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ABSTRACT

In an Education system the education institutions, including the educators’ performance, hold an
important role. In providing education an education institution, as well as in the vocational education
institutions, requires a leader and leadership. This study aims to determine how the effect of
transactional leadership on the performance of teaching staff, one of the elements of vocational
education institution, with j@gsatisfaction as an intervening variable. Using path analysis techniques and
data from 192 respondents, the results of this study suggest that transactional leadership that is applied
in one of the vocational education institutions in Palembang, Sriwijaya State Polytechnic, can increase
teaching staff/educators’ performance. The leader of the vocational education institutions need to
provide opportunities and freedom to improve the motivation, skills, ideas, develop its potential and
increase job satisfactih of educators, since based on the result of this study, job satisfaction, as the
intervening variables, have a significant and positive impact on performance .
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INTRODUCTION
Background of the Study

Development of human resources is an important factor in national development, as a necessary
condition of human resource development is effective. One means to build human is through education
(Siddigui, 1987), in which the education system, higher education, including vocational education, is one
of the means to develop human resources. In order for achieve the purpose of higher education
institution, the efficiency of higher education has become a necessity. Efficiency performance of higher
education can be measured from the high productivity of the lecturer or educators staff in these
institutions. (Taylor, 2001) In an organization of human resource management course required of
leaders and leadership in order to achieve the organization's goals According to Luthans (2001) suggests
that leadership is defined as a process of group personality, willingness, specific behaviors, persuasion,
of power (power), achievement of goals, interaction, role differences, the beginning of the structure,
and combinations of two or more of these circumstances. Effective leader is someone whose leadership
was able to grow, maintain and develop the business and a cooperative climate in organizational life.
One of the factors that influence the effectiveness of leadership is the interaction between leaders and
subordinates. This interaction includes two forms of transactional leadership and transformational




leadership. According to Burns (2004) distinguish between transactional and transformational
leadership. Transactional leadership is a relationship between leaders and subordinates are based on an
exchange or negotiation between leaders and subordinates. Exchange could be economic, political or
psychological. These exchanges emphasis on procedures, such as contingent reward and Management
by Exception. If successful will get the reward, while if it is not satisfactory will be punished, whereas
transformational leadership is essentially related to how the influence of values and attitudes of the
followers / subordinates, it is associated with charisma, personal relationships and creativity.

Bass and Avolio (1994) to develop, by stating that transactional leadership is leadership where there is
an exchange between the leader and subordinates in their daily activities where the exchange is
important for the implementation of the agreed performance routines between leaders and
subordinates, in other words, leadership emphasizes transactional transactions or exchanges that occur
between leaders, peers and subordinates. This exchange is based on the agreement made between the
leaders of the other parties about what to do and about the terms of rewards or benefits to be received
for each party if those conditions are met. The exchange is based on an agreement on clarifying
objectives, work standards, work assignments and appreciation for the fulfillment of this task (job
performance / performance of the employee). From the characteristics of transactional leadership, its
characteristics can be concluded the degree of confidence in the leadership of the different employees.
At first the characteristics of Contingent Reward |leadership abilities have not fully trust their employees
and give them the opportunity to demonstrate his ability or achievement. The second characteristic of
the Management by Exception (Active), described the beliefs led to its employees, but not fully trust
given to require any further supervision of the head. In the third characteristic of the Management by
Exception (Passive), confidence in the ability of employees to be larger so not too strict supervision and
management believes that employees can complete the task or the problem itself. One effort to
improve employee job satisfaction is to create a work environment the company or organization's
favorable climate. These circumstances require a leader to manage the organization effectively in order
to create a good organizational climate. According to Gibson (1999) Climate of the organization is its
nature of work environment, which is assessed directly or indirectly, by the employee, which is
considered to be a major force in influencing behavior. Organizational climate has affected the function
of the actions of employees as part of an individual or part of a group, and organizational actions in
response to the treatment as well as external factors (such as economic conditions, technological
innovation and step competition). Polytechnic is one of the state institutions of higher education is a
means to develop human resources through the process, activities that generate knowledge and skills.
(Enyekit, Ubulom, & Onuekwa, 2011) One of the higher education in the form that is part of the
vocational education system in Indonesia is Politeknik Negeri Sriwijaya, which is located in the city of
Palembang, which is still under heavy strive to continuously improve job satisfaction and performance
employees in order to deliver maximum results for the goal itself Polytechnic aims intellectual life of the
nation and develop human resources. Since its establishment, in 1982 until today has undergone many
changes along with the times and the demands of society in education. Based on the our observations
the leadership implementation at Politeknik Negeri Sriwijaya refers to two characteristics of
transactional leadership, the leader uses award / reward contingencies to motivate employees and
leaders to exercise or perform corrective action only when the subordinates or employees fail to achieve
objectives or performance does not meet expectations. Does the application of leadership with the
method as we describe before, perceived to provide customer satisfaction and delivering the




performance expected especially by the Lecturer or Educator? Become the question that needs to be
tested.

Formulation of Research Problem

ERsed on the background described above, the research question in this study is "how does variable
transactional leadership and organizational climate on the performance of the variable job satisfaction
as an intervening variable in the Politeknik Negeri Sriwijaya?' Research Objectives

Ehe aim of this research was to determine whether there was a significant effect of the variable
transactional leadership and organizational climate on the performance of the job satisfaction variable
as the intervening variable at Politeknik Negeri Sriwijaya.

Benefits of Research

The results of this study are expected to provide the following benefits: 1. the study is also expected to
contribute to a deeper understanding of the study of issues related to transactional leadership and
organizational climate. 2. as a matter of information for further research and consideration and
comparison in a study on the variables that influence transactional leaderships, organizational climate,
job satisfaction and performance.

LITERATURE REVIEW
Transactional Leadership

Bass and Avolio (1994) develop it by declaring transactional leadership is leadership where there is an
exchange between the leader and subordinates in their daily activities where the exchange is important
for the implementation of the agreed performance routines between leaders and subordinates, in other
words, transactional leadership emphasizes the transaction or exchanges that occur between leaders,
peers and subordinates. As for the characteristics contained in this exchange include: 1) Contingent
Reward, if employees do work for the organization / company, then told they will be promised rewards
(incentives) for the work done, promises rewards for good performance and reward job performance. 2)
Management by exception (Active), leaders actively and closely monitor the implementation of the tasks
employees so that they do not make mistakes, watching and looking for deviations of various rules. 3)
Management by exception (Passive), the new leadership acted after the failure of employees to achieve
the goals or after a really serious problems arise. Leaders argued that he had not acted, if not yet a
problem arises or there is no failure. Employees have the opportunity to try to improve performance,
solve problems, and correcting mistakes. Organizational Climate

According to Davis (2006) every organization has a culture, traditions and methods of his own actions as
a whole, these three aspects is the climate for the members, and thus, organizational climate reflects
the culture, traditions and methods of action adopted by an organization, therefore some or most
organization looks more efficient and some others are not so regular or casual. Organization where the
managers of their duties, is a social system consisting of subsystems interrelated. The subsystems




consist of subsystems human / social, administrative subsystem / structure, subsystem information /
return decisions and economic and technological sub-systems. The system is composed of psychosocial
interaction of individuals and groups with the group. It consists of individual behavior and motivation,
relationship status and roles, group dynamics and systems. It is also influenced by the feelings, values,
attitudes, expectations and desires of people in the organization. Thus, psychosocial subsystem
influenced by forces external environmental forces, type of work, technology in the organizational
structure. Job Satisfaction

According to Panggabean (2004) argued that in essence, job satisfacticadepends on what a person
wants from his job and what they earn. According to Rival (2004) job satisfaction is essentially
something that is individual. Each individual has a level of satisfaction varies according to the value
system that applies to him. The higher the assessment of activities perceived in accordance with the
wishes of the individual, the higher the satisfaction with the activity. Thus, satisfaction is an evaluation
of a person describing the feelings of his happy or not happy, satisfied or not satisfied at work.
Performance

Performance is the result or the person's overall success rate for a certain period in the task compared
to the range of possibilities, such as standardized woratargets or goals or criteria that have been
determined in advance and agreed upon. According to Simamora (2004) performance (performance)
refers to the level of achievement of the tasks that make up an employee's job. Performance reflects
how well an employee meets the requirements of a job. Meanwhile, according to Hasibuan (2000) gives
the performance limits as a result of work achieved in carrying out one's duties levied based on skills,
experience and sincerity as well as time.

METHODS
Scope of the Study

The study used a causal research (Causal Research) is studying the relationship between the
number of variables with the issues that have sharply formulated in the form of the relationship
between the variables of the other variables. The study was conducted at California State Sriwijaya
which is one of the colleges of applied (DIll), located at the State Srijaya Palembang, and that the object
of this study is Power Teaching remains.

Population and Sample

Samples were taken from the lecturer a population of 371 people consisting of sub units Department of
Civil Engineering, Department of Mechanical Engineering, Department of Chemical Engineering,
Department of Electrical Engineering, Department of Computer Engineering, Accounting, Department of
Business Administration, Department of Information Management, Department of English and Lecturer
MPK. In order to take a representative sample size was calculated using the Slovin formula, with a
precision of 5%. As the number of sub-population is not the same between each sub-unit of work, the
determination of the number of samples of each sub unit using proportional stratified random sampling
procedure, by taking a random sample with a proportionate amount for each unit, then we get sample
of 192 people.




Types and Sources of Data

In this study the types and sources of data, the Primary Data are data obtained directly from the object
itself by direct interviews or distributing questionnaires, while secondary data is data that has been
obtained in advance or collected by others or can also be obtained from the data reading the literature,
the Internet, books and articles related to the research object.

Method of Data Collection

The method used in the data collection in this study was a questionnaire. The questionnaire is a list of
guestions posed to respondents to obtain data related to the study. The questionnaire is intended to
obtain descriptive data in testing hypotheses. The data was collected by distributing these kusioner to
the professor. As for the object of filling out the questionnaire is one level above the leadership and
other leadership elements, such kajur and elements of other leaders.

Analysis of Data

The method of analysis used to test the hypothesis in this study using the technique of path analysis
(path analysis) or standardized regression and calculated by SPSS 12.00. Path analysis not only knows
how much influence but which variable is the influence of direct or indirect influence.

Transactional
Leadership P31 Pa1
(X1) L

Job Satisfaction (Xs) |———| Performance (Xi)
7'y

P
IKlim i

Organisasi
(X2)

P22

Pa2

Figure 1 Path Diagram

Based on the paradigm in Figure 1, it can be done decomposition correlations showing the relationship
between variables. Correlations that can be identified are:

Coefficient values symbolized by the letter (Z)
Zl=¢l

Z2=¢2

Z3=P3121P3272 + €3

Z4 =P4171 PA2Z2 + €4 P4373

Where:

P31; P32; P41; P42; P43 = coefficient of Gaza
& = Standard error




RESULTS AND DISCUSSION

Path analysis not only knows how much influence but which variable is the influence of direct or indirect
influence. Based on this research can be seen that the pattern of relationships which will look for is the
path coefficients. To be able to look for the path coefficients will be performed regresgpn analysis
equation twice. The first regression was performed to determine the effect of variables transactional
leadership and organizational climate on job satisfaction. The second regression was performed to
determine the effect transactional leadership, organizational climate and job satisfaction on
performance of educators.

Table 4.1
Path Coefficient Test Results
Inter-Research and Testing Variables

Independent Dependent Beta (B) t Sig
Variable Variable
Transactional Job 0,360 3,682 0,000013 significant
Leadership (X;) | Satisfaction
(Xs)
Organizational | Job -0,057 -0,580 0,56322 not significant
Climate (X3) Satisfaction
(Xs)
Transactional Performance 0,304 3,447 0,00169 significant
Leadership(X1) | (Xa)
Organizational | Performance 0,140 1,693 0,09475 not significant
Climate (X3) (Xa)
Job Performance 0,399 4,641 0,00083 significant
Satisfaction (Xa)
(X3)

Source: data processed, 2010

To determine the value of a particular variable path coefficients for significant or not, analysts can look
at the value of Sig. t. If the value of Sig. t <0.05, it can be concluded that there is a significant influence
€l the path. Based on the results of the first test above it can be seen that the value of Sig. variable
transactional leadership and organizational climate on job satisfaction. In transactional leadership
variables (X1) with the significance of t = 0.00013, meaning there is a coefficient of influence on this
track. As for the organizational climate variables (X2) with a significance value of t = 0.56322, this means
that there is no effect on the path coefficients, because the significance of the t values greater than
0.05. Then for the second test results above it can be seen that the value of Sig. variable transactional
leadership, organizational climate and job satisfaction on performance. In transactional leadership
variables (X1) with a significance value of t = 0.00169, it can be concluded that there is a coefficient of
influence in the pathway. For organizational climate variables (X2) with significance t = 0.09475,
meaning it can be concluded there is no effect on this pathway because the coefficient significance t
value greater than 0.05. As for the job satisfaction variable (X3) the significance of t = 0.00083, meaning
there is a coefficient of influence on this track.




Table 4.2
Research Results of Coefficient Line between Variable

Variable P coefficient t-Sig

Transactional Leadership 0,360 0,000013 significant
(X1) - Job Satisfaction (Xs)

Organizational Climate -0,057 0,56322 not significant
(X2) - Job Satisfaction (Xs)

Transactional Leadership 0,304 0,00169 significant
(X1) — Performance (Xa)

Organizational Climate 0,140 0,09475 not significant
(Xz) - Performance (Xs)

Job Satisfaction (Xs) - 0,399 0,00083 significant
Performance (Xa)

Source: Data Processed, 2010

It appears that not all of the significant correlation coefficient occurring. For an insignificant path
coefficient means no direct effect in the model. The following Figure 4.1 is the path coefficient values:
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Figure 4.1 Path coefficient values

The Relations between Transactional Leadership Variable (X1) and Performance variable (X4)

Relationship between Transactional Leadership and performance variable can be known through two
avenues. First, by direct contact (Direct Effect-DE) where a significant relationship with a coefficient of
0.304. Second, through the variable job satisfaction which is an indirect relationship (Indirect Effect-IE)
with P31P43 coefficient (0.360 * 0.399) = 0.144.




The Relationship between Organizational Climate Variables (X2) and performance variables (X4)

Relationships between Organizational Climate and the variable performance can be known through two
avenues. First, is by direct contact (Direct Effect-DE) where the relationship is not significant with a
coefficient of 0.140. Second, through the variable job satisfaction which is an indirect relationship
(Indirect Effect-IE), with P32P43 coefficient (-0.057 * 0.399) = -0.023.

The Relationship between Variable Job Satisfaction Relations (X3) and performance variables (X4)

The results of this analysis found that the correlation is happening is a direct correlation and does not
correlate indirectly. The relationship of job satisfaction variables on the performance is a direct
connection (Direct Effect-DE) where the relationship is significant with a coefficient of 0.399.

Table 4.3
Relationship between Variables against Performance Variables
From Variable Path Coefficient Total
Direct Effect (DE) | Indirect Effect (IE)

Transactional Leadership (Xi) 0,304 0,304
Transactional Leadership (X;) trough 0,144 0,144
Job Satisfaction (Xs)

Organizational Climate (X) 0,140 0,140
Organizational Climate (X2) trough -0,023 -0,023
Job Satisfaction (X3)

Job Satisfaction (Xs) 0,399 0,399

Source: Data Processed, 2010

Next, the value of the total effect of exogenous variables on endogenous variables. The magnitude of
this effect can be found by multiplying the path coefficients were formed (P) with a Pearson correlation
coefficient of Zero Order. Here is a table of the results of the Zero Order Pearson correlation of the
variables that exist.

Table 4.4
Pearson Zero Order Correlation Value
Relationship other Variables with Performance Coefficient
Variable
Transactional Relationship (X1) 0,976
Organizational Climate (Xz) 0,793
Job Satisfaction (X3) 0,930

Source: data processed, 2010

Here is the calculation of the effective contribution of each variable on the variable performance.
Effective contribution derived from the theoretical path coefficients, direct effect (DE) and indirect
effects (IE), the zero order correlation of the variable in question. Be obtained by multiplying the value
of the contribution of each variable. Contribution of each variable will be totaled to count the number of
effective contribution. Following the effective contribution table:




Table 4.5
Results Contribution of each Effective Variable against Performance

Variable Path Coefficient Total
Direct Effect (DE) Indirect Effect (IE) | 0,296704

Transactional Relationship (X1) 0,304 (0,976) 0,140544

Transactional Leadership (Xi) trough Job 0,144(0,976)

Satisfaction (Xz)

Organizational Climate (Xz) 0,140(0,793) 0,11102

Organizational Climate (X2) trough Job -0,023 (0,793) -0,01824

Satisfaction (Xz)

Job Satisfaction (X3) 0,399(0,930) 0,37107

Total Effect 0,90

Source: Data processed, 2010

Based on the Table 4.5 above it can be seen that the influence of the variables of transactional
leadership, organizational climate and job satisfaction on performance is equal to 0.90 or 90% and only
10% that cannot be explained by these three variables.

CONCLUSIONS AND RECOMMENDATIONS

Conclusions

After testing by using path analysis it can be concluded that:

1. Transactional leadership has a significant direct and indirect impact on performance.
2. Job satisfaction is directly significant effect on performance.

Recommendations

Based on the discussion of the results and conclusions of research presented, it can be expressed as the
following suggestions: a. should be done to improve performance by increasing transactional leadership
directly without going through the intermediate variable of job satisfaction. b. Transactional leadership
needs to be improved with more attention to the compensaticeto faculty members who have worked
well. Involve employees in problem solving, because it has a significant and positive influence
performance. c. Leaders of the need to provide opportunities or freedom as possible to faculty to
improve the motivation, skills, ideas and develop its potential. With the opportunity or freedom to
create and support a positive development for all employees of the activities carried out in order to
generate performance. d. Institutions need to conduct programs in an integrated and intensive coaching
to faculty, which implement education and training programs held both inside (In-House Training) and
outside the organization (Ex-House Training). Program development can be done through cooperation




with government agencies or other private agencies that are competent in their quest to improve the
quality of human resources (HR) in the California State Sriwijaya. With this coaching program is the skills
and quality of technical knowledge and work experience possessed the faculty has increased, so that
faculty can complete the given tasks properly.
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