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ABSTRACT 

The purpose of this study was to determine and analyze the effect of organizational commitment, work 

discipline and work environment on job satisfaction and teacher performance at SMK Negeri Tambusai Utara, 

Rokan Hulu. The sampling technique used in this study used a sample in which all members of the population 

became the sample, as many as 78 people became the sample. The data analysis technique in this study used 

descriptive analysis and the Equation Structure Model (SEM) PLS with the help of Smart PLS software. The 

results of this study indicate that commitment and work discipline are not significant on job satisfaction. The 

work environment is significantly positive on job satisfaction. Organizational commitment and work discipline 

are significant to performance. Environment and job satisfaction are not significant to performance. For further 

writers can add other independent factors that can affect teacher job satisfaction and teacher performance. Both 

internal factors that exist at school and factors outside of school. 

Keywords: Organizational Commitment, Work Discipline, Work Environment, Job Satisfaction, Teacher 
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INTRODUCTION 

Performance (Kersiati et al., 2023) is the ability of individuals to perform their duties to obtain results in 

accordance with the goals of an organization (Iskandar, 2013). Various efforts were made to achieve good 

performance (Atika et al., 2022; Prasetya et al., 2023; Rafizal et al., 2022; Sriadmitum et al., 2022). The 

government's attention to education has been socialized, the education budget mandated by the Constitution, 

namely 20%, has begun to be implemented. Then the teacher's performance will certainly be the concern of all 

parties. Teachers must be truly competent in their fields, and teachers must also be able to serve optimally. 

Optimal teacher performance is influenced by various factors, both internal and external. The general ability of 

the teacher's work can be seen from the preparation of the Lesson Plans (RPP), the implementation of the RPP 

and the evaluation of learning through the RPP. 

The results of the percentage of making RPP, implementation of RPP and evaluation of RPP each year 

seem to fluctuate. Where there are percentages that go up and there are those that go down. When viewed from 

the average percentage, it can be seen in the preparation of the RPP that the performance has been good, with an 

average percentage of 95.18%. This is because the RPP is one of the learning tools that must be made by every 

teacher, so every teacher must make a RPP to support the learning process, even though in its implementation 

the RPP is made in quality and the content of the RPP is not in accordance with what is needed in the learning 

process. Then during the implementation of lesson plans the average percentage was 82.89%, and lower than the 

percentage of making lesson plans, in this case the school principal found a problem because some teachers 

were unable to adapt the contents of lesson plans to the needs of students in the class. One of the main reasons is 

because the lesson plan has not been fully prepared by the teacher and still takes general references from various 

sources. The limited time to make lesson plans every day is also a problem because teachers not only have to 

focus on administrative matters but are actually more important to follow up on students' problems that occur 

every day. And finally, the average percentage in the RPP evaluation so that it can be revised material in the 

next lesson is only 79.39%, lower than the making of lesson plans and implementing lesson plans, in the 

implementation of lesson plans that have been made, not continuously revised as needed because of the limited 
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time available where the teacher is already preoccupied with student problems, administrative demands. That's 

why it is not easy for schools to improve the quality of teacher performance. 

Job satisfaction is a very personal thing, meaning that the one who can feel it the most is the person 

concerned and it is not always the same from one person to another, therefore job satisfaction needs to be 

considered by the organization because job satisfaction is a criterion for measuring organizational success. to 

meet the needs of its members. 

In increasing teacher job satisfaction, schools need to pay attention to the human resource management 

process, which includes leadership, motivation, compensation, competence, promotion, training education, 

discipline and so on. If the above process goes well, then the school will go hand in hand in line with its vision, 

mission and goals. Job satisfaction can be created through a conducive work climate or organizational climate. 

A job is said to be satisfying if there is harmony between the nature of the job and the person's needs. 

Job satisfaction is a pleasant or unpleasant emotional state in which a person will look at it from the 

point of view of their respective jobs because a person's level of satisfaction (Lukman et al., 2022; Nasution et 

al., 2022; Suyono et al., 2022) is of course different. The results of the preliminary survey on 30 respondents by 

looking at the scales Very Satisfied (SP), Satisfied (P), Less Satisfied (KP), Not Satisfied (TP) and Very 

Dissatisfied (STP) on teacher satisfaction at SMK Negeri Tambusai Utara, Rokan Hulu Regency were assessed 

not optimal. 

The results of the pre-survey on teacher satisfaction at SMK Negeri Tambusai Utara, Rokan Hulu 

Regency in 2022 with an average value obtained of 3.10 in the Fairly Satisfied category. These results indicate 

that teacher satisfaction at SMK Negeri Tambusai Utara Rokan Hulu Regency with the assessment of indicators 

according to teacher abilities, variety of tasks carried out, suitability of salary received, accuracy of receiving 

salary, opportunity to advance, sense of concern felt, existence of leadership supervision, application of 

supervision methods, the existence of problem solutions from co-workers and the existence of teacher 

cooperation, are still in the unsatisfied category. So that the feeling of dissatisfaction felt by the majority of 

teachers is indicated to have an impact on teacher performance. 

Another factor that affects teacher performance is commitment (Abasilim et al., 2019; Putra & 

Renaldo, 2020; Renaldo et al., 2022). Commitment to the organization is a condition in which an employee 

sides with the organization and its goals, and is committed to maintaining its membership. The teacher's 

commitment to school institutions as an organization is basically a condition that is felt by teachers which can 

lead to positive behavior towards the work organization they have. The teacher's sense of belonging to the 

school, that the school is a second home, a large family, and pride in being part of the school organization is one 

measure of the teacher's commitment to the institution, in this case the school. 

Discipline is also a factor affecting performance. Keith Davis in (Wahyudi, 2019), states work 

discipline as an implementation of management to reinforce guidelines that are seen as closely related to 

performance. This statement is supported by the opinion of Malthis and Jackson in (Lasmaya, 2016), that work 

discipline is closely related to employee behavior and influences performance. Even though this discipline is 

only one part of the teacher's performance characteristics and is related to the percentage of attendance, non-

compliance with rules, decreased work productivity and apathy, it turns out that this has a very big impact, 

especially on our education system (Renaldo et al., 2020b; Renaldo, Jollyta, et al., 2022; Renaldo, Sudarno, et 

al., 2021; Renaldo, Suharti, et al., 2021; Renaldo & Augustine, 2022; Sudarno, Renaldo, et al., 2022; Yusrizal et 

al., 2021) which requires the dominant presence of teachers in learning process. 

A conducive work environment or workplace, giving rise to a sense of security, comfort, so as to 

increase passion at work, happy, sincere and sincere, so that one's performance (Asl & Osam, 2021; Bakhroini 

et al., 2022; Istiana et al., 2022; Ngatno et al., 2022) will be achieved optimally. 

Several studies related to commitment, discipline and work environment on job satisfaction and 

performance were carried out by Darmawan, Didit. (2016), Hasan (2012), Wibowo, Edi, and Wiwik Susilowati. 

(2010), proved that work commitment affects job satisfaction, while Adhan, (2020). Nyoto, Sudarno and Andi 

(2019), concluded that work commitment does not affect job satisfaction. Research by Ekawati et al (2019), 

concluded that job satisfaction affects performance, while Respatiningsih, Ida, and Frans Sudirjo. (2016), 

Pahmi, Idrus and Mahlia (2011), concluded that job satisfaction does not affect performance. 

Hasanah et al (2020), concluded that discipline has proven to have an effect on job satisfaction, the 

results of this study explain that if discipline increases, employee job satisfaction will also increase, conversely 
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if discipline decreases, employee job satisfaction will also decrease. Meanwhile, Sakartini, Ni Luh (2016), 

concluded that discipline has no effect on job satisfaction, the results of this study explain that high or low 

discipline has no effect on employee job satisfaction (Andrianto et al., 2023; Heimerl et al., 2020; Putri et al., 

2023; Wahyudi et al., 2023). 

Pujiastuti & Rozi (2017), Rahardjo (2014) concluded that the work environment has proven to 

influence job satisfaction, the results of this study explain that if the work environment is strong, employee job 

satisfaction will also increase, conversely if the work environment decreases, employee job satisfaction will also 

decrease. Meanwhile, Kuncoro & Dardiri (2017) concluded that the work environment has no effect on job 

satisfaction, the results of this study explain that the work environment has no significant effect on employee job 

satisfaction. 

Research by Carmeli and Freund (2006), proves work commitment affects performance, while Frengky 

Basna (2016), proves that work commitment does not affect performance. 

Primandaru et al (2018), Setianingsih et al (2019) and Siegar et al (2022) concluded that discipline 

affects employee performance, the results of this study explain that if discipline increases, employee 

performance will also increase, conversely if discipline decreases, employee performance will also decrease. 

While the research results of Munir et al (20201) concluded that discipline has proven to have no effect on 

employee performance, the results of this study explain that high or low discipline has no effect on employee 

performance. 

Anggrayni et al., (2018) proved that the work environment affects performance but Kuncoro & Dardiri 

(2017) and Sari (2013) proved that there is no correlation between the work environment and teacher 

performance. Rahardjo (2014) proved that leadership and work environment affect performance. On the other 

hand, Sampurno & Wibowo (2017) prove that the work environment has an indirect effect on teacher 

performance, but the principal's leadership has a direct effect on teacher performance (Kurniawati, 2017). Yani 

& Indrawati (2016) researched with the result that the work environment affects competence. 

Frengky Basna (2016), Priambudi. M. D, et al (2022), concluded that job satisfaction has proven to 

have an effect on employee performance, the results of this study explain that if job satisfaction increases, 

employee performance also increases, but if job satisfaction decreases, employee performance will decrease. 

Meanwhile, Ekawati et al (2019), concluded that job satisfaction has proven to have no effect on employee 

performance. These results explain that high or low job satisfaction does not affect employee performance. 

Based on the research phenomenon related to teacher satisfaction and performance that has been 

described and there are factors that influence and differences in previous research, it is important to conduct this 

research by examining the factors of organizational commitment, work discipline and work environment on 

teacher satisfaction and performance at SMK Negeri Tambusai Utara, Rokan Hulu Regency. 

The research objective of this study was to determine and analyze the influence of commitment, 

discipline and work environment on job satisfaction of teachers at SMK Negeri Tambusai Utara, Rokan Hulu 

Regency. 

 

LITERATURE REVIEW 

Teacher Performance 

Performance (Andi et al., 2022; Pernando et al., 2022; Tohan et al., 2022) can be interpreted as performance in 

work or results of work, which means performance is the result of work processes carried out by humans 

(Arman et al., 2016). In other words, performance is a form of behavior of a person or organization with the aim 

of achieving the expected target. Performance is the overall value expected by the organization in the event of 

different behavior that is brought by an individual according to standards in one period of time. 

According to the Regulation of the State Minister for Administrative Reform and Bureaucratic Reform 

No. 16/2009 to measure teacher performance consists of: (1) Pedagogic, Pedagogic competence is the teacher's 

ability to manage student learning at least includes: understanding of educational insights and foundations, 

understanding of students, curriculum or syllabus development, lesson planning, implementation educational 

learning, selection of methods, use of technology (Renaldo, Suhardjo, et al., 2022; Sudarno et al., 2022) and 

learning media, evaluation of learning outcomes, and development of students to actualize their various 
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competencies. (2) Personality. Personal competence is a solid personality ability, has a noble character, is wise 

and authoritative, and is a role model for students. (3) Social, Social competence is the teacher's ability to 

communicate and interact effectively and efficiently with students, fellow teachers, parents and guardians of 

students and the surrounding community (Renaldo, Fadrul, Andi, et al., 2022; Renaldo, Hafni, Hocky, et al., 

2022; Renaldo, Junaedi, Hutahuruk, et al., 2022; Renaldo, Suhardjo, Suyono, et al., 2022; Suyono et al., 2021). 

(4) Professional. Professional competence is the ability to master subject matter broadly and deeply. The 

profession of a teacher is a profession that cannot be done by just anyone. 

Job Satisfaction 

Mangkunegara (2013) states that job satisfaction is a feeling that supports or does not support a person related to 

his work. Hasibuan (2010) job satisfaction is a pleasant emotional attitude and loves his job. Then the opinion of 

Robins (2008) job satisfaction is a positive feeling about one's work which is the result of an evaluation of its 

characteristics. Job satisfaction is the level of individual satisfaction that they get appropriate rewards from 

various aspects of the work situation of the organization where they work (Tangkilan, 2008). 

Indicators of job satisfaction according to (Wibowo, 2014), namely (1) The work itself is the work 

faced by teachers every day. The job in question can be in accordance with the field of knowledge (Panjaitan et 

al., 2022; Renaldo et al., 2020) studied, according to his expertise, as well as his interests and skills. (2) 

Payment, in this case related to salary/wages which is a real form of remuneration in the form of money. The 

size of the salary/wages, as well as the timeliness in paying the salaries/wages, will affect achievement and also 

affect performance. (3) Promotion opportunities, are factors related to whether there is an opportunity to gain 

career advancement while working. (4) Supervision, in this case the principal's supervision of teachers should 

not only focus on work but also on the psychological state of teachers, for example providing direct motivation 

to teachers while working, listening to their complaints and trying to solve them, so that they can good personal 

relationships are also built between teachers, thus making them more comfortable at work. (5) Colleagues, are 

related factors related to the relationship between employees and their superiors and with other employees, both 

the same and different types of work. 

Organizational Commitment 

Meyer and Allen (2010) stated that an employee who is committed to the organization that houses him will 

survive with his organization both in positive and negative circumstances, maintain and develop assets owned, 

participate in implementing the vision and goals of the organization. Sunarto (2011) also defines commitment as 

a form of love and loyalty consisting of unification with company goals and values, the desire to remain in the 

organization, and the willingness to work hard on behalf of the organization. According to (Meyer and Allen, 

2010) indicators of organizational commitment are: Affective Commitment, Continuance Commitment, 

Normative Commitment, and Indebted Obligation. 

Work Discipline 

(Mangkunegara, 2011) As a management exercise to reinforce organizational guidelines." (Rivai, 2011) "A tool 

used by managers to communicate with employees so that they are willing to change a behavior as well as an 

effort to increase one's awareness and willingness to comply with all company regulations." 

Measurement of work discipline according to (Sutrisno, 2011) namely (1) Obey the rules of time. This 

can be seen from the hours of entry to work, hours of going home, hours of rest which are on time according to 

what is in effect in the company. (2) Obey company regulations. Basic rules on how to dress, and behave in 

work. (3) Obey the rules of conduct at work. Demonstrated by ways of doing jobs in accordance with position, 

duties and responsibilities as well as how to relate to other work units. (4) Comply with other regulations in the 

company. Comply with laws and regulations and company procedures in work agreements or work contracts 

Work Environment 

The work environment is all factors outside of human beings, both physical and non-physical, that surround 

employees in an organization that can influence them in carrying out their assigned tasks (Sampurno & 

Wibowo, 2017). The work environment is the conditions and situations around employees that influence them in 

completing work to create work relationships that link employees with the environment (Pujiastuti & Rozi, 

2017). (Sedarmayanti, 2001) the work environment is the whole of the tools and materials encountered, the 

environment in which a person works, his work methods, and his work arrangements both individually and as a 
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group. Good or suitable working environment conditions if humans can carry out activities optimally, healthy, 

safe and comfortable. 

There are measurements of the work environment according to (Sedarmayanti, 2011), namely (1) Good 

lighting helps work effectiveness, both natural light from the sun or artificial light from electricity. (2) 

Workplace air circulation that produces freshness, including natural, namely plants and artificial ones such as air 

conditioners. (3) Workplace noise (noise pollution) that disturbs the peace of work and eliminates concentration 

and affects employees emotionally and in severe cases can damage hearing. (4) The arrangement of colors, 

decorations and music in the workplace that affect feelings and moods. (5) Movement Space, (6) Job Security 

and (7) Employee Relations. 

Research Hypothesis 

H1: Commitment has a positive effect on job satisfaction 

H2: Work discipline has a positive effect on job satisfaction 

H3: The work environment has a positive effect on job satisfaction 

H4: Commitment has a positive effect on teacher performance 

H5: Work discipline has a positive effect on teacher performance 

H6: The work environment has a positive effect on teacher performance 

H7: Job satisfaction has a positive effect on teacher performance 

 

METHODOLOGY 

Place and Time of Research 

This research was conducted in research conducted at 2 State Vocational Schools in North Tambusai, Rokan 

Hulu Regency, Riau. Namely SMK Negeri 1 and SMK Negeri 2 Tambusai Utara. Meanwhile, the research was 

conducted from June to August 2022 

Population and Sample 

In this study, the population consisted of all teachers working at SMK Negeri 1 and SMK Negeri 2 Tambusai 

Utara, Rokan Hulu Regency. Altogether 78 people. The sample used is a saturated sample where all 78 

members of the population are sampled. The sampling technique was carried out by census. 

Data Collection Technique 

According to Sugiyono (2012) data collection techniques are the most strategic steps in research, because the 

main objective of research is to obtain data. In this study, the data collection technique used was a questionnaire 

which was distributed to teachers at SMK Negeri Tambusai Utara, Rokan Hulu Regency. 

Data Analysis Technique 

Descriptive Analysis 

The descriptive analysis in this study contains a discussion of the characteristics of the respondents associated 

with the responses of the respondents. 

Structural Equation Model Analysis – PLS 

This hypothesis testing is done to test the magnitude of the influence of the independent variables on the 

dependent variable. Testing this hypothesis using the Smart PLS 3.0 tool 

Hypothesis Test (T Test) 

Hypothesis testing is used to statistically test the truth of a statement and accept or reject the statement. This 

statement is called a hypothesis or hypothesis. In testing the hypothesis in SEM-PLS it is done by using the t-

count value compared to the value in the t-table. Testing with steps includes formulating sound hypotheses, 

decision criteria when the hypothesis is accepted and when the hypothesis is rejected. 
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RESULTS AND DISCUSSION 

Structural Equation Modeling Test 

The results of testing the Equation Model Structure (SEM) in this study can be explained in the following table: 

Table 1. Structural Equation Model (SEM) Test Analysis 

 Research variable 
Original  

sample (O) 

T statistics  

(|O/STDEV|) 
P values Conclusion 

Organizational Commitment ->  

Satisfaction 
0.04 0.677 0.499 Not significant 

Work Discipline ->  

Job Satisfaction 
0.702 9.451 0.000*** Significant Positive 

Work Environment ->  

Job Satisfaction 
0.01 0.082 0.935 Not significant 

Organizational Commitment ->  

Teacher Performance 
0.288 3.012 0.003*** Significant Positive 

Work Discipline ->  

Teacher Performance 
0.399 2.935 0.003*** Significant Positive 

Work Environment ->  

Teacher Performance 
-0.022 0.21 0.834 Not significant 

Job Satisfaction ->  

Teacher Performance 
0.262 1.87 0.062* Significant Positive 

Source: Smart PLS Processed Data, 2022 

The effect of organizational commitment on teacher job satisfaction 

Based on the profiles of the respondents, it can be shown that the majority of respondents in this study were 

male teachers, respondents aged 31-40 years with a working period of 6-10 years at SMK Negeri Tambusai 

Utara, Rokan Hulu Regency. Meanwhile, based on the results of the respondents' responses, it can be explained 

that on average the teacher gave a very high response to the teacher's organizational commitment. This is in line 

with the responses of respondents to the job satisfaction of teachers at SMK Negeri Tambusai Utara, Rokan 

Hulu Regency, where the average teacher gives a very high assessment of teacher job satisfaction at school. 

Based on the test results, it shows that organizational commitment has no impact on teacher job 

satisfaction at school. This means that the existing organizational commitment has not been able to provide an 

increase in the job satisfaction of teachers at Tambusai Utara Vocational School, Rokan Hulu Regency. 

These results are in line with research conducted by Adhan, (2020), Nyoto, Sudarno and Andi (2019) 

where the results of their research state that organizational commitment is not significant for teacher job 

satisfaction. But these results are contrary to the results of research conducted by Darmawan, Didit. (2016), 

Hasan (2012), Wibowo, Edi, and Wiwik Susilowati. (2010) where the results of his research stated that 

organizational commitment is significantly positive on teacher job satisfaction. 

Effect of work discipline on teacher job satisfaction 

Based on the profiles of the respondents, it can be shown that the majority of respondents in this study were 

male teachers, respondents aged 31-40 years with a working period of 6-10 years at SMK Negeri Tambusai 

Utara, Rokan Hulu Regency. Meanwhile, based on the results of the respondents' responses, it can be explained 

that on average the teacher gave a very high response to the teacher's work discipline. This is in line with the 

responses of respondents to the job satisfaction of teachers at SMK Negeri Tambusai Utara, Rokan Hulu 

Regency, where the average teacher gives a very high assessment of teacher job satisfaction at school. 

Based on the test results, it shows that work discipline has a significant impact on teacher job 

satisfaction in schools. This means that it can be explained that work discipline has been able to increase the job 

satisfaction of teachers at SMK Negeri Tambusai Utara, Rokan Hulu Regency. 

These results are in line with research conducted by Sekartini, Ni Luh. (2016) where the results of his 

research stated that work discipline is not significant on teacher job satisfaction. But these results are in contrast 

to the results of research conducted by Hasanah, et al (2020) where the results of their research state that work 

discipline has a significant positive effect on teacher job satisfaction. 
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The influence of the work environment on teacher performance 

Based on the profiles of the respondents, it can be shown that the majority of respondents in this study were 

male teachers, respondents aged 31-40 years with a working period of 6-10 years at SMK Negeri Tambusai 

Utara, Rokan Hulu Regency. Meanwhile, based on the results of the respondents' responses, it can be explained 

that on average the teacher gives a very high response to the teacher's work environment. This is in line with the 

responses of respondents to the job satisfaction of teachers at SMK Negeri Tambusai Utara, Rokan Hulu 

Regency, where the average teacher gives a very high assessment of teacher job satisfaction at school. 

Based on the test results, it shows that the existing teacher work environment has no significant impact 

on teacher job satisfaction in Tambusai Utara Vocational School, Rokan Hulu Regency. 

These results are in line with research conducted by Pujiastuti & Rozi (2017) and Rahardjo (2014) 

where the results of their research state that the work environment has a significant positive effect on job 

satisfaction. But these results are contrary to the results of research conducted by Kuncoro & Dardiri (2017) 

where the results of their research state that the work environment is not significant on job satisfaction. 

The Effect of Organizational Commitment on Teacher Performance 

Based on the profiles of the respondents, it can be shown that the majority of respondents in this study were 

male teachers, respondents aged 31-40 years with a working period of 6-10 years at SMK Negeri Tambusai 

Utara, Rokan Hulu Regency. Meanwhile, based on the results of the respondents' responses, it can be explained 

that on average the teacher gave a very high response to the teacher's organizational commitment. This is in line 

with the responses of respondents to the performance of teachers at SMK Negeri Tambusai Utara, Rokan Hulu 

Regency, where the average teacher gives a very high assessment of teacher performance at school. 

Based on the test results, it shows that the existing organizational commitment has a significant impact 

on improving the performance of teachers in Tambusai Utara Vocational School, Rokan Hulu Regency. 

These results are in line with research conducted by Carmeli and Freund (2006) where the results of 

their research state that organizational commitment has a positive and significant effect on performance. But 

these results are in contrast to the results of research conducted by Frengky Basna (2016) where the results of 

his research state that organizational commitment is not significant to performance. 

Effect of work discipline on teacher performance 

Based on the profiles of the respondents, it can be shown that the majority of respondents in this study were 

male teachers, respondents aged 31-40 years with a working period of 6-10 years at SMK Negeri Tambusai 

Utara, Rokan Hulu Regency. Meanwhile, based on the results of the respondents' responses, it can be explained 

that on average the teacher gave a very high response to the teacher's work discipline. This is in line with the 

responses of respondents to the performance of teachers at SMK Negeri Tambusai Utara, Rokan Hulu Regency, 

where the average teacher gives a very high assessment of teacher performance at school. 

Based on the test results, it shows that the existing work discipline has a significant impact on 

improving the performance of teachers at Tambusai Utara Vocational School, Rokan Hulu Regency. 

These results are in line with research conducted by Siregar, et., al (2022), Primandaru, et., al (2018) 

and Setianigsih, et., al (2019) where the results of their research state that work discipline has a significant 

positive effect on performance. But these results are in contrast to the results of research conducted by Munir, 

et., al (2020) where the results of his research state that work discipline is not significant for performance. 

The influence of the work environment on teacher performance 

Based on the profiles of the respondents, it can be shown that the majority of respondents in this study were 

male teachers, respondents aged 31-40 years with a working period of 6-10 years at SMK Negeri Tambusai 

Utara, Rokan Hulu Regency. Meanwhile, based on the results of the respondents' responses, it can be explained 

that on average the teacher gives a very high response to the teacher's work environment. This is in line with the 

responses of respondents to the performance of teachers at SMK Negeri Tambusai Utara, Rokan Hulu Regency, 

where the average teacher gives a very high assessment of teacher performance at school. 

Based on the test results, it shows that the existing work environment has no significant impact on the 

performance of teachers at Tambusai Utara Vocational School, Rokan Hulu Regency. 
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These results are in line with research conducted by Sampurno & Wibowo (2017), Kuncoro & Dardiri 

(2017) and Sari (2013) where the results of their research stated that work discipline is not significant to 

performance. But these results are contrary to the results of research conducted by Anggrayni (2018), Pujiastuti 

& Rozi (2017) and Rahardjo (2014) where the results of their research state that the work environment has a 

significant positive effect on performance. 

Effect of job satisfaction on teacher performance 

Based on the profiles of the respondents, it can be shown that the majority of respondents in this study were 

male teachers, respondents aged 31-40 years with a working period of 6-10 years at SMK Negeri Tambusai 

Utara, Rokan Hulu Regency. Meanwhile, based on the results of the respondents' responses, it can be explained 

that the average teacher gives a very high response to teacher job satisfaction. This is in line with the responses 

of respondents to the performance of teachers at SMK Negeri Tambusai Utara, Rokan Hulu Regency, where the 

average teacher gives a very high assessment of teacher performance at school. 

Based on the test results, it shows that job satisfaction can have a significant impact on improving the 

performance of teachers at Tambusai Utara Vocational School, Rokan Hulu Regency. 

These results are in line with research conducted by Priambudi, M. D., et al (2022) and Frengky Basna 

(2016) where the results of their research stated that job satisfaction is not significant to performance. However, 

these results are in contrast to the results of research conducted by Ekawati et al (2019) where the results of their 

research state that job satisfaction has a significant positive effect on performance. 

 

CONCLUSION 

Based on the results of the research and discussion described in the previous chapter, it can be concluded in this 

study that (1) Existing organizational commitment has no impact on teacher job satisfaction at SMK Negeri 

Tambusai Utara, Rokan Hulu Regency. (2) The existing work discipline is able to increase the job satisfaction of 

teachers at SMK Negeri Tambusai Utara, Rokan Hulu Regency. (3) The existing work environment does not 

have a significant impact on the job satisfaction of teachers at Tambusai Utara Vocational School, Rokan Hulu 

Regency. (4) The existing organizational commitment can have a significant impact on improving the 

performance of teachers at Tambusai Utara Vocational School, Rokan Hulu Regency. (5) The existing work 

discipline is able to have a significant impact on improving the performance of teachers at Tambusai Utara 

Vocational School, Rokan Hulu Regency. (6) The existing work environment has not been able to have a 

significant impact on improving the performance of teachers at Tambusai Utara Vocational School, Rokan Hulu 

Regency. (7) Existing job satisfaction is able to have a significant impact on improving the performance of 

teachers at Tambusai Utara Vocational School, Rokan Hulu Regency. 

For the next writer to add other independent factors that can affect teacher job satisfaction and teacher 

performance. Both internal factors that exist in school and factors outside of school. 

 

REFERENCES 

Abasilim, U. D., Gberevbie, D. E., & Osibanjo, O. A. (2019). Leadership Styles and Employees’ Commitment: 

Empirical Evidence From Nigeria. SAGE Open, 9(3), 1–15. https://doi.org/10.1177/2158244019866287 

Andi, Julina, Putra, R., & Swanto, D. J. (2022). The Influence of Competency, Career Development, 

Compensation and Organizational Commitment on Job Satisfaction and Performance of Public Junior High 

School Teacher on Bangko District, Rokan Hilir Regency. International Conference on Business 

Management and Accounting (ICOBIMA), 1(1), 79–95. 

Andrianto, S., Komardi, D., & Priyono. (2023). Leadership, Work Motivation, and Work Discipline on Job 

Satisfaction and Teacher Performance of Dharma Loka Elementary School Pekanbaru. Journal of Applied 

Business and Technology, 4(1), 30–38. 

Anggrayni, D., Sarwiji, H., & Susantiningrum. (2018). Pengaruh motivasi kerja dan lingkungan kerja terhadap 

kinerja guru SMK Pancasila 6 Jatisrono Kecamatan Jatisrono Kabupaten Wonogiri. Jurnal Informasi Dan 

Komunikasi Administrasi Perkantoran, 2(2), 41–49. http://jurnal.fkip.uns.ac.id/index.php/jikap  

Asl, S. G., & Osam, N. (2021). A Study of Teacher Performance in English for Academic Purposes Course: 

https://doi.org/10.1177/2158244019866287
http://jurnal.fkip.uns.ac.id/index.php/jikap


International Conference on Business Management and Accounting (ICOBIMA) 
Volume 1, No. 2, May 2023, page 417-428 
 

 

 

 The 1st ICOBIMA: Adaptability of Business in the New Economic Era 425 

Evaluating Efficiency. SAGE Open, 11(4), 1–9. https://doi.org/10.1177/21582440211050386  

Atika, O., Junaedi, A. T., Purwati, A. A., & Mustafa, Z. (2022). Work Discipline, Leadership, and Job 

Satisfaction on Organizational Commitment and Teacher Performance of State Junior High School in 

Bangko District, Rokan Hilir Regency. Journal of Applied Business and Technology, 3(3), 251–262. 

A Study among Starting Teachers. Copyright © The British Psychological Society Weekly. March 2010. 

https://doi.org/10.1348/096317909X402596  

Bakhroini, Junaedi, A. T., & Putra, R. (2022). Motivation, Work Culture, Commitment, and Leadership Style on 

Job Satisfaction and Employee Performance in Pekerjaan Umum dan Penataan Ruang (PUPR) Services in 

Kampar District. Journal of Applied Business and Technology, 3(1), 86–101. 

Batubara, A. A. (2016). Tesis: Pengaruh Lingkungan Kerja, Kompensasi, dan Komitmen Terhadap Kinerja 

Guru Madrasah Aliyah Negeri (MAN) di Kota Medan.  

Bukit, B., Malusa, T., & Rahmat, A. (2017). Pengembangan Sumber Daya Manusia Teori, Dimensi 

Pengukuran, dan Implementasi dalam Organisasi. Yogyakarta: Zahr Publishing. 

Chandra, T. (2016). The Influence of Leadership Styles, Work Environment and Job Satisfaction of Employee 

Performance - Studies in the School of SMPN 10 Surabaya. 9(1), 131–140. 

https://doi.org/10.5539/ies.v9n1p131  

Chandrasekar, K. (2011). Workplace environment and its impact on organisational performance in public sector 

organisations. International Journal of Enterprise Computing and Business Systems, 1(1), 1–19.  

Djafri, N. (2016). Manajemen Kepemimpinan Kepala Sekolah. In An-nadhah. jurnal pendidikan dan hukum 

Islam (Vol. 10, Issue 02). www.deepublish.co.id 

Djohan, A. (2016). 5 Pilar kepemimpinan di abad 21. 

Dul, J. A. N., Ceylan, C., & Jaspers, F. (2011). Knowledge workers’ creativity and the role of the physical work 

environment. 50(6), 715–734. https://doi.org/10.1002/hrm  

Fitria, H. (2018). The Influence Of Organizational Culture And Trust Through The Teacher Performance In The 

Private Secondary School In Palembang. December.  

Fitzgerald, L., Johnston, R., Brignall, T.J., and Voss, C. (1991). Performance Measurement in Service 

Business.The Chartered of management Accountants. London  

Foley, C., & Murphy, M. (2015). Burnout in Irish teachers : Investigating the role of individual differences, 

work environment and coping factors. Teaching and Teacher Education, 50, 46–55. 

https://doi.org/10.1016/j.tate.2015.05.001 

Ghozali, I. (2016). Aplikasi Analisis Multivariate dengan Program IBM SPSS 23. Badan Penerbit Fakultas 

Ekonomi Universitas Diponegoro.  

Ghozali, I. (2017). Model Persamaan Struktural, Konsep dan Aplikasi dengan Program AMOS 24. Badan 

Penerbit Universitas Diponegoro.  

Gibson, J. (2017). Good Leaders Ask Great Questions. Journal of Applied Christian Leadership, 11(2), 102.  

Gordon J. 2017. The Power of Positive Leadership. Canada: John Wiley & Sons, Inc., Hoboken, New Jersey.  

Gunawan, I. (2017). Instructional Leadership Profile of Junior High School’s Principal (A Case Study of Junior 

High School in Malang). International Research Based Education Journal, 1(1), 64–68.  

Hair, J. F. J., Anderson, R. E., Tatham, R. L., & Black, W. C. (1998). Multivariate Data Analysis (Fifth edit). 

Prentice Hall Internatiional, inc.  

Hasibuan, Malayu. 2000. Manajemen Sumber Daya Manusia. Jakarta: PT. Bumi Aksara.  

Heimerl, P., Haid, M., Benedikt, L., & Scholl-Grissemann, U. (2020). Factors Influencing Job Satisfaction in 

Hospitality Industry. SAGE Open, 10(4), 1–12. https://doi.org/10.1177/2158244020982998 

Hoffmann, T., Consulting, T. H., & Waverley, M. (1999). The meanings of competency. March, 275–285.  

Husna dan Suryana (2017). Metodologi Penelitian dan Statistik. Pusat Pendidikan Sumber Daya Manusia 

https://doi.org/10.1177/21582440211050386
https://doi.org/10.1348/096317909X402596
https://doi.org/10.5539/ies.v9n1p131
http://www.deepublish.co.id/
https://doi.org/10.1002/hrm
https://doi.org/10.1016/j.tate.2015.05.001
https://doi.org/10.1177/2158244020982998


International Conference on Business Management and Accounting (ICOBIMA) 
Volume 1, No. 2, May 2023, page 417-428 
 

 

 

 The 1st ICOBIMA: Adaptability of Business in the New Economic Era 426 

Kesehatan Badan Pengembangan dan Pemberdayaan SDM Kesehatan Edisi Tahun 2017. Kementerian 

Kesehatan Republik Indonesia.  

Indajang, K. (2020). Pengaruh budaya organisasi dan kepemimpinan kepala sekolah terhadap kinerja guru 

dengan kompetensi guru sebagai variabel moderating pada yayasan perguruan sultan agung pematang 

siantar.  

Istiana, N., Putra, R., & Panjaitan, H. P. (2022). Competence, Work Motivation, and Work Environment on Job 

Satisfaction and Teacher Performance at Yayasan Pondok Pesantren Darul Hikmah Koto Baru Kabupaten 

Dharmasraya. Journal of Applied Business and Technology, 3(2), 193–208. 

Kersiati, Wijaya, E., & Sudarno. (2023). Motivation, Organizational Culture, and Organizational Commitment 

on Job Satisfaction and Teacher Performance at State Junior High School, Bangko Rokan Hilir, Riau. 

Journal of Applied Business and Technology, 4(1), 67–78. 

Lukman, T. A., Hafni, L., Panjaitan, H. P., Chandra, T., & Sahid, S. (2022). The Influence of Service Quality on 

Taxpayer Satisfaction and Taxpayer Compliance at BAPENDA Riau Province. International Conference 

on Business Management and Accounting, 1(1), 40–59. 

Mangkunegara, Anwar Prabu. 2013. Manajemen Sumber Daya Manusia Perusahaan. Bandung: PT. Remaja 

Rosdakarya.  

Masram, dan M. (2015). Manajemen Sumber Daya Manusia. http://www.stiekhad.ac.id/wp-

content/uploads/2018/02/BUKU-MSDM.pdf  

Mathis Robert, Jackson John. 2002. Manajemen Sumber Daya Manusia. Jakarta: Salemba empat  

Nasution, A. F., Safari, S., Purwati, A. A., & Panjaitan, H. P. (2022). The Effect of Service Quality and Trust on 

Customer Satisfaction and Loyalty at PT. Agung Toyota Harapan Raya Pekanbaru. International 

Conference on Business Management and Accounting (ICOBIMA), 1(1), 96–108. 

Ngatno, Junaedi, A. T., & Komardi, D. (2022). Discipline, Service Orientation, Integrity, and Leadership Style 

on Job Satisfaction and Performance of High School Teachers in Tanah Putih District. Journal of Applied 

Business and Technology, 3(2), 153–165. 

Ngugi, E. W. (2019). Performance management practices and employee performance in selected public schools 

in kiambu county, kenya. 3(7), 533–551.  

Panjaitan, H. P., Renaldo, N., & Suyono. (2022). The Influence of Financial Knowledge on Financial Behavior 

and Financial Satisfaction on Pelita Indonesia Students. Jurnal Manajemen Indonesia, 22(2), 145–153. 

https://doi.org/10.25124/jmi.v22i1.4289  

Pernando, J., Komardi, D., & Chandra, T. (2022). Analysis of Education and Training Influence on the 

Competence and Performance of Participants of the Mobile Brigade (BRIMOB) Local Police (POLDA 

RIAU). International Conference on Business Management and Accounting (ICOBIMA), 1(1), 154–163. 

Prasetya, A. S. E., Nyoto, Putra, R., & Sultan, F. M. M. (2023). Cyberloafing, Work Environment, and 

Leadership on Performance and Job Satisfaction of Education Personnel at Sultan Syarif Kasim State 

Islamic University Riau. Journal of Applied Business and Technology, 4(1), 17–29. 

Priyono. (2010). Manajemen Sumber Daya Manusia. In Zifatama (Vol. 2). 

https://doi.org/10.1017/CBO9781107415324.004  

Pujiastuti, S., & Rozi, F. (2017). The Influence of Professional Competence and Working Environment to The 

Teachers Performance of The Economic Teachers in Senior High School At Pemalang Regency Through 

Their Working Motivation. 6(2), 151–160.  

Putra, R., Nyoto, Suyono, & Wulandari, E. (2019). Pengaruh Motivasi, Pelatihan, Budaya Organisasi, dan 

Komitmen Organisasi Terhadap Kepuasan Kerja dan Kinerja Guru di SMK Negeri Kota Pekanbaru. Jurnal 

Ilmiah Manajemen, 7(3), 328–343.  

Putra, R., & Renaldo, N. (2020). Peningkatan Kepuasan Kerja dan Kinerja Guru melalui Komitmen, Budaya 

Organisasi, Motivasi, dan Gaya Kepemimpinan Guru SLTA Sederajat di Kabupaten Rokan Hilir. 

Procuratio: Jurnal Ilmiah Manajemen, 8(1), 125–139. 

http://www.stiekhad.ac.id/wp-content/uploads/2018/02/BUKU-MSDM.pdf
http://www.stiekhad.ac.id/wp-content/uploads/2018/02/BUKU-MSDM.pdf
https://doi.org/10.25124/jmi.v22i1.4289
https://doi.org/10.1017/CBO9781107415324.004


International Conference on Business Management and Accounting (ICOBIMA) 
Volume 1, No. 2, May 2023, page 417-428 
 

 

 

 The 1st ICOBIMA: Adaptability of Business in the New Economic Era 427 

Putri, E., Rahman, S., Komardi, D., & Momin, M. M. (2023). Leadership, Discipline, and Motivation on Job 

Satisfaction and Teacher Performance at Public Elementary School, Bangko District, Rokan Hilir 

Regency. Journal of Applied Business and Technology, 4(1), 1–16. 

Rafizal, J., Nyoto, Sudarno, & Sulta, F. M. M. (2022). Organizational Culture, Work Environment, and 

Workload on the Performance of POLRI Members (Case Study in Pekanbaru Police Criminal Reserve 

Unit). Journal of Applied Business and Technology, 3(3), 263–271. 

Renaldo, N., & Augustine, Y. (2022). The Effect of Green Supply Chain Management, Green Intellectual 

Capital, and Green Information System on Environmental Performance and Financial Performance. 

Archives of Business Research, 10(10), 53–77. https://doi.org/10.14738/abr.1010.13254  

Renaldo, N., Fadrul, Andi, Sevendy, T., & Simatupang, H. (2022). The Role of Environmental Accounting in 

Improving Environmental Performance through CSR Disclosure. International Conference on Business 

Management and Accounting (ICOBIMA), 1(1), 17–23. 

https://doi.org/https://doi.org/10.35145/icobima.v1i1.2743  

Renaldo, N., Hafni, L., Hocky, A., Suhardjo, & Junaedi, A. T. (2022). The Influence of Digital Technology and 

Efficiency Strategy on Business Sustainability with Quality Management as Moderating Variables. 2nd 

International Conference on Business & Social Sciences, 1464. 

Renaldo, N., Jollyta, D., Suhardjo, Fransisca, L., & Rosyadi, M. (2022). Pengaruh Fungsi Sistem Intelijen Bisnis 

terhadap Manfaat Sistem Pendukung Keputusan dan Organisasi. Jurnal Informatika Kaputama, 6(3), 61–

78. 

Renaldo, N., Junaedi, A. T., Hutahuruk, M. B., Fransisca, L., & Cecilia. (2022). Social Accounitng and Social 

Performance Measurement in Corporate Social Responsibility. International Conference on Business 

Management and Accounting (ICOBIMA), 1(1), 10–16. 

https://doi.org/https://doi.org/10.35145/icobima.v1i1.2742  

Renaldo, N., Putra, R., Suhardjo, Suyono, & Putri, I. Y. (2022). Strategi Menurunkan Turnover Intention 

Akuntan Pada Kantor Jasa Akuntansi Pekanbaru Tahun 2021. Jurnal Aplikasi Bisnis Dan Manajemen, 

8(2), 588–600. https://doi.org/10.17358/jabm.8.2.588  

Renaldo, N., Sudarno, & Hutahuruk, M. B. (2020a). The Improvement of Generation Z Financial Well-being in 

Pekanbaru. Jurnal Manajemen Dan Kewirausahaan, 22(2), 142–151. 

https://doi.org/10.9744/jmk.22.2.142-151  

Renaldo, N., Sudarno, S., & Hutahuruk, M. B. (2020b). Internal Control System Analysis on Accounts 

Receivable in SP Corporation. The Accounting Journal of Binaniaga, 5(2), 73. 

https://doi.org/10.33062/ajb.v5i2.382  

Renaldo, N., Sudarno, S., Hutahuruk, M. B., Suyono, & Suhardjo. (2021). Internal Control System Analysis on 

Accounts Receivable in E-RN Trading Business. The Accounting Journal of Binaniaga, 6(2), 81–92. 

https://doi.org/10.33062/ajb.v5i2.382  

Renaldo, N., Suhardjo, Suharti, Suyono, & Cecilia. (2022). Benefits and Challenges of Technology and 

Information Systems on Performance. Journal of Applied Business and Technology, 3(3), 302–305. 

https://doi.org/https://doi.org/10.35145/jabt.v3i3.114  

Renaldo, N., Suhardjo, Suyono, Andi, Veronica, K., & David, R. (2022). Good Corporate Governance 

Moderates the Effect of Environmental Performance and Social Performance on Financial Performance. 

International Conference on Business Management and Accounting (ICOBIMA), 1(1), 1–9. 

https://doi.org/https://doi.org/10.35145/icobima.v1i1.2741  

Renaldo, N., Suharti, Andi, Putri, N. Y., & Cecilia. (2021). Accounting Information Systems Increase MSMEs 

Performance. Journal of Applied Business and Technology, 2(3), 261–270. 

https://doi.org/https://doi.org/10.35145/jabt.v2i2.74 

Robbins, Stephen P. & A. Judge, Timothy (2011). Organizational Behavior. Fourteenth Edition. Pearson 

education. New Jersey 07458. 77-89* 

Santoso, C. B. (2019). Exploration of Asia Leadership Theory: Looking for an Asian Role in the Field of 

Leadership Theory. Journal of Leadership in Organizations, 1(1), 67–78. 

https://doi.org/10.14738/abr.1010.13254
https://doi.org/https:/doi.org/10.35145/icobima.v1i1.2743
https://doi.org/https:/doi.org/10.35145/icobima.v1i1.2742
https://doi.org/10.17358/jabm.8.2.588
https://doi.org/10.9744/jmk.22.2.142-151
https://doi.org/10.33062/ajb.v5i2.382
https://doi.org/10.33062/ajb.v5i2.382
https://doi.org/https:/doi.org/10.35145/jabt.v3i3.114
https://doi.org/https:/doi.org/10.35145/icobima.v1i1.2741
https://doi.org/https:/doi.org/10.35145/jabt.v2i2.74


International Conference on Business Management and Accounting (ICOBIMA) 
Volume 1, No. 2, May 2023, page 417-428 
 

 

 

 The 1st ICOBIMA: Adaptability of Business in the New Economic Era 428 

https://doi.org/10.22146/jlo.44599  

Sari, F. M. (2013). Kompetensi Dan Lingkungan Kerja Terhadap Kepuasan Kerja Dan Kinerja Guru Di Sd 

Negeri Kecamatan Gondang Mojokerto. Jurnal Ilmu Ekonomi & Manajemen, 9(2), 137–153.  

Sedarmayanti. (2011). Tata Kerja dan Produktivitas Kerja: Suatu Tinjauan Dari Aspek Ergonomi Atau Kaitan 

Antara Manusia Dengan Lingkungan Kerjanya. Cetakan Ketiga. Bandung: Mandar Maju  

Sekaran, & Bougie. (2016). Research Method for Business Textbook (A Skill Building Approach). United States: 

John Wiley & Sons Inc.  

Sriadmitum, I., Sudarno, & Nyoto. (2022). Leadership Style, Work Environment, and Compensation on Job 

Satisfaction and Teacher Performance. Journal of Applied Business and Technology, 4(1), 79–92. 

Subhan, A. (2017). Pengaruh Kompetensi, Kepuasan Kerja dan Komitmen Organisasi Terhadap Kinerja Guru 

(Studi Pada SMK Negeri di Kota Tasikmalaya). Journal of Chemical Information and Modeling, 

53(9),1689–1699. https://doi.org/10.1017/CBO9781107415324.004  

Sudarno, Putri, N. Y., Renaldo, N., Hutahuruk, M. B., & Cecilia. (2022). Leveraging Information Technology 

for Enhanced Information Quality and Managerial Performance. Journal of Applied Business and 

Technology, 3(1), 102–114. https://doi.org/https://doi.org/10.35145/jabt.v3i1.97  

Sudarno, Renaldo, N., Hutahuruk, M. B., Suhardjo, Suyono, Putri, I. Y., & Andi. (2022). Development of Green 

Trident Measurements to Improve Environmental Performance: Literature Study. International Journal of 

Advanced Multidisciplinary Research and Studies, 2(1), 53–57. 

Sugiyono. 2012. Metodologi Penelitian Bisnis. Jakarta: PT. Gramedia  

Sukrapi, M., Muljono, P., & Purnaningsih, N. (2014). The Relationship between Professional Competence and 

Work Motivation with the Elementary School Teacher Performance. 02(05), 689–694.  

Supharta dan Sintaasih. 2017. Pengantar Perilaku Organisasi. Denpasar Timur: CV. Tri Bhakti. 

Suyono, Firnando, F., Yuliendi, R. R., Sudarno, & Putri, N. Y. (2022). The Effect of Quality Service on Client 

Satisfaction and Loyalty in Tax and Management Consultant Office. International Conference on Business 

Management and Accounting (ICOBIMA), 1(1), 213–228. 

Suyono, Suhardjo, Renaldo, N., Sudarno, & Sari, S. F. (2021). Faktor-faktor yang mempengaruhi Corporate 

Social Responsibility dan Nilai Perusahaan. Procuratio: Jurnal Ilmiah Manajemen, 9(1), 88–100. 

Tafqihan, Z., & Suryanto, S. (2014). Pengaruh Kompetensi Guru Terhadap Komitmen Profesional Dan 

Dampaknya Pada Kinerja Serta Kepuasan Kerja Guru Matematika Smp Dan Mts. Jurnal Riset Pendidikan 

Matematika, 1(2), 285. https://doi.org/10.21831/jrpm.v1i2.2682  

Tohan, Nyoto, & Chandra, T. (2022). The Effect of Teacher’s Competence on the Vocational High School 

Teachers’ Work Satisfaction and Performance in Prajnamitra Maitreya Foundation, Riau. International 

Conference on Business Management and Accounting (ICOBIMA), 1(1), 193–212. 

Ulrich, D., & Smallwood, N. (2010). Executive White Paper Series What Is Leadership? Executive White Paper 

Series. Ross School of Business, University of Michigan. 

Utomo, B. P. C. (2014). Pengaruh Kepemimpinan, Motivasi Kerja, Disiplin Kerja dan Lingkungan Kerja 

terhadap Kinerja Karyawan dan Dosen STMIK Duta Bangsa Surakarta. Jurnal Sainstech Politeknik 

Indonusa Surakarta, 1(1), 13–24. 

Wahyudi, L., Panjaitan, H. P., & Junaedi, A. T. (2023). Leadership Style, Motivation, and Work Environment 

on Job Satisfaction and Employee Performance at the Environment and Hygiene Department of Pekanbaru 

City. Journal of Applied Business and Technology, 4(1), 55–66. 

Yani, A., & Indrawati, A. (2016). Pengaruh lingkungan kerja dan motivasi kerja terhadap kompetensi guru 

bersertifikasi di SMK Negeri 1 Pasuruan. Jurnal Pendidikan Bisnis Dan Manajemen, 2(1), 58–74. 

http://journal2.um.ac.id/index.php/jpbm/article/download/1691/963  

Yusrizal, Renaldo, N., & Hasri, M. O. (2021). Pengaruh Good Governance dan Whistleblowing System 

terhadap Kepatuhan Wajib Pajak Orang Pribadi dengan Risiko Sanksi Pajak sebagai Moderasi di KPP 

Pratama Pekanbaru Tampan. Bilancia: Jurnal Ilmiah Akuntansi, 5(2), 119–134. 

https://doi.org/10.22146/jlo.44599
https://doi.org/10.1017/CBO9781107415324.004
https://doi.org/https:/doi.org/10.35145/jabt.v3i1.97
https://doi.org/10.21831/jrpm.v1i2.2682
http://journal2.um.ac.id/index.php/jpbm/article/download/1691/963

