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ABSTRACT---- This study aims to determine the effect of innovative, creative character, principal’s commitment to the
performance of SMK teachers in Soppeng Regency where teacher motivation is an intervening variable. This research is
quantitative research with a correlational design through the survey method. The sampling technique is probability
sampling with a total sample of 200 people spread over ten vocational schools in Soppeng Regency, South Sulawesi,
Indonesia. The data analysis technique is structural equation modeling with the Amos 24 application. The results showed
that the partial hypothesis test that innovative character had no significant effect on teacher performance either directly or
indirectly, creative character and partial commitment had a significant effect on teacher performance either directly or
indirectly. Teacher motivation has a significant effect on teacher performance. Simultaneously innovative, creative, and
commitment characters have a positive and significant effect on teacher motivation. Innovative, creative character,
commitment and motivation of teachers simultaneously have a positive and significant effect on teacher performance.
Keywords: Innovative character, creative, commitment, teacher motivation, teacher performance
___________________________________________________________________________________________________

1. INTRODUCTION
To create a quality education, as the spearhead in the forefront of the school scope, teachers must show good performance.
Good teacher performance is strongly influenced by the attitude and motivation of the principal as a leader [1–4]. Principal
leadership affects teacher performance, teacher work motivation affects teacher performance [5].
Motivation plays an important role in determining teacher performance. Motivation is a process that explains the intensity,
direction and persistence of an individual to achieve his goals [6]. Intensity describes how hard a person tries. High intensity
will not bring the desired results unless the effort is directed towards a goal that benefits the organization. In other words,
motivation must have a directional dimension. Efforts to persevere in advancing towards organizational goals is an effort that
must be cultivated. Motivation has a persistence dimension, which is a measure of how long a person can maintain his or her
efforts. Motivated individuals will stay on the job to achieve their goals.
From the explanation above, it is shown that teacher performance is determined by two factors, namely psychological
influence (motivation) and situational influence. The situational influence in this case is the principal's character in playing the
role of entrepreneurial competence. Why is this entrepreneurial character important? Because entrepreneurship is not just about
creating a business, but how to take advantage of opportunities, take risks beyond security and have the tenacity to push ideas
into reality. combine into a particular perspective [7]. These opportunities exist in the school environment. This opportunity
must be maximized by the principal, so that innovative, creative and committed characters are needed. According to Sham [8]
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Entrepreneurs are individuals or groups of people who have character or nature, are creative, innovative, confident, take
initiative, have leadership qualities, dare to take risks and like challenges. Therefore, an entrepreneur is a change creator who
always sees opportunities with confidence.
The results of research by Suyitno et al [9] on the entrepreneurial leadership of vocational school principals in Indonesia
concluded that principals whose leadership is based on entrepreneurial leadership values hold entrepreneurial values in school
management such as being visionary, creative, innovative, showing schools that are more competitive than other vocational
schools. The implication of this research is to be able to compete in this competitive era by having an innovative, creative and
highly committed character.

2. THEORETICAL BASIS
2.1. Innovative character
Innovation requires good leadership and management at the organizational level. At the organizational level in schools, the
principal is the leader of change. Good leaders will stimulate people to be more active' and interested in their work, and in turn,
will lead to a generation of better ideas. The innovative character of leaders is needed for change to occur and change brings
the need for leaders. As Adair [10]that Innovation calls for good leadership and management at all levels of the organization.
Good leaders will stimulate people to be more 'hands on' and interested in their work, and in turn, this will lead to the generation
of more good ideas. Managerial leaders are needed for change to be able to happen and change brings about the need for leaders.
Having an idea is important for an individual, let alone a leader or principal. But the ideas are not enough if they cannot be
implemented or turned into useful, practical and commercial products or services. As by Adair [10]that innovation is more than
having new ideas; it is about successfully implementing them – turning ideas into useful, practical and commercial products or
services . Research results by [11–14]; that there is a positive influence of innovation ability on performance.
In the theory of motivation, there are two things that affect a person's motivation, namely intrinsic motivation and extrinsic
motivation. One theory of motivation that can explain why people are attracted to do something because of the goal itself. Goal
setting theory is a theory of motivation that explains what causes some people to perform better on work-related tasks than
others [15]. Goal setting theory is a motivational theory that explains what causes some people to do better jobs than others.
Colquitt, Lepine & Wesson [16] in the Integrative Model of Organizational Behavior explains that motivation as an
individual mechanism is directly influenced by individual characteristics such as abilities , personality and culture. Motivation
is also directly influenced by group mechanisms such as leader style, leader behavior, leader strength, team processes, team
characteristics. Likewise, motivation is directly influenced by organizational mechanisms, including organizational culture and
organizational structure.
The principal is a leader within the school environment. As a leader, of course, his leadership is expected to influence
teacher motivation which in turn has an impact on improving teacher performance. Related to this, the path-goal theory of
leadership developed by Robert House says that Leader behavior is acceptable to subordinates to the degree that they see it as
a source of satisfaction now or as a step toward future satisfaction. Leader behavior influences the motivation of subordinates
when it makes the satisfaction of their needs contingent on successful performance; and it provides the guidance, support, and
rewards needed for effective performance [17].

2.2. Creative character
According to Amabile [18] in his book The Social Psychology of Creativity " Creativity is generally defined as the
production of novels, useful ideas or problem solutions. It refers to both the process of idea generation or problem solving and
the actual idea or solution”. Creativity in general is the existence of a new product, ideas that are useful for solving a problem.
Creativity refers to the process of forming ideas or solving problems and implementing those ideas.
Scarborough & Cornwall [19] say " Creativity is the ability to develop new ideas and to discover new ways of looking at
problems and opportunities. Creativity is the ability to develop new ideas and find new ways of looking at problems and
opportunities. It further said that creative thinking is at the core of business skills, and entrepreneurs take the lead in developing
and applying those skills.
Research by [20] found that creative engagement of leaders is positively related to creative performance of employees;
[21] there is an effect of work involvement on employee performance at PT Bangun Wenang Beverages Company Manado.
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The results of Yakup's research, [22] show that job involvement has a positive and significant effect on employee job
satisfaction. This means that the higher the level of work involvement carried out by employees in the implementation of tasks
in community service, the higher the level of employee satisfaction. Job satisfaction is an important aspect of an employee in
the organization because with the existence of job satisfaction in an employee at work and will further stimulate his motivation
in every activity to achieve organizational goals.

2.3. Commitment
According to Allen & Meyer [23] there are three dimensions of commitment, namely affective, continuance and normative
dimensions. Affective commitment refers to employees' emotional attachment, identification, and involvement in the
organization. Employees with strong affective commitment continue to work with the organization because they want to do so.
Continuity commitment refers to an awareness of the costs associated with leaving the organization. Employees whose primary
relationship with the organization is based on a continuing commitment remain because they need to. Meanwhile, normative
commitment reflects the feeling of obligation to continue the work. Employees with a high level of normative commitment feel
that they must remain with the organization.
The results of research conducted by [24] that commitment (Affective, Normative, Sustainable) is significantly related to
organizational performance; [25] job satisfaction, motivation and organizational commitment simultaneously affect employee
performance; [26] organizational commitment affects organizational performance through ethical values; [27] organizational
commitment has a positive impact on work performance; organizational commitment has a positive effect on job satisfaction;
Job satisfaction has a positive impact on performance when organizational commitment is controlled.

2.4. Teacher motivation
Motivation according to [6] "motivation as the processes that account for an individual's intensity, direction, and persistence
of effort toward attaining a goal". There are three main keys, namely: intensity, direction and persistence. Intensity describes
how hard a person tries. High intensity will not bring the desired results unless the effort is directed towards a goal that benefits
the organization. In other words, motivation must have a directional dimension. Efforts to persevere in advancing towards
organizational goals is an effort that must be cultivated. Finally, motivation has a persistence dimension. It is a measure of how
long a person can sustain his efforts. Motivated individuals will stay on the job to achieve their goals.
Based on the theoretical explanation above, it can be concluded that work motivation is an effort that arises from oneself to
do work and channel all the skills possessed so that the goals of the organization can be achieved. If someone has high
motivation then he will do the work to the maximum and vice versa, if someone does not have the motivation to work then
there will be no new things, he can do in order to achieve the organization's targets. Research results by [28] [28–31] that
motivation has a positive effect on performance.

2.5. Teacher performance
Performance is seen as the result of the link between effort, ability, and role perception. Effort, resulting from being
motivated, refers to the amount of energy (physical and/or mental) that an individual uses in performing a task. Ability, is a
personal characteristic used in doing a job. Perception , role (task) refers to the direction in which individuals believe that they
should channel their efforts on their work [32]
Teacher performance according to Supardi [33][33]is the ability of a teacher to carry out learning tasks at school and be
responsible for students under his guidance by increasing student learning achievement. Thus, the teacher's performance as a
condition that shows the ability of a teacher in carrying out his duties at school and describes the existence of an act that is
displayed by the teacher in or during learning activities. Related to this, this study will look at teacher performance on the
dimensions of work quality, work accuracy, initiative in work, work ability and communication [34].
Based on some of the theoretical reviews above, several hypotheses are proposed as follows:
H1: The principal's innovative character has an effect on teacher performance.
H2: The principal's innovative character has an effect on teacher motivation.
H3: the principal's innovative character affects teacher performance through motivation.
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H4: The creative character of the principal affects the teacher's performance
H5: The creative character of the principal affects the teacher's motivation
H6: The principal's creative character affects teacher performance through motivation
H7: The principal's commitment character affects teacher performance
H8: The principal's commitment character has an effect on teacher motivation
H9: The principal's commitment character affects teacher performance through motivation
H10: Innovative, creative character, and principal's commitment affect the motivation of SMK teachers in Soppeng district
H11: Innovative, creative, commitment, and teacher motivation have an effect on the performance of SMK teachers in
Soppeng District

3. RESEARCH METHODS
3.1. Research type and design
This type of research is quantitative research with a correlational research design. The method used is the Survey method.

Figure 1. Research Design

3.2. Research time and place
This research was conducted from February to May 2021 with the research location, namely the Vocational High School
in Soppeng Regency, South Sulawesi, Indonesia.

3.3. Research variable
The principal's innovative character has 3 (three) dimensions, namely: generating ideas, harvesting ideas and developing
and implementing the ideas. Creative variables have 3 (three) dimensions, namely: motivation to do the task, skills in the task
domain and skills in creative thinking. The commitment variable has three dimensions, namely affective commitment,
continuance commitment and normative commitment . The teacher motivation variable has five dimensions, namely goal
content, goal intensity, magnitude, strength and generality and the teacher performance variable have five dimensions, namely
work quality, work accuracy, initiative at work, work ability and communication.

3.4. Population and sample
The population in this study were all teachers at vocational schools in Soppeng Regency , South Sulawesi, Indonesia totaling
410. The sample taken was a total of 200 teachers with the sampling technique used was probability sampling, namely the
sampling technique provided equal opportunities for each element (member) of the population. to be selected as a member of
the sample.
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3.5. Data collection and data analysis techniques
The data collection technique in this research is a survey using data collection tools, namely questionnaires or
questionnaires. The questionnaire is in the form of closed questions/statements given to respondents directly at their respective
schools.
Data analysis techniques are descriptive analysis and statistical inferential analysis with SEM (structural equation modeling)
analysis. SEM analysis in this study was carried out using a two-step approach (Two-Step Approach). The first stage is done
by re-specifying a hybrid model or a full model as a CFA (Confirmatory Factor Analysis) model in order to obtain an acceptable
CFA model of each exogenous and endogenous construct. The CFA model can be accepted if it has a good fit of the validity
and reliability model data [35]. The second stage of the two-step approach is to combine the CFA model from exogenous and
endogenous constructs that have been accepted into one overall model (hybrid model) or full model to be estimated and
analyzed in order to see the overall fit of the model and evaluate the structural model in order to obtain a full acceptable model.
Confirmatory factor analysis is designed to test the unidimensionality of a theoretical construct. Confirmatory factor
analysis is used to test whether the indicators forming the latent variable are significant and valid [36]. The latent variables that
the researcher uses in this study are formed based on theoretical concepts with several indicators or manifest variables.
Confirmatory analysis wants to test whether the indicators and dimensions forming the latent construct are valid indicators and
dimensions as a measure of the latent construct.
This research consists of 3 (three) exogenous constructs and 2 (two) endogenous constructs. Innovative, creative and
committed character variables are exogenous constructs, while the work motivation and teacher performance variables are
endogenous constructs where teacher motivation is the intervening variable. The CFA test refers to the model fit criteria
contained in the following Goodness of Fit Index table:
Table 1. Goodness of fit index

No

Goodness of Fit Index

Cut off value
(Limit value)

Criteria

DF

>0

Over identified

Chi-Square
Probability
CMIN/DF
GFI
AGFI
CFI
TLI or NNFI
NFI
IFI
RMSEA
RMR

< .df
> 0.05
<2
0.90
0.90
0.90
0.90
0.90
0.90
0.08
0.05

good fit
good fit
good fit
good fit
good fit
good fit
good fit
good fit
good fit
good fit
good fit

Source: [36]

4. RESULTS AND DISCUSSION
4.1. Research result
Descriptive statistical analysis results
The descriptive results above show that on the innovative character variable the highest indicator is found in the second
indicator, namely improving existing ideas with an average of 4.04. Furthermore, the highest average dimension of 3.94 is
found in the first dimension, namely the dimension of generating ideas. Overall, the average innovative character variable is
3.86 which indicates that the respondents' assessment of the innovative character variable is in the good category.
variable is found in the first indicator, namely involvement in work with an average of 4.16. Furthermore, the highest
average dimension of 4.09 is found in the first dimension, namely the Intrinsic motivation to do the task dimension. Overall,
the average creative character variable is 4.00, which indicates that the respondents' assessment of the creative character
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variable is in the good category.
In the character variable, the highest indicator commitment is found in the sixth indicator, namely the belief in responsibility
for the organization with an average of 4,27. Furthermore, the highest average dimension of 4.12 is found in the third dimension,
namely the dimension of normative commitment. Overall, the average commitment character variable is 3.77 which indicates
that the respondents' assessment of the commitment character variable is in the good category.
The variable of teacher motivation with the highest indicator is the first indicator of the level of clarity with specific
objectives of 4,47. Furthermore, the highest average dimension of 4.35 is found in the first dimension, namely the goal content
dimension. Overall, the average teacher motivation variable is 4.24 which indicates that the respondents' assessment of the
teacher motivation variable is included in the very good category.
highest average is found in the sixth indicator, namely planning teaching with an average of 4.51. Furthermore, the highest
dimension of 4.37 is found in the first dimension and the second dimension, namely the quality of work and accuracy of work.
Overall, the average teacher performance variable is 4.20 which indicates that the respondents' assessment of the teacher
performance variable is in the very good category.

Testing SEM assumptions (structural equation modeling)
The assumptions that must be met by the SEM model in this study include the normality test, multicollinearity test, and
outlier test.
Table 2. Data Normality Test Results

Variable

min

max

skew

cr

kurtosis

cr

KIN5
KIN4
KIN3
KIN2
KIN1
MOT5
MOT4
MOT3
MOT2
MOT1
KOM1
KOM2
KOM3
KRE1
KRE2
KRE3
IN1
IN2
IN3
Multivariate

2,250
2,000
3.083
3.182
3.333
2,000
2,500
3,000
2,667
3.143
2,000
1,667
2,333
2,556
1,667
2,333
2,333
2,000
1,500

5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000
5,000

-.325
-.201
-.219
-.243
-.243
-.331
-108
-.270
-.301
-.227
-.092
.122
-.376
-.340
-.346
-.222
-.321
-.230
-.251

-1.874
-1.159
-1.265
-1.401
-1.404
-1.912
-.622
-1,559
-1,740
-1.311
-.529
.703
-2.173
-1,965
-1,995
-1.283
-1.856
-1,327
-1.446

-.362
-.086
-.482
-1.096
-.972
.282
-.194
-.240
-.268
-.933
-.525
-.030
-.497
-.899
-.673
-.961
-.441
-.881
-.354
43.108

-1.045
-.248
-1.391
-3.164
-2.807
.813
-.560
-.694
-.775
-2,694
-1.515
-.086
-1.434
-2,595
-1,942
-2.775
-1.273
-2.543
-1.022
8,629

Based on the normality assumption test table above, it shows that each variable indicator in this study has a critical ratio
(CR) value of less than ±2.58. Therefore, the variable indicator data proved to be normally distributed.
Mediation test requires correlation between independent variables. Correlation analysis is used to measure the strength
relationship between two variables (sometimes more than two variables) with certain scales. To find out the correlation between
the independent variables in this study can be seen from the results of the table as follows:
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Table 3. Correlation between Independent Variables
Innovative
Creative
Commitment
Innovative

Creative

Commitment

Motivation

Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
Sig. (2-tailed)
N

1
200
.408 **
.000
200
.293 **
.000
200
.307 **
.000
200

**

.408
.000
200
1

200
.524 **
.000
200
.633 **
.000
200

**

.293
.000
200
.524 **
.000
200
1
200
.545 **
.000
200

Motivation
.307 **
.000
200
.633 **
.000
200
.545 **
.000
200
1
200

Based on the table of multicollinearity test results it can be seen the correlation between variables < 0.9. This means that
there is no multicollinearity between variables.
The outliers test in this study is explained based on a comparison between the value of the mahalonobis distance with a chisquare value table using df = 21 (the number of unobserved variables) and the error rate r = 0.001 (21 ;0.001 = 46,797). In the
table above, the highest value of mahalanobis distance is 45.341. Based on these criteria, it can be seen that the highest value
of the mahalonobis distance value is 45.341 which is smaller than the chi-square table, so it can be stated that the data in this
study proved to be free from the problem of outliers.
Table 4. Convergent Validity Test Results

Indicator
IN3
IN2
IN1
KRE3
KRE2
KRE1
KOM3
KOM2
KOM1
MOT1
MOT2
MOT3
MOT4
MOT5
KIN1
KIN2
KIN3
KIN4
KIN5

<--<--<--<--<--<--<--<--<--<--<--<--<--<--<--<--<--<--<---

Estimate
Innovative
Innovative
Innovative
Creative
Creative
Creative
Commitment
Commitment
Commitment
Motivation
Motivation
Motivation
Motivation
Motivation
Performance
Performance
Performance
Performance
Performance

.873
.907
.759
.849
.752
.679
.689
.691
.913
.777
.772
.763
.694
.620
.834
.848
.644
.710
.772

The Standardized Regression n Weight value in table 4 above shows the loading factor value (Estimate) above 0.5, this
means that the indicator can explain the existing construct.
There are 2 reliability tests, namely Composite (Construct) reliability and Variance extracted. Based on the results of the
CR and VE calculations, they are presented as follows:
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Table 5. Square Root Value of AVE

Variable

CR

VE

Innovative character
Creative character
Commitment character
Teacher motivation
Teacher performance

0.885
0.806
0.812
0.848
0.875

0.720
0.582
0.595
0.530
0.586

The results in table 5 above show that the CR value of all variables is > 0.700 and the VE value is > 0.500. Thus, it can be
concluded that all variables are reliable and feasible.

Structural equation modeling

Figure 2. Image of full SEM model
Based on the picture above, several things can be explained as follows:
1.

X 2 - Chi-Square Statistics

X 2 chi-square is 148,391 smaller than the value 154.302. This value indicates that the tested model is accepted in the fit
category.
2.

Probability

The resulting probability value is 0.094 which is greater than the cut-of value, which is 0.05. This value indicates that there
is no significant difference between the data covariance matrix and the estimated covariance matrix, so that the model is
accepted in the fit category.
3.

The Minimum Sample of Discrepancy Funtion Divide with Degree of Freedom (CMIN/DF)

The data in the image above shows that the CMIN/Df value of the full SEM model in this study is 1.168, which is smaller
than the cut-of value of 2.00 which indicates that the model is accepted in the fit category.
4.

Goodness-of-Fit Index (GFI)

Referring to the results of the goodness of fit test, it is known that the GFI value is 0.928 which is greater than the cut of
value which is 0.90. This value indicates that the level of suitability of the weighted proportion of the variance of the sample
covariance matrix described by the estimated population matrix is accepted in the fit category.
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5.

Adjusted Goodness of Fit Index (AGFI)

Furthermore, the AGFI full SEM model value from this study is 0.892 which is is also smaller than its cut of value which
is 0.90. This AGFI value indicates that the fit between the weighted proportions of the variance in the sample matrix described
by the estimated population matrix is accepted in the marginal category.
6.

Comparative Fit Index (CFI)

The CFI value in this research model is 0.990, which is greater than the cut of value, which is 0.90. The value indicates that
the suitability of the index that compares a model which is calculated against the baseline the model is accepted in the fit
category.
7.

Tucker Lewis Index (TLI)

The results of the goodness of fit model test show that the TLI value is 0.986, which is greater than the cut of value, which
is 0.90. The TLI value indicates that the level of conformity of the incremental index which compares the model with the
baseline model is accepted in the fit category.
8.

Normal Fit Index (NFI)

The AGFI value in the full SEM model from this study is 0.935 which means is also greater than its cut of value which is
0.90. This NFI value indicates that the model criteria are accepted in the fit category.
9.

IFI

The results of the goodness of fit model test show that the IFI value is 0.990, which is greater than the cut of value, which
is 0.90 . The IFI value indicates that the level of conformity of the incremental index which compares the model with the
baseline model is accepted in the fit category.
10. The ROOT Mean Square Error of Approximation (RMSEA)
The data also shows that the RMSEA value is 0.017, which is smaller than the cut of value, which is 0.080. This value
shows the index accepted by the model which shows a close fit of the model based on the degree of freedom in the fit category.
11. RMR
The data also shows that the RMR value is 0.012, which is greater than the cut of value, which is 0.050. This value shows
the index accepted by the model which shows a close fit of the model based on the degree of freedom in the fit category.
Based on the results of the compatibility test above, it can be concluded that this model is feasible to use.

Hypothesis test
The direct effect in SEM analysis is known through the significance value and t-test which are commonly used in regression
analysis.
Based on the output of the full SEM model analysis, then a summary of the results of the causal relationship between the
variables in this study can be made as shown in table 6 below:
Table 6. Direct Effect

Influence

Coefficient

CR

P

Information

X1

→

Y

-0.017

-0.418

0.676

Not significant

X2

→

Y

0.369

6,123

***

Significant

X3

→

Y

0.247

3,572

***

Significant

X1

→

Z

-0.017

-0.557

0.577

Not significant

X2

→

Z

0.141

2,505

0.012

Significant

X3

→

Z

0.182

3,254

0.001

Significant

Y

→

Z

0.480

4,736

***

Significant

Note: *** = 0.000 significant at a significance value of 0.01
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Based on the summary of the results of the SEM analysis on the direct effect, several things can be explained as follows:
The critical ratio (CR) value for the influence of the innovative character variable on teacher motivation is 0.418 which is
smaller than the t table value (1.960) and the significance value is 0.676> 0.05 and coefficient value of 0.017 with a negative
direction. This means that the innovative character has no effect on teacher motivation. Furthermore, the value of the critical
ratio (CR) for the influence of the creative character of the principal on teacher motivation of 6.123 greater than the value of t
table (1.960) and a significance value of 0.000 < 0.05 and a coefficient value of 0.369 with a positive direction. This means
that creative character has an effect on teacher motivation. Based on the results of the t test, the character of commitment to
motivation has a CR value of 3.572 which is greater than t table (1.960) and a significance value of 0.0 00 < 0.05 and a
coefficient value of 0.247 with a positive direction. Thus, the hypothesis which states that there is a positive effect of principal's
commitment on the motivation of SMK teachers in Soppeng Regency, is accepted by the results of empirical research. The
critical ratio (CR) value for the influence of innovative character variables on performance is 0.557 smaller than the t table
value (1.960), the significance value is 0.577> 0.05, and the coefficient value is 0.017 in a negative direction. Thus, the
hypothesis which states that there is a positive influence on the innovative character of the principal on the performance of
SMK teachers in Soppeng Regency is not accepted. The critical ratio (CR) value for the effect of creative character variables
on teacher performance of 2.505 is greater than the value of t table (1.960) and a significance value of 0.012 < 0.05 and the
coefficient value is 0.141 with a positive direction. Therefore, it can be stated that there is a positive influence on the creative
character of the principal on the performance of vocational school teachers in Soppeng Regency. The critical ratio (CR) value
for the effect of the commitment character on teacher performance is 3.254, which is greater than the t table value (1.960) and
the significance value is 0.001 < 0.05 and the coefficient value is 0.182 in a positive direction. This means that the character of
commitment has an effect on teacher performance. The results of the direct influence on the SEM analysis can be seen that the
teacher motivation variable on teacher performance has a CR value of 4.736 which is greater than t table (1.960) and a
significance value of 0.000 and a coefficient value of 0.480 in a positive direction. Therefore, then the hypothesis which states
that there is a positive influence of teacher motivation on the performance of vocational school teachers in Soppeng Regency,
is accepted.
Indirect influence in this study using the Sobel test which is presented as follows:
Table 7. Indirect Effect (Sobel Test)

Connection

t count

t table

X1 → Y → Z

-0.416

1,960

X2 → Y → Z

3,560

1,960

X3 → Y → Z

2,767

1,960

Information
Not significant
Significant
Significant

Based on the indirect effect table, it can be seen that the t-value for the influence of the principal's innovative character
variable on teacher performance through teacher motivation is 0.416 which is smaller than the t-table value (1.960) and the
significance value is 0.677> 0.05. Therefore, it can be stated that the hypothesis which states that there is a positive influence
on the innovative character of the principal on teacher performance through the motivation of SMK teachers in Soppeng
Regency, is not accepted. Based on the summary of the results of the Sobel test, the t-count value for the influence of the
principal's creative character on teacher performance through teacher motivation is 3.560, which is greater than the t-table value
(1.960) and the significance value is 0.000 < 0.05. This means that creative character affects teacher performance through
teacher motivation. Furthermore, the effect of principal's commitment on teacher performance through teacher motivation from
the results of Sobel analysis shows that the critical ratio (CR) value of 2.767 is greater than the t table value (1.960) and the
significance value is 0.006 < 0.05. Thus, the hypothesis which states that there is a positive effect of principal's commitment
on teacher performance through the motivation of SMK teachers in Soppeng Regency, is accepted.
Simultaneous testing in this study was used to determine the simultaneous effect of innovative, creative and commitment
characters on teacher motivation and the simultaneous effect of innovative, creative, commitment and teacher motivation on
teacher performance. Simultaneous test results are presented as follows:
Simultaneous Effect

Table 8. Simultaneous Effect (Test F)
F count
F table
R Square

X1, X2, X3 → Y
X1, X2, X3, Y → Z
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111,722
183,393

2,650
2,147

0.631
0.790

Information
Significant
Significant

251

Asian Journal of Applied Sciences (ISSN: 2321 – 0893)
Volume 10 – Issue 3, June 2022
The results of the SEM analysis on the simultaneous effect table show that the calculated F value for the influence of the
variables of innovative character, creative character, commitment character on teacher motivation of 111,722 which is greater
than the value of F table (2,650). Therefore, it can be stated that there is a simultaneous influence between innovative character,
creative character, and commitment character on teacher motivation. The value of r square of 0.631 means that the innovative,
creative, and commitment character of the principal contributes to the motivation of teachers by 63.1%, the remaining 26.9%
is influenced by other factors.
Based on the simultaneous effect, it shows that the calculated F value for the influence of the variables of innovative,
creative, commitment, and teacher motivation on teacher performance of 183.393 which is greater than the value of F table
(2.417). Therefore, it can be stated that there is a simultaneous influence between innovative, creative, commitment, and teacher
motivation on teacher performance. It was concluded that, the hypothesis which states that there is a positive effect of the total
influence of innovative, creative, commitment, and teacher motivation on the performance of SMK teachers in Soppeng
Regency, is accepted. The value of r square of 0.790 means that the innovative, creative character, commitment of the principal
and teacher motivation contribute to teacher performance by 79.0%, the remaining 21.0% is influenced by other factors.

4.2. Discussion
Based on the results of testing the hypothesis that the innovative character has no significant effect on teacher performance
either directly or indirectly as well as the principal's innovative character on teacher motivation. These results indicate that the
principal's innovative character does not have a positive and significant effect on increasing teacher motivation and
performance. Support for other variables is needed to improve teacher performance. According to Adair [10]in innovative
organizations, managers must limit their natural instincts to control everything. Control is an important function of leadership
or management, but must be exercised with skill and sensitivity. Thus, principals in an effort to apply concepts, ideas or ideas
need to have skills in the task domain (skills in the task domain) . The skill is how the principal has factual knowledge related
to facts, principles, opinions about various problems in carrying out tasks to solve problems. This skill is in the creative
character of the principal.
Likewise, the innovative character has no significant effect on teacher motivation. For this reason, it is necessary to relate
why people are motivated to do something. This is where goal setting theory is important. Goal setting theory is a motivational
theory that explains what causes some people to do better jobs than others. Locke & Latham [15]say that the goal itself is the
primary source of a person's motivation. This is related to what Sa'ud [37]that one of the strategies for implementing innovation
is a facilitative strategy, meaning that to achieve the goals of social change that has been determined, the provision of facilities
is prioritized so that the social change program will run easily and smoothly. . Furthermore, it is said that this strategy can be
implemented properly if the client/teacher knows the problem at hand and realizes the need to find a target for change (goal).
Related to the views mentioned above, it is associated with the insignificance of the innovative character to motivation, it
is possible because the ideas or ideas of the principal are weak in their application, due to the support of facilities, inadequate
infrastructure. A good concept but not supported by infrastructure in its implementation will be less than optimal, especially if
the goals to be achieved are not clear to the teacher.
The results of this study do not support the results of research by [12–14,38]; that there is a positive influence of innovation
ability on performance. On the other hand, the results of this study are in line with research findings [39,40]; innovation has no
effect on organizational performance; [41]; The influence of organizational culture (one indicator is innovation) is not
significant on teacher performance).
The principal's creative character in this study was built by three dimensions, namely (1) intrinsic motivation to do the task;
(2) Skills in the task domain; and (3) Skills in creative thinking. The results of this study are in line with research [42]that the
creative involvement of leaders is positively related to the creative performance of employees. The higher the value of the
principal's creative character, the higher the teacher's performance, and vice versa, the lower the principal's creative character,
the lower the teacher's performance. Therefore, if you want to improve teacher performance, the steps that can be taken by
policy makers is how to optimize the creativity of the principal. Principals who involve themselves in work, not only ordering,
will have an impact on teacher performance. Principals who have more curiosity will have a positive impact on teacher
performance. Likewise, principals who enjoy the work they are doing will certainly provide positive energy for teachers. Leader
attributes, specific behaviors, and psychological states can be transmitted from the leader level to the employee level in the
organization [43]; such as the leader's own creativity self-efficacy [44]; [44]work engagement [45].
The principal's commitment character in this study was built by three dimensions, namely: (1) affective commitment; (2)
continuance commitments; and (3) normative commitment. In the dimension of affective commitment built by indicators, 1)
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trust in the organization, 2) proud to be part of the organization, 3) willingness to contribute energy and thoughts to
organizational goals. Furthermore, the dimension of continuance commitment is built by indicators, 4) losses if leaving the
organization, 5) willingness to maintain themselves in the organization. Meanwhile, the normative commitment dimension is
constructed by indicators, 6) belief in responsibility to the organization, 7) obligation to the organization.
Based on the summary of the results of the SEM analysis on the direct effect, it can be seen that the critical ratio (CR) value
for the influence of the commitment character variable on teacher performance is 3.254, which is greater than the t table value
(1.960) and the significance value is 0.001 <0.05 and the coefficient value is 0.182 with a positive direction. This means that
the character of commitment has an effect on teacher performance.
The results of this study are in line with research [24,26,27]which shows that there is a significant influence and contribution
of commitment to performance. Explaining the relationship between organizational commitment and performance, [46]found
that employees with higher organizational commitment had higher performance expectations, which turned out to be higher
performance in reality. In the sphere of principals who have a high commitment tend to feel that they can manage a larger
workload. Principals who are committed certainly do their job better than those who are less committed, because they
participate and think about the work being done.
The latent variable of teacher motivation in this study was constructed by five dimensions, namely: (1) goal content; (2)
goal intensity; (3) magnitude; (4) strength; (5) generality. In the dimension of goal content, the indicators are constructed by:
1) Goal specificity/clarity level of accuracy (clarity) with specific objectives, 2) Goal difficulty is the level of difficulty of the
goal to be achieved. In the dimension of goal intensity constructed by indicators: 3) goal intensity/ persistence (level of intensity
how to achieve goals), 4) goal commitment, the level of commitment to achieve goals. The magnitude dimension is constructed
by indicators: 5) individual's belief in his ability to the level of task difficulty, 6) behavior selection based on the obstacle or
level of difficulty of a task or activity. On the dimension of strength constructed by indicators, 7) The level of strength of
individual beliefs or expectations of their abilities. While the generality dimension is built by indicators, 8) individual beliefs
about their ability to carry out tasks in various activities.
From the results of the hypothesis test the direct influence of motivation on the performance of SMK teachers in Soppeng
Regency shows a critical ratio value of 4.736> t table 1.960 and a significance value of 0.000 less than 0.05 with a positive
direction coefficient value. This indicates that the higher the latent variable of teacher motivation, the better the teacher's
performance.
The results of this study are in line with research [28,30,47,48]that motivation has a positive effect on performance.
Regarding performance according to [49] is a function of ability + motivation + opportunity [50]. Thus, performance is
determined by how the individual's ability, how motivated the individual is and how much opportunity there is in him. Seeing
the results of this study that motivation affects teacher performance at SMK Soppeng Regency with the manifest self-efficacy
variable as the largest contribution to the latent variable of motivation, it is in line with the opinion [51]that the strength of
motivation with performance effects The strongest is self-efficacy/competence, because people who feel confident from within
tend to outperform those who doubt their abilities.
The results of this study are in line with the research of Amanda & Suryono [52]; the higher the teacher's self-efficacy , the
higher the teacher's performance, Berliana & Arsanti [53]; The greater the self-efficacy possessed by a teacher in the learning
and teaching process, the greater the performance that will be generated.

5. CONCLUSIONS AND RECOMMENDATIONS
5.1. Conclusion
Based on the proposed research hypothesis, several research conclusions were obtained as follows:
1.

The principal's innovative character has no significant effect on teacher performance, either directly or indirectly.

2.

The creative character of the principal has a significant effect on teacher performance, either directly or indirectly.

3.

The principal's commitment character has a significant effect on teacher performance, either directly or indirectly.

4.

Teacher motivation has an effect on teacher performance.

5.

Innovative, creative, and committed characters have a positive and significant effect simultaneously on teacher
motivation.
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6.

Innovative, creative, commitment, and teacher motivation have a positive and significant effect simultaneously on
teacher performance.

5.2. Suggestion
Based on the conclusions of the research above, some suggestions can be made as follows:
1.

In an effort to build an innovative character, the principal should sort out ideas/ideas, evaluate them for further
implementation.

2.

It is expected that the principals of SMK in Soppeng Regency, South Sulawesi, Indonesia, are expected to maintain
active involvement in work and improve skills in task dimensions such as factual knowledge regarding facts,
principles, opinions about various problems in carrying out tasks to solve problems. In addition, the principal
should improve technical skills in solving problems at school.

3.

In order to maintain the level of commitment of the principal in the school, it is expected to maintain the belief in
responsibility for the organization, obligations to the school organization and put the interests of the school above
personal interests.

4.

To maintain and increase teacher motivation, the principal should maintain clarity of each goal to be achieved,
increase teacher persistence and continue to increase teacher confidence in their ability to carry out tasks in various
activities.

5.

Teacher performance is a variable that is influenced by the variables of motivation and innovative, creative and
commitment character. Therefore, to improve teacher performance, principals should trigger, stimulate, improve
and maintain teacher motivation. Teachers who have been motivated ultimately have a positive impact on their
performance.
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