Dinibutun (2020) stated that
organizational climate negatively affects emotional exhaustion, and a balanced workload, task clarity,
cohesion, and ethical dimensions in organizational climate have a negative effect on member
depersonalization. Meanwhile, Nufus (2021) and Asi (2014) proved that organizational climate has a
negative effect on burnour . Organizational climate has a positive effect on performance and burnout
has a megative effect on performance, There is an indirect effect of orgamizational climate on
performance through burnaut .

Burnout

Burnout is a state of extreme psychological stress that causes individuals to expericnce
emotional exhaustion and low motivation to work. Burmnout can be a result of chronic work stress
(King, 2010). Maslach et al. (201 5) argue that burnout is a negative emotional reaction that occurs in
the work enviromment, when the individual experiences prolonged stress. Bumnout is a psychological
syndrome that includes fatigue, depersonalization and decreased ability to perform rowting tasks such
a5 causing anxiety, depression, or even sleep disorders.

Teacher Performance

Bernardin and Russel (1993); Ruky (2016:15) provide the following definition of perform ance:
" Performance is defined as the record of outcomes prodiced on a specified job finction or activity
during a time period ". Achievement or performance is a record of the results obtained from certain
job functions or activities during a certain perod of time, There are several performance indicators
that are usually assessed to reveal employee performance. Martoyo (20012: 89) said that in performance
assessment there is no agreement on the object of assessment or indicators assessed in determining
performance. This is due to differences in positions. A person's performance cannot be separated from
the: support of adequate facilities and a conducive work environment

Research Hypothesis

Based on the literature review conducted, the relationship between self Teadership, work ability
. organizational climate, barmout and teacher performance have not been widely studied. Therefore,
this study aims to explore the relationship between the five aspects in the education sector, especially
at SMAN 12 Surabaya . So it is expected that the results of this study can comtribute to the
development of human resource management theory and practice in the field of education, By making
the burnout variable a mediating vanable, it becomes a novelty in this study. Based on the available
literature, the following hypotheses are developed:

1. S elf-leadership influential significant impact on bursont in teachers SMAN 12 Surabava,
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8 el leadership has a significant influence on weacher performance al SMAN 12 Surabaya,
Wark ahbility has a significant effect on teacher burmont at SMAN 12 Surabaya.

Work ahility has a sigmficant influence on performance  teacher of SMAN 12 Surahaya,

I organizational climate influences burnowr teacher st SMAN 12 Surabaya.

I climate organization influential significant to teacher performance at SMAN 12 Surabaya
Burnout has a significant effect on teacher performance at SMAN 12 Surabaya.

b B L g b b

A rescarch framework that deseribes the relationship between research variables can be built
based on the problems and literatune review shown in Figure 1.

Wk Ability 4
(X2}
Tklim

Figure 1 : Research Concept Framework

l.  RESEARCH METHODMOLOGY

This research is a causal research, The population of this study is all teachers at SMAN 12
Surabays, a total of 64 teachers . (Malhotea & Birks, 2007), The sampling technique in this study is
non-random or non-probability sampling. The type of non-probability sampling used is saturated
sampling, as many as 64 respondents . The analysis technique uses SEM (Structural Eguution
Modeling) with the help of Warp PLS (Warp Partial Least Sguare) software,

The data source in this study is primary data , obtained from questionnaire responses. Data were
collected by providing several statements in the guestionnaire and about their demographic factors |
perceptions of responses using a 3-level Likent scale. with a score interval from | (strongly disagree)
to 5 (strongly agree) , then descriptive statistical analysis and hypothesis testing were carried out ,

IV, RESEARCH RESULT
Respondent descriptions include gender, age, education level , and marital status are shown in
Table 1 as follows:

Table | . Chameteristics of respondents (N = 74 )
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Characteristics Frequency Percentage (% )

Gender Male 51 H3.9
Male 23 311

Age = 30 years 15 200
31-40) years 44 G,
= 40 years 10 100

Education Level SENIOR HIGH - -
SCHOOL (2] B0
Bachelor 14 19.00
Postgraduate

Length of work < | year 8 108
14 vears 51 Be.0
= 4 vears 15 0.2

Descriptive data analysis of 74 respondents shows that: the gender of respondents is dominated
by men (68.9%) . Respondent characteristics based on age , dominated in the age range of 31-40 years,
which is 66,0 % , in theage = 40 years . as much as 10.0 % , and in the age < 30 years , as much as
20,0 % of respondents. The education level of the majority of respondents is undergraduate | reaching
81.0 %, while the rest are postgraduate. 19.0 % . Length of work is dominated in the age range of -4
vears, which is 69.0 % .

Goodness of fit model is analyzed from the value of Average Path CoefTicient (APC) , Average
R Squared (ARS) , Average adjusted R-squared (AARS) and Average Variance Inflation Factor
(AVIF). Table 2 shows the results of the analvsis. Where AVIF and APC indicate the multicollinearity
of independent vanables and their relationships. The evaluation data indicates that the model is

acceptable.
Table 2. Goodness of fit model
Resulis Value P-Value  Criteria Description
Average path coefMicient 0385 0.000 =0.05 Supported
Average R-squared 0.857 0.000 =0.05 Supported
Avernge adjusted R-squared 0.854 0.000 <0105 Supported
Average block VIF 2.259 0.000 = 5,000 Supported

Source: WarpPL5 Output

Validity Test of Research Variables

Discriminant validity iz indicated by the AVE,s (square roots of average variance extracted)
value, where the AVE,s value is in the diagonal position in the correlations among latent variables
output of WarpPLS, and the expected value is greater than the comelation value in the same block,
Based on Table 3, the value in the diagonal block is greater than the value in the same block . Thus,
all variables meet the discriminant validity criteria.

Table 3. Comrelations among latent vanables
Wariable Self le Work_Ab Org Cli Bumout Teac_Per ‘
Self le 0,844 0,442 0.786 0.154 0.847 |




Waork_Ab 0,442 0861 0.239 0.762 ().689
Org Cli 0.786 0.2%9 0.504 0.070 0.636
Burnout 0.154 0.762 0.070 0.777 0315
Teac_Per 0,847 0.689 0636 0.315 0.919

Source; WarpPLS Output

Reliability Test of Research Variables
The reliobility test of research variables is measured wsing two criteria, namely composite
reliability and Cronbach's alpha.
Table 4 . Reliability Test Results

Cut Off Value Self le | Work_Ab | Org Cli | Bumout | Teac Per Notes
Cronbach's |

Woha =06 | 0792 0.764 0.795 DA71 0856 All items meet the
Composite requirements
Reliability =07 | 0787 0.754 0.854 D.&20 0.734

Source: WarpPLS Outpunt

Table 4 shows that the cronbach alpha value of each variable is greater than 0.6, Also, the
composite reliability value is greater than 0.7, Therefore, all constructs have met the requirements.

Figure 1. Coefficient of research model path
(B= coefficient; p=probability; R *=determination)

Hypothesis testing
Hypothesis testing is carmed oul based on the estimated significance values of the research
model parameters as shown in Table 5,

Table 5 . Hypothesis Testing

Relationship "'E“;"l;'{c"l':j P | Decision

H1 | Seli“fendership =% Burnout 0.203 0.000 accepied

193
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H2 | Self-leadership > Teacher Performance 0.587 0.000 | accepted

H3 | Work Ability = Burnout 0.885 0.000 accepted

H4 | Work Ability = Teacher Performance 0.554 0.000 accepted

HS | Organizational Climate—> Burnows 0.136 0.045 accepted

Hé :’)rganizalional Climate > Teacher 0.053 0257 sejected
‘erformance

H 7 | Teacher Performance Burnout=> 0.186 0.009 accepted

Source; WarpPLS Output

V. DISCUSSION

This study found that teacher performance at SMAN 12 Surabaya can be significantly
explained by the vanables selfleadership, work ability , organizational climate and frnout . This study
also proves that bumnout is a positive intervening variable in this study. For clarity, the discussion and
discussion of the research results are carried out one by one as follows:

5.1. 8 elf-leadership has a  significant influence on Burnout

The findings of this study inform that Self-leadership has a significant effect on Burnowt . Thus,
Self-leadership provides reinforcement for Burnout . This evidence shows that Self-lcadership on
According to respondents , SMAN 12 Surabaya is good. This is reflected in the respondents’ answers
which state that respondents are aware of the impact of their behavior on people in their environment,
and respondents have specific plans to achieve their career goals as educators. Respondents even feel
motivated to continuc learning to improve their teaching skills without encouragement from other
parties.

The results of this study differ from the findings of Lapian et al. (2022) stated that Seif-
Leadership has an effect on reducing burnowr levels . The results of this study are in accordance with
the findings of Wijayanti (2023) which states that self-leadership affects many things in employees,
namely improving the quality of performance, improving the work ethic of nurses, and developing a
nurse. The importance of increasing self-leadership in the form of training for employees so that it can
improve employee performance. The results of this study confirm Lapian's statement (2022) which
states that burnowt occurs in health workers who are directly related to services and high prevalence
in care, especially health workers because they always experience stressful work situations, working
with direct contact with patients who have different levels ofillness. shows the influence of spirituality
on the level of nurse burnout through self-leadership and emotional intelligence, there is an influence
of self-leadership on burnout and there is an influence of emotional intelligence on burnout.

5.2 Self-leadership has a significant influence on teacher performance

The findings of this study inform that Self-leadership has a significant influence on teacher
performance, thus self-leadership provide reinforcement to teacher performance . This evidence shows
that Self-leadership on According to respondents, SMAN 12 Surabaya is good. This is reflected in the
respondents’ answers which state that respondents prioritize the most important tasks to support student
leaming, and always try to see the positive side of difficult situations in their work. Respondents even
believe that their hard work will have a positive impact on students and the work environment .

The results of this study are in accordance with the findings of Dewi etal. (2021) which show
that self-leadership has a positive and significant effect on employee perfc The results of this
study confirm the statement of Neck etal. (2020). revealed that self-leadership significantly improves
employee performance by increasing intrinsic motivation and psychological capital (PsyCap).
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Employees with high self-leadership tend to more proactive and able to overcome work challenges.
Thus, self-feadership has a positive and significant relationship 1o performance,

In this study, it was also found that there was an indirect influence of Self-leadership on teacher
performance through Bwenont . This informs us that Burmout is a good intervening variable in the
relationship between Self-leadership and teacher performance. SMAN 12 Surabaya. Thus, to improve
teacher performance can be done through increasing Self-leadership and Burnour.

5.3 Wark Ability has a significant effect on Burmour

The findings of this study inform that Work Ability influential significant to Burnous. Thus,
Wk Ability provides reinforcement for Burnout . This evidence suggests that Work Ability at SMAN
12 Surabaya according 1o respondents is already good. This is reflected im the respondents’ answers
stating that respondents feel they have sufficient knowledge to teach the subjects they teach well, and
respondents continue to update their skills and knowledge through training. Respondents can even
manage their time effectively between preparing materials, teaching. and administrative tasks.

The results of this study are in sccordance with the findings of Gould et al, (2020) show that work
High ahility corvelates with emplayee productivity and well-heing, Factors such as physical health,
skifls, and social support affect work ability, which in feen impacts organizational performance, The
results of this study are also in accordance with the findings of Lu, Y. et al. {2021) that the three dimensions
of job bumout, namely Emotional Exhaustion, Cynicism and Reduced Personal Accomplishment | are
negatively correlated with work ability and significantly affect work ability.

5.4 Work Ability has a significant influence on Teacher Performance

The findings of this study inform that Work Abiline influential significant to teacher
performance. Thus, Work Ability  able to provide reinforcement to Teacher Performance . This
evidence shows that Work Abiliny Teacher at SMAN 12 Surabaya according to respondents it is good
and continues to be improved, This is reflected in the respondents” answers which state that respondents
comfortable in providing constructive feedback to students, and have a less positive attitude towards
challenges that arise in the teaching process,

The results of this study are in accordance with the findings of Wuwungan et al. (2020) which
show that work ability has a significant effect on employee performance. Also, the resulis of this study
are in accordance with the findings of Nurul Qomariyah (2023) which show that work obility has a
significant positive effect on teacher performance. This confirms that increasing work ability can
dirzetly improve teacher performance. The results of this study confirm the statement of Hatch et al.
(2018) which states that the physical and psychological dimensions of work ability differ according 1o
age and work fatigue. This emphasizes the need for interventions 1o reduce fatigue and address age-
related strengths and vulnerabilities related to physical and psychological work ability, Viotti ct al,
(2019) stated that work ability positively predicts enthusiasm for work and negatively predicts fatigue.
Conversely, work ability does not significanily affect cynicism.

Im this study, it was also found that there was an indirect and insignificant influence berween
Waork Ability and Company Performance through Swmeur . This informs that Bwmowt is a less good
intervening variable in the relationship between Work Ability and Company performance st SMAN 12
Surabaya. Thus, to improve the Company’s performance can be done through increasing Work Ability
and through increasing Burnout,

5.5 (rganizational Climate has a significant influence on Furnour
The findings of this study inform that Organizational Climate has a significant effect on Burnout
. Thugs, Organizational Climate provides reinforcement for Bwrmour . this evidence shows thai The
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organizational climate at SMAN 12 Surabaya according to respondenis is good. This is reflected in the
respondents’ answers which state that the respondents are satisfied. with the leadership in this nutoring,
and feel free to express opinions in the work environment. Even respondents feel appreciated, because
every decision to be implemented is communicated in advance.

The results of this study, in asccord with the findings of Asi (2014) showed that
organizational climate has a significant negative effect on bwmont. Organizational climate has a
significant positive effect on nurse performance. Buwrnous has a significant negaiive effect on nurse
performance. Kusuma & Herachwati { 2023) showed that Organizational Climate has a direct effect on
the level of Burnous. The results of this study, in contrast to the findings of Marpaung et al. (2020)
stated that there was no effect of organizational climate on burmour.

5.6 Organizational Climate has no significant effect on Teacher Performance

The findings of this study inform that Organizational climate has no effect significant on
Teacher Performance. Thus, the Organizational Climate still needs 1o be strengthened for School
performance . This evidence shows that the organizational climate of employees at SMAN 12 Surabava
according to respondents noeds to be improved. This is reflected in the respondents’ answers which
state that respondents are not yet motivated by the school environment, have not communicated the
decisions taken have not been communicated in advance,

The results of this study are not in accordance with the findings of Triastuti (2019) who proved
that erganizational climate has a positive ¢ffect on emplovee performance. Also not with the findings
of Radianto & Sunuharyo (2017) who also proved that organizational climate is significant for
employee performance. Lan et al. (2020) proved that organizational climate has a significant positive
correlation with workplace burnout, and retention. Dinibutun (2020) stated that organizational climate
negatively affects emaotional exhaustion, and balanced workload, task clarity, cohesion, and ethical
dimensions in organizational climate have a negative effect on member depersonalization. The results
of this study are in accordance with the findings of Mufus (2021) and Asi (2014) who proved that
organizational climate has a negative effect on burmowt, However, organizational ¢limaie has a positive
effect on performance and burnout has a negative effect on performance, There is an indirect effect of
organizational climate on performance through Furmeur .

In this study, it was also found that there was an indirect influence of Organizational Climate
on Company Performance through Burnout. This informs that Burmour is 8 good intervening variahle
in the relationship between Organizational Climate and Company Performance. SMAN 12 Surabaya.
Thus, to improve the Company's performance can be done through improving the Organizational
Climate and Surnons .

5.7 Burnowt has a significant ¢flect on teacher performance

The findings of this study inform that Bermowr has a significant effect on Teacher Performance,
thus Surmonr provides reinforcement to school performance . This evidence shows that Bursour at
SMAN 12 Surabaya according to respondents is good. This is reflected in the respondents’ answers
which state that respondents feel drained of energy after teaching, and feel tired overall emotional
when dealing with students. Even feeling less effective in teaching compared to before, and feeling less
meaningful achievements in their work as teachers.

The results of this study, in accordance with the findings of Hafizh & Hariastuti (202 1) showed
that burnout has a positive effect on employee performance. Hayati & Fitria (2018). Also found that
burnout has a positive effect on employee performance. The results of this study, differ from the
findings of Fitriani & Mugroho, 2022) who found that bumout had a negative effect on teacher
performance. Factors such as workload and lack of social support worsen bumout, The results of this




study are also different from the findings of Adnyaswan & Adayani (2017) who found that burnout
had a megative effect on nurse performance.

CONCLUSION AND SUGGESTIONS

The findings of this study indicate that : Self-leadersfip hos a positive and significant effect on
Burnour , and on teacher performance.; Work abiline has a positive and significant effect on Burmowr |
and on teacher performance.; Organizational climate has a positive and significant effect on Burnout,
and on teacher performance.; Burnous has a positive and significant effect on teacher performance.

For further research, it is necessary to expand the scope of the research, It is also recommended
to conduct further research on the influence of other factors that affect teacher performance and other
variables, which are not yet part of the topic of this research, where there are still many other variahles
that can affect teacher performance.
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Abstract:5h[4 Neger 12 Surabaya (SMAIN 12 Surabara), ko as "SMANDALAS”
was established in 1082, Initially, leaming: aetivities were camed out in the SO0 Pakal 1
No. 119 budlding, Benowo, for one vear while waiting for the constrocton of the
permanent building to be eompleted. The new building bepan to be used on December ¢,
1983, n aceordance with the Decree of the Minister of Education and Culmure No.
377/104.1.1/E5.83/SK. Cumently, SMAN 12 Surabara is locared ar J1. Sememi Kidul No.
1, Benowo Distoet, West Suuha:n. This schocl has a land area ofappmximarely 30,000
oy and is equipped with vanous facilites to support leaming activities both nside and
outsice the classroom such a3 classrooms, laboratories, Ebraries, mosques, plargroands,
school forests, school gardens, ceremonial fields, sports fields, preen open spaces, art
rooms and others. This school is also equipped with adequate bathroom facilities for all
sehool residents, 2 health unit room, meeting room, hall, green house, fish pond, £sh pond
and school garden. MAN 12 has achieved many achievements in both academie and non-
arademic fields. This is inseparable from the gocx‘. cooperaton between school leaders,
teachers, emploTees, students and puardians. Er&r\'leadertrlmleads at SAIAN 12 Surabara
has a program that supperts the achierements of studants and weachers. In 2023, SMAN
12 Surabaya will become a pilot project for the "Food 3choel Care™ program as an
m:lplemmumum support the natonal food secunty program. The purpose of this smdy
was to determine the effect of Self Leadership, Work Ahility, Organizational Clhimate on
Bumout and Teacher Performance at SMAN 12 Surabaya. This stedy uses a quantitative
method with primary data sources obtained from distmibufing questionnaires. The
population of the stacdy were teachers at SAAN 12 Surabava. The selection of responcdents
was carmied out using the sanumted non-probability sampling method with a towl of 74
respondents. The dara analbvsis method used deseriprive anslvsis and SEM-PLS analvsis.
‘The resulss of the sty showed that the Tarisbles of self- Mdmsh:p work ability, and
organizational climate had an effect on burmnour and teacher performance at SMIAN 12
Surabara.

Eeywords! seftkaderchis. ok abiliy. orpanizional clivesee burwest. Teacher Performance.

INTRODUCTIOMN
Mnisay of Education, Culmare, Research, aAnd Technology (Kemendikbad
Ristek) noted that the mumber of smdents in Indonesia in the odd semester of the
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2023,/2024 academic vear has reached 30.14 million pecple. Almost 30% of that mumber
are aameuu.:_\' schiool students, uzmah 24 04 millicn peop:le_ The mumber of jomior h:gh
schoal students in Indonesia is 9.97 million, while high scheol students are 3.52 million.
The number of vocatienal high school students in Indonesia is almest carching up with
the number of high school students, which is 5.08 million smdents. A very large number
o e managed to become 2 haman resoures stwenpth for the sustainabilite of the Lfe of
the belored Republic of Indonesia. This is the next generation that will bring sustainability
and suceess amd maintin unir:.' in Indonesia. With good education, there will be homan
resources that able to compete well in the region, natonally and internatdonally which will
bring changes towards goodness, security, sustainability, and appreciation from other
countries, With good human resources, this nadon will produee Ineovations  all areas of
life, both In edueation, science, economies, technologr, health, cultue, so that its people
can live prosperously and can build better aspects of Life.

Article 31 of the 1943 Constitation of the Republic of Indonesia repulates: oght
And obligation mhabitnt country  And govemment in education sector. The article
contans the fghts and obligations of citizens, inchiding: (1) Every citizen has the right to
receive an educadon, (2) Every citizen is obliged to follow basic education and the
government is obliped to finance it.” Govermnment during the Cabinet era  Red  white
gire Handling "Which Serous for the sustainabdiry of human resources of Indonesian
sociery by dividing three ministries, namely the Jnmsm' of Pomary and Secondarr
Education, the Minkstrv of Higher Education, Science, and 'I'echuolag'r and the Ainistry
of Culture.

The Mnistry of Primary and Secondary Education handles Early Childhood
Education, Pomarr Edueation, and SE(.‘DI]EI]I\' Education. The '\.J'.Lmsur of Higher
Edueation, Seience and Technology handles nghm aducation, science and technologr.
While the Miniswy Culoure deals with culne eluding preservadon and culoaral
adrancement and development of lanpuage and literavare. The MMinistry of Prmary and
Secondary Education oversees Formal Education and Non-formal Education, sccordmg
to Law of the Republic of Indonesiz No. 20 of 2003 concerning the national educaton
system as stated In Article 1 paragraph 12, "Non-formal education is an educational path
outside formal education. formal educaton that is implemented in a structured and tered
manner. Noo-formal education "Formal edoeation has the aim of replacing,
supplementing and complemnenting formal education that supports the concept of lifelong
ecducation”. Explained in the provisions of Natdonal Educaton.

Educaton is a conscious and planned effort to create a leaming ammosphere and
leaming process so that stadents activelr develop their porential to have spirinial religious
strength, self-control and self-control. self, personality, intellipence, morals glorious, and
the skills peeded by himself, society, natdon and state. The sTstem education national is
the entire component of education that interrelated in an inteprared manner to achisme
national education goals. Edocationsl pathrears are vehicles through which stodents
develop their potental in an educational process that is in accordance with educatenal
goals. Educational units are groups of educational services that organize education on
formal, neon-formal, and informal pathwars at every level and wpe of education.
Educational personnel s member public Which to devote self and appointed o
support the implementation of education. Educators are qualified educational staff as
teachers, lecturers, counselors, learning facilitators, widralswara, mators, instuetors,
facilitators, and other titles that are appropriate to their specializations, and participate in
organizing educaton. Community -based education is the implementation edueation
based on peculiarity religion, soeil, culture, aspiratons and potential of socierr as
embodiment education from, by, and for the community.

ShA Neperi 12 Su:atam {SMLAN 12 Surabara), known as "SHIANDALAS," was
established in 1982, Inigally, l.ea.u.uug activities were carted out in the SD Pakal 1 No.
119 building, Benowao, for one year while waiting for the constroction of the permanent
building to be completed. The new building began to be used on December 9, 1983, in
accordance with the Decree of the Mmister of Education and Culhure No.
377/104.1.1 /E5.83/SK. Currently, SMAN 12 Surabara is locared at J1 Semenni Kidul No.
1, Benomo District, West Surabava. This school has 2 land area of approxzimarely 30,000
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m* and is eguipped with variows facilities to suppert leaming activites both inside and
ourside the classroom such as classrooms, laboratories, libraries, mosques, plavgroands,
school forests, school gardens, ceremonial fields, sports fields, green open spaces, art
rooms and others. This scheol is also equipped with sufficient bathroom facilites for all
scheol residents, 2 health unit room, mesting room, hall, green howse, fish pend, fish fam
and school garden.

The most important thing in an edueationsl institution is the teacher whoe is a
supporter for the suceess of its smdents. It is Tery important for edueational mstimriong
tio recrit, train, manage, and provide appropriste compensation so that teachers/lechurers
can provide their best potentizl so that students who are giren teaching and knowledge
are conreved well and increase student knowledge.

Law MNumber 14 of 2003 smtes that, “Teachers are edueators professional with
the main task of edocating, teaching, puiding, directing, waining, evaluate, And evaluate
stadents on education child ape early track educaton formal, education base, And
education medium”. Professional s ajob or actvity Which carried out by someane
and becomes a source of income for Bfe that requires expertise, skill, or skills that meet
certain guality standards or neems and require professional edwcation In carrving out
pral’essioml duries, teachers are chl.igr:d to: I:|_ Plan lem:mu.g LmPlemem qualir_r leamiu.g
processes, and assess and eraluate leaming cateomes; ). Improre and derelop academnie
qualifications and competencies in 3 sastainable manner in line with the development of
science, technology, and art.

SALAM 12 Surabava has developed well, the increase in stodents and assets each
vear is significant, but the problem that still anses in the orpanization is the high teacher
burnout, because self-leadership is still lacking, so that teachers often lack diseipline about
working hours, and wok abiliies that are sill not & especed, are 2 phenomenon in this stody.
Another thing from the researcher's initial observatons that self-leadership il needs to
be improred, seen from the tasks giren hare not been done quickly (Coaching is camied
out by the Principal every 1 Semester). Teaching skills slso need to be improved which
can be done by the method of Teachers expluning, stodents asking, then the teacher
evalmaring the leaming curcomes. The possibility of humout can also occur becanse
teachers get students who enter throagh the zoning route, this eauses stodents to think i
is easy 1o enter SAAN 12, where the change in eurriculum is also a1 challengs for teachers
50 that ther continue to re-leam and this can cause bumoat.

Sereral smdies hare emmined the reladonchip between self lsdesbip with
individual performanee with activities camied out by the company. By using -0 Smiemer
Jefiware and metadan from Pudlich or Perish with the kevword raflaasershiy obtained 28 items
and 3 research closters thar are differentiated based on eolor thar diseuss research topics
about reff feasersbie has 249 relationships with other varables. This can be seen from the
network visualization in Fipure 1.1. Meanwhile, when viewed from the research demsity
visualization, e Eaderhi shows 2 neary clear picture. This also shows that research on wf
Lsadershis has not been studied muach by researchers.

Even though reff fesckrrbip shows a clear density, but it is soll interesting to study
because there are so many items that can be connected to saf Thr daderriis , including thar
relared to the education sector

LITERATURE REVIEW

Self Leadership

In the book " Safflsaserhin: Hew 1 Berome a Mare Swecergful. Efficienr, and Effective
Leader from the Inside Onr 7, Andrew Brrant And Dr. Ana Kazan defines seftkasersbiy as the
practice of intentonally influencing the thoughes, feelings, and action For poing to
personal poals. Neck & Houghton (2006) disclose that Seff Jeckrchis is an ability thar
individuals have to influence, direct, supervise, and motirate themsebres, ineloding thought
pattems and behavior to achieve desired goals.
Based on the problem, it is essential for a teacher to possess self-leadership, as it enables
them to perform as a reliable and professional fipure both for smdents and for the school
This quality should alse be supported by the teacher’s ability to carry out their duties



207

ePsper BEnis © International Journal of Entreprenewrship and Maragement 2023, voll 2, no. 2, Sidauruk, ot sl 298 of 242

effectimelr and conmibure meaningflly w0 the schocl environment. The sudy by Lapin
et al (2027) confirmed that self-leadership has a significant effect in reducing the level of
bumout. Purthermore, b larqoes-Cinteiro et al. (2019) showed that chanpes in the level
of self-leadership are positrely related to changes m the level of adaptime performance and
job satisfaction over time. Aleo, self-leadership can be used as a vahahble tocl w help
organizations improve emplovee adaptive performance and job satisfacton. Nest,
Wijarant (2023) smted that self-leadership affects manv thinps in a person, namelr
improving the quality of performanee, improving work edhie, and developing oneself
While Wircongan et al. (2020) and Maharni et al. (2022) showed that work ability affects
emploree performance. Purthermore, Hateh et al (2018) stated that the physical and
percholopical dimensions of work abilitr differ according to ape and work fadpue. This
emphasizes the need for interrentions to reduce fatigne and address age-relared srengths
and vulnerabilities related to physical and psycholopical work ability.

Work Ability

In order to help achieve company poals, an emplovee must have pood work skills.
According to Hasiban (2022), work ability i the resalr achieved bra persenin compledng
1 given sk based on skills, experience, sincerity, and tme. Ahility, according to Gibsen
(2013: 53), is an innate or learned trait that allows a person to complete a job. In addition,
according o Soelaiman (2007: 112), ability 15 an innate or leamed trait that allows a person
to complete 1 job, either bath phrsieal and menral

In order to help achiere company goals, an emplovee must have good work skills.
According to Stoner (2006), work ability is the power to perform an action, where abilice
inchndes emplotes kmowledpe and mastery of the technieal implementation of the tasks
given . Hateh et al (2018) shewed the physical and psyehologieal dimensions of work
ability that differ aceording to ape and work fadpue. This emphasizes the need for
interventions to reduce fatipue and address age-related strengths and rulnerabilities relatad
o physical amd psychaological work ability. Viotd et al. (2019) stated that work ability
positively predicts enthusiasm for work and nepatmrely predicrs fatipue. Conversely, work
ability does not siprificantly affect evnicism.

Organizatonal Climate

Orpanizational climate iz the atmosphere or mood that exists within an
organj.zaﬁ.o.n., which is influenced .’J’\' factors such as culmre, lealialship, communication,
and relationships berween members of the organization. orpanization is " Atmosphere or
armosphere Which Thereis in A orpamization, Which inflaoence the beharior and
performance of orpanizational members (Robhins & Judge, 2018: 173). Organizational
climate can alse be defined as "The psychological condidons that exist within an
organization, which affect the motration, job safsfeden, and performance of
organizational members " (Griffin, 2021- 221).

Orpanizational climate is alse very helpful for a teacher to give and bring out their
potential with enthuosiasm and support to the people aroand them in the school. Sanration
that can cause stress can be passed well and does not cause performance to decrease.
Howerer, it will be an obstacle to mental fatigue, work fatipue and ean become sixess
chronie, where workers feel physically, mentally and emotionally tired because of their
work, if the orpanizatonal climate is not supportve so that teacher performanee is not
optimal and eventually school performance decreases. This is whar will disrupr the
susminabilitr of the school Lan et al (2020) proved that organizational climate has a
significant positire eomrelagon with workplace burnout , and retenfion. Dintbatun (2020)
stated that organizational dimate negatively affecrs emotional echanstion, and 1 balanced
workload, msk cla.lit:r, cohesion, and ethical dimensions in organizaﬁ.onal climate harve a
negative effect on member depersonalization. hlearrvhile, Nufus (2021) and Asi (2014)
proved that orpanizational climate has a nepatire effect on fwwonr . Orpanizational climare
has 2 pesitive effect on performance and bumout has a negative effect on performance.
There is an indirect effeet of crpanizational elimate on performance through bermasr .
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Bumout

Bumout is a state of estreme psychological stress that causes mdiviiuals o
expenence emotional exhaustion and low motivation to work Bumnout can be a result of
chronic work stress (King, 2010). Maslach et al (2015) argue that burnout is 2 negative
emotional reaction that occurs in the work environment, when the individual experiences
prolonged stess. Bumout is a psvchological smdrome that includes fatpue,
depersonalization axi decreased ability to perform routine tasks such as causing anxiety,
depression, or even sleep disorders.

Teacher Performance

Bemardin and Russel (1993); Ruky (2016:15) provide the following definiton of
pecformance: " Performance is defined as the record of ouscomes produced on a soecified job function or
activisy during a sime period . Achierement or performance is a record of the results obtained
from certain job functions or activites during 2 certain period of time. There are several
performance indicators that are usually assessed to reveal emplovee performance. Martoyo
(2012: 89) saxd that in performance there Is no ag] t on the object of
assessment or indicators assessed in determining performance. This is due to differences
in positions. A person's performance cannot be separated from the support of adequate
facilities and a conducive work environment

Research Hypothesis

Based on the literature review conducted, the reladonship between seff ladershio.
»org abiliyy , organizational climate, swmear and teacher performance have not been widely
studied. Therefore, this study aims to explore the relationship between the five aspects
in the education sector, especially at SNIAN 12 Surabava . So it is expected that the results
of this study can contribute to the development of human resource management theory
and practice in the feld of education. By making the swrmows sariable 3 mediaing vaxiable,
it becomes a novelty in this study. Based on the arailable literature, the following

hrpotheses are developed:

S elf-feadership influental sipnificant impact on umews in teachers SMAN 12 Surabava

S efizadership has a significant influence on teacher performance at SMAN 12 Surabara.
Work abilify has a significant effect on teacher umour at SMAN 12 Surabaya.

Wor :m!in has a significant influence on performance teacher of SMAN 12 Surabaya.
1 o:gm:zmoml climate influences bummear teacher at SMAN 12 Surabara.

I climate organization influential significant to teacher performance at SMAN 12
Surabara

Burnous 5as a significant effecs on teacher performance at SMAN 12 Surabaya.

A research framework that describes the relationship between research varables
can be built based on the problems and literature review shown in Figure 1.
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(X1)

Work Ability
(X2

Tkl

Oreanisasi
(X3)

H4

Figure 1 : Research Concept Framework

III. RESEARCH METHODOLOGY
‘This research is a causal research. The population of this study is all teachers at

SMAN 12 Sorabava, a total of 64 teachers . (DMalhotra 8 Birks, 2007). The sampling
technigue in this smdy is pon-random or nen-probability sampling. The rpe of non-
prebability sampling used is sanurared sampling, as many as 64 respondents . The analvsis
technicue ases SEM (Fmotwral Eguation M sdeling) with the help of Warp PLS (Warp Parial
Leart Square) software.

The data seuree in this study is primary data , obtained from gquestionnaire responses. Data
wete collected by providing several statements in the guestionnaire and about their
demogpraphic factors , perceptions of responses using a 3-level Likert scale. with a score
interval from 1 {strongly disagree) to 3 (strongly agree) , then descriptive stafistical analysis
and hrpothesis testing were carmed out .

IV. RESEARCHRESULT
Respondent descriptions include gender, age, education level , and marinl sums
are shomm in Table 1 as follows:
Table 1 . Characteristies of respondents (N =T74)
Characteristics Frequency Percentage (% )

Gender MMale 3l 639
MMale 3 3Ll
Age < 30 years 13 00
.':l-i-Cl'_.'ea.ts 40 660
= 40 vears 10 log

Education Level SENIOR HIGH SCHOOL - -
Bachelor &0 810
Postgraduate 14 19.0
Length of work =1 vear 0.8
1-4 vears 3l 9.0
= 4 vears 15 22

Descriptive data analvsis of 74 respondents shows that: the pender of respondents
is dominated by men {53 9%) . Respondent characteristics based on age , dominated in the
age range of 31-40 vears, which is 66.0 %4 , in the age > 40 vears , as moch as 1000 %% , and

209
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in the age < 30 vears , a5 much as 20.0 % of respondents. The education level of the
majorty of respondents is underpraduate , reaching 51.0 %, while the rest are
postgraduate, 19.0 ¥ . Lenpth of work is dominated in the ape range of 1-4 vears, which
is 69.0 % .

Goodness of it model is analvzed from the value of Average Path Coefficient
[APC) , Average R Squared (ARS) , Averape adjusted R-squared (AARS) and Average
Vananee Inflaton Factor (AVIF) . Table 2 chows the resalts of the analvsis. Where AVIF
and APC indicare the multicollineariry of ndependent variables and their relationships.
The erahuation data indicates that the model is acceprable.

Takle 2. Goodness of St model

Results Value P-Value Critenia Descrption
Arerape path coefficient 0.383 0.000 = 005 Supported
Averape R-squared 0.857 0.000 = 005 Supported
Average adjusted B-squared 0.334 0.000 = 005 Supported
Amerape block VIF 2259 0.000 = 5,000 Supported
Seurce: WarpFLS Oufpur
Validity Test of Research Variables
Discriminant validity is indicared by the AVE, s (square roots of arerage
varance extracted) value, where the AVE,s value is in the diagonal position in the
correlatinns among latent rariahles gutpur of WarpFLS, and the expected value is greater
than the correlation valie in the same block. Based on Table 3, the valoe in the diagonal
block is greater than the valoe in the same block . Thus, all rariables meet the discriminant
validity eriteria.
Table 3. Comrelations among latent rariables
Warable Self_le Work_aAb Org Cli Bumnout Teac_Per
Self ke 0.844 0.442 0.786 0.134 0.847
Work_Ab 0.442 0.861 0.239 0.762 0.639
Oy Cl 0.756 0.23% 0.804 0.070 0.636
Bumout 0.134 0.762 0.070 0.777 0.313
Teac_Per 0.547 0.659 0.536 0.313 0.919
Seurce: WarpFLS Oufpur
Reliability Teat of Research Variables
The reliability test of research varables is measured gsing two cOteria, namely
composite reliabilicy and Cronbach's alpha.
Table 4 . Reliabilicr Test Besulrs
Cut Off Value Self e TWork_sAb Oz Cli Bumout Teac_Per Iotes
Cronbach's — - o - -
Aloha =06 0.7z 0.764 0.793 0871 0.836 All inems mees the
Composite - —— -z - - requirements
bl | 0. 0.78 0.734 0.334 0.E20 0.734

Source: WarpFL3 Quiput

Table 4 shows that the cronbach alpha value of each varable is preater than 0.6.
Also, the composite reliability walue is greater than 0.7. Therefore, all constracts have met
the requirements.
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Figure 1 . Coefficient of research model path
(B= coefficient; p=probability; R * =detemmination)
Hypothesis testing

Hypothesis testing is earried ont based on the esimared significance wahies of the
research model parameters a5 shown in Tahle 5.

Tahle 5 . Hrpothesis Testing

. . Standardized .
H Relaricnship Cosfficient P Diecision
Hl | Jeifbadershic <% Burmant 0.283 0.000 accepted
H2 | Self-leadership <*Teacher Performance 0.587 0.000 acoepted
H3 | Werk_ dbiliy = Barmowr 0.885 0.000 acoepted
H4 Work Ay =¥ Teacher Performance 0554 0,000 aroepied
H3 | Organizadonal Climare— Surnouw 0.136 0.043 acoepted
Hé | Orpanizational Climare < Teacher Performance 0.033 0257 Iejected
H7 | Teacher Performance Barmawr= 0.136 0.008 acoepted

Source: WarpPLS Qurput

V. DISCUSSION
This study found that teacher performance at SMAN 12 Surabara can be
siprificantly explained by the vadables selfleadersh, wont abilfy , orpanizational climate and
imrmear . This mugy also prores that bamoat is 2 positive infervening varizhle in this study.
For clarty, the discussion and disewssion of the research results are camied cut one by
one s follows:

3.1, 5 elfleadership hasa  significant influence on Burnour

The findings of this study inform that SefFfeaderiis has 2 sipnificant effect on
Burmowr . Thus, Sefffeadershin provides reinforcement for Bumsnr . This evidence shoms
that Self-leadership on According to respondents , SAIAN 12 Surabaya is goed This is
reflected in the respondents' anywers which s@mte that respondents are aware of the
impact of their behavior on people in their environment, and respondents have specific
plans to achiere their career poals a5 educators. Respondents even feel motivated to
contnoe leamning to improve their teaching skills without encouragement from other
parties.
) The resulrs of this smdr differ from the findings of Lapian et al (202%) stared
that ffLeaderrais has an effect on reducing iernass deeir . The results of this study are in
accordance with the findlings of Wijavand {2023) which states that seftkaferrhis affects
many things in emplotees, namely improving the qualitr of perfenmance, improving the
work ethie of nurses, and developing a nurse. The imperance of increasing raf-ladershin
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in the form of training for emploTees so that it can improve emplovee performance. The
resulrs of this stady confinm Lapian's smtement {"G_"’}whlﬂ.l states that hrmsat ocenrs in
health workers who are directly related to services and high prevalence in care, especially
health workers because they always experience stressful work situations, working with
direct contaet with patients who hare different levels of dlness. shows the influence of
spirituality on the level of nurse bumout throagh sef-Fadkrebir and emotional intellipence,
there is an infloence of sf-kadrbis on bamoot and there is an influence of emotional
intellipence on furmeas

5.2 Beli-leadership has a significant influence on teacher performance

The findings of this stdy inform that Jaftkafrshis has a sipnificant influence on
teacher performance, tms seffaderkis provide reinforcement to teacher performance .
This evidence shows that Self-leadership on According 1o respondents, SAAM 12
Surabaya is good. This is reflected in the respondents' answers which state that
Iespnn.dauts pricritize the most important tasks to support student leaming, and abwars
oy to see the pesitre side of diffieult situations in their work. Respondents even beliere
that their hard work will have a positive impact on smdents and the work environment .

‘The results of this study are in accordance with the findings of Dewi et al. (2021)
which show that m‘%'ilrm has a posifire and signifieant effect on emplovee
performance. The IE'iJlI! of this study confirm the statement of Neck er al.  (2020).
revealed that reffkadersiiy sipnificantly improves emplovee performance br ncreasing
Intrinsic motivation and sychabgien capiral (PryCag). Emplotees with hiph sef-feadership fend
o myore pm:u:l:'ma and able o Urucomeworkchaﬂeu.ges_ Thus, Ja_.j‘-@'milr:.':f:lhasa pos':l:ire
and sipnificant relatonship to performance.

In this studr, it was alse found that there was an indirect infloence 57 Fa-laderrhio
on teacher perfaum.une throagh Barmawr . This informs us that Bammesr is 3 good
intervening variable in the relationship between Seffaskrsbis and teacher performance.
SMAM 12 Surabava. Thus, to improve teacher performance can be done through
inereasing Seff-leaderrify and B.a'msxz

5.3 Work Abdliry has a significant effect on Burnow

The findings of this study mnform that Were _déify nfluential sipnificant to
Burmaus. Thus, Wark 45y provides reinforeement for Burnout . This evidence suggests
that Work Ablity at SAIAN 12 Surabaya according to respondents is already pood. This
is reflected in the respondents’ answers stating that respondents feel ther hare sufficient
knowledge to teach the subjects they teach well, and respondents eontinue to apdate their
skills and knowledgpe through taining. Respondents can even manage their tme
effectively berween preparing materals, teaching, and administratme ks,

‘The results of this study are in accordance with the findings of Gould et al. (2020)
show that werk High ability correlater 2405 emloyer frvductivity and wel-being. Facwrs mch a1

phyrical bealeh, pkill, and social siggert affte work abiliny, wbich dr twrm impect organizational

performanee. The results of this study are alvo I aceordance with the findings of Lu, Y.
et al. (2021) that the three dimensicns of job bumout, namely Emeforal Exhaurfon.
Cyniciom and Redweed Persowal . Arcomplibment |, are negatimely comelated with work ability
and significantly affect work ability.

5.4 Work Abilityhas a significant influence on Teacher Performance

The findings of this study nform that Werg iy influentis]l sipnificant to
teacher performance. Thus, Work .4k able to provide reinforcement to Teacher
Performance . This evidence shows that Warg .4&ly Teacher at SMAN 12 Surabara
aceording to respondents it is pood and condnues 1o be improred. This is reflected in the
respondents’ answers which state that respondents comfortable in providing constroctive
feedback to students, and have a less positme attitade towards challenges that arise in the
teaching process.

The resalts of this study are in accordance with the findings of Wowungan et al.
(20200 which show that work ability has 2 sipnificant effect on employee performance.
Also, the results of this study are in accordance with the fndings of Numil Qomarivah
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(2023) which show that werd sbifiy has a sipnificant posiowe effect on teacher
performance. This confirms that increasing work abdity can directly improve teacher
performance. The results of this study confirm the starement of Harch et al. (2018) which
states that the physical and ps:n:hologml dimensions of work ability differ according o
age and work fatigue. This emphasizes the need for interrentions to reduce fadgue and
address ape-related smenpths and wulnerabilides related to phrsical and psrehological
work ability. Viotd et al (2019) stated that work ability positirely predicts enthusiasm for
work and nepatwely predicrs fadpoe. Conmersely, work abilitr does not sipnificanty afect
crnicism.

In this study, it was also found that there was an indirect and insignificant
influence berveen Werk .4y and Company Performanee through Bamesr . This
informs that Barmear is a less good intervening varable in the relatonship berween Ware
Aifyy and Company performance at SMAN 12 Surabava. Thus, o improve the
Company's performance can be done through increasing Work Abilitr and through
increasing Burnout.

Organizational Climate has a significant influence on Burnour

‘The findings of this stedy inform that Organizatonal Climate has a sipnificant
effect on Bumout . Thus, Organizational Climate provides reinforcement for Bumeer ,
this evidence shows that The crganizational climate at SMAN 12 Sumbara accerding to
respondents is pood. This is reflected in the respondents’ answers which state that the
respondents are satsfied. with the leadership in this turoring, and feel fee to express
opinions in the work environment. Even respondents feel appreciated, because every
decision to be implemented is communicated in adrance.

‘The results of this smv, in accordance with the findings of Asi (2014) showed
that crganizational climate has a significant negatre effect on fermosr. Organizational
climate has a sipnificant positive effect on nurse performance. Burwosr has a sipnificant
nepative effect on murse performance. Kusuma & Herachwati (2023) showed that
Organizational Climate has a direct effect on the lerel of Bernowt. The results of this studr,
In contrast 1o the fndings of dMarpaung et al. (2020) stated that there was no effect of
organizafional climate on okt

Organizational Climate has no signdficant effect on Teacher Performance

The findings of this study inform that Organizationsl climate has no effect

sipnificant on Teacher Performance. Tlvas, the Orpanizational Climate stll needs 1o be

strengthened for School performance . This evidence shows that the organizational
climate of emplovees at SAAN 12 Sorabara aecording to respondents needs to be
improved. This is reflected in the I\espondents answers which state that respondents are
not et motdvated by the school environment, have not communicatesd the decisions
taken have not been comnmunicated in adrance,

The results of this stady are not in accordance with the findings of Triastut
(2019) who proved that mgam_.at}nnal climate has a positive effect on v
performance. Also not with the findings of Radianto & Sunsharro (2017) who also
proved thar orpanizatonal climate s significant for emplovee performance. Lan et al.
(2020) proved that organizationsl climate has a sipnificant positive correlation with
workplace bumeut . and retenten. Dinibumn (2020) stated that orpanizational climate
negatively affecrs emodonal exhansdon, and balaneed workload, task clarity, cohesion,
and ethical dimensions in orpanizational climate bave a nepatie effect on member
depersonalization. The results of this smdy are in accordance with the findings of Mufus
(2021) and Asi (2014) who proved that orpanizational climate has a negative effect on
Bwmear. Homwerer, crpanizational climate has a positve effect on performance and
bumeut has anegatire effect on performance. There is an mdirect effect of organizational
chimate on performance through surmacr .

In this study, it was also found that there was an indirect influence of
Organizational Climate on Company Performance through Bamout. This informs thar
Burmewr is 3 pood interrening varizble in the relationship between Organizational Climare
and Company Performance. SMAN 12 Surabava. Thus, to improve the Company's
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performanece can be done throagh improving the Orpanizational Climate and Brrmasr .

57 Burnowrhas a significant effect on teacher performance

The findings of this sty inform thar Brxresr has a sipnificant effect on Teacher
Performance, thus Burwewr provides reinforcement to school performance . This evidence
shows that Barmear at SBLAN 12 Surabara according to respondents is good. This is
reflected in the respondents' answers which state that respondents feel drained of enerpy
after teaching, and feel fred overall emetional when dealing with stadents. Even feeling
less effectire in teaching compared o before, and feeling less meaninsful achierements
in their wark as teachers.

The resulrs of this study, in accordance with the findings of Hafizh & Hariastud
{2021) showed that bumour has a positre effect on emploves performance. Harati &
Fitria (2018). Also found that burmout has a positive effect on emploves perfomance.
The resalts of this stady, differ from the findings of Fitdani & Mugrche, 2022) who
found that burnout had a negative effect on teacher performance. Factors sach as
workload and lack of social suppert worsen bumout. The results of this study are also
different from the Sndings of Adnvaswar & Adnvani (2017) whe found that burnout
had 2 nepative effect on murse performance.

CONCLUSION AND SUGGESTIONS

The findings of this stdy indicate that : Seftkaderaio has a positire and sipnificant
effect on Buermsws, and on teacher performance.; Werk abiliy has a positive and significant
effect on Burmons . and on feacker performance - Organizational elimate has a positive and
sipmificant effect on Bumour, and on teacher performance.; Burmewr has 2 positme and
sigmificant effect on teacher performance.

For further research, it is necessary to expand the scope of the research, It is also
recommended to conduct firther research on the influence of other fictors that affect
teacher performance and other variables, which are not vet part of the topic of this
research, where there are still many other varables that can affect teacher performance.
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