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ABSTRACT 
To bring together the goals of the individual and the organization, it is necessary to endeavor 
a variety of ways to produce an added value by motivating the teacher to be more active and 
enthusiastic in working. Hence, teacher satisfaction will increase and feel comfortable with 
the work assigned to him. Teacher satisfaction can also improve the quality of education in 
schools. This study was explanatory research with survey methods to find causal 
relationships between variables through hypothesis testing. Transformational Leadership 
Style, Work Environment, and Compensation simultaneously had a positive and significant 
effect on Teacher Satisfaction of SMKN 2 Kendari. Transformational Leadership Style 
partially had a positive and significant effect on teacher satisfaction of SMKN 2 Kendari. 
Work environment partially had a positive and significant effect on teacher satisfaction of 
SMKN 2 Kendari. Compensation partially had a positive and significant effect on teacher 
satisfaction of SMKN 2 Kendari. As additional information for schools in Kendari, particularly 
SMKN 2 Kendari in evaluating transformational leadership styles, work environments, and 
compensation that affect teacher satisfaction. 
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People play an important role in organizational activities, so their views or needs is 
important to know. If it can be detected, people as a resource can be a key and reliable 
factor as the basis for a healthy and happy human relationship. Therefore, people can work 
enthusiastically and are capable of increasing their productivity optimally. To bring together 
the goals of the individual and the organization, it should endeavor a variety of ways to 
produce an added value from these human resources by motivating the teacher to be more 
active and enthusiastic. For that matter, teacher satisfaction will increase and feel 
comfortable with the work assigned to him. Also, it will improve the quality of education in 
schools. Triffin (as quoted in As'ad, 1998) suggested that job satisfaction is related to the 
attitude of employees towards the job itself. Robbins (1996) stated that job satisfaction is the 
general attitude of an individual towards his/her job. Someone with a high level of job 
satisfaction has a positive attitude towards his/her job. Transformational leadership is a 
leadership model for a leader who tends to motivate subordinates to work better and focus 
on behavior to help transformation between individuals and organizations. A good work 
environment will influence the teacher’s physical or mental condition in doing his/her work. 
According to Ahyari (2005), work environment factors are a place where workers are 
employed and prepared by the management. The work environment is one of the 
determinants factors of teacher satisfaction to do their jobs. Several matters meant in this 
case are facilities, school organizational structure, security, and leadership. The problem 
appeared in SMKN 2 vocational high school in Kendari is the dissatisfaction of the teacher's 
performance caused by the lack of leadership supervision, both technical supervision and 
support from superiors to the rules set there. Also, the work environment and rewards that 
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support teachers in performing their task. Based on the background described above, the 
researchers are interested in investigating "The influence of transformational leadership 
style, work environment, and compensation on teacher satisfaction of SMKN 2 Kendari. The 
objectives of this research were as follows: (1) Determining and analyzing the effect of 
transformational leadership, work environment, and compensation on teacher satisfaction of 
SMKN 2 Kendari; (2) Finding out and analyzing the influence of transformational leadership 
style on teacher satisfaction of SMKN 2 Kendari. (3) Finding out and analyzing the influence 
of the work environment on teacher satisfaction of SMKN 2 Kendari. (4) Finding out and 
analyzing the effect of compensation on teacher satisfaction of SMKN 2 Kendari. 
 

LITERATURE REVIEW 
 

Human resource challenges faced by managers and organizations: economic and 
technological changes; issues of labor force availability and quality; and demographics and 
organizational rearrangement (Mathis and Jackson, 2009). Dessler (2014) defined human 
resource management as the process of obtaining, training, assessing, and providing 
compensation to employees, paying attention to their work relationships, health, safety, and 
the justice issues.  

According to Robbins and Judge (2015), a leader is required to have technical skills, 
the type of skills in applying knowledge and expertise possessed and human skills, the ability 
to cooperate, understand and motivate others, both individuals and groups. Whereas 
conceptual skills are related to the mental ability to analyze and diagnose complex situations, 
for example, making a decision. Transformational leadership is defined by Bass and Avolio 
(2003) as the leader’s ability to change the work environment, work patterns, and work 
values perceived by subordinates so that they are more capable of optimizing performance 
to achieve organizational goals.  

Generally, work environment consists of two types of environment: non-physical work 
environment and physical work environment (Siagian, 2008). Robbins (2010) explained that 
the physical work environment is also a factor causing employee work stress that affects 
work performance. Factors affecting the physical work environment are: (a) temperature, (b) 
noise, (c) lighting, and (d) air quality. Mangkunegara (2013) stated that non-physical work 
environment is all conditions related to work relationships, both with superiors and 
colleagues or relations with subordinates. This non-physical work environment is something 
that cannot be ignored.  

According to Simamora (2004), compensation includes financial rewards, tangible 
services, and benefits received by employees as part of employment relations. Bassed on 
Dessler (2014), compensation is divided into two parts: (1) Direct financial payments (wages, 
salaries, incentives, commissions, and bonuses) and (2) Indirect financial payments 
(entertainment insurance paid by the employer).  

Robbins (as quoted in Cepi Triatna, 2015) proposed that job satisfaction is a general 
attitude towards someone’s job showing the difference between the number of awards 
received and the amount they believe they should receive. Rivai (2006) proposed several 
factors that influence job satisfaction: 1) financial compensation, 2) leadership, 3) education 
and training, 4) work environment, 5) employee status.  

The research study is focused on teacher satisfaction of SMKN 2 Kendari. This 
conceptual framework for research is based on thinking of changes in the Human Resources 
Management (HRM) paradigm and organizational behavior in an institution that has 
experienced a shift as the basis for the design of the conceptual framework. Teacher 
satisfaction referred to in this study is closely related to the attitudes of employees towards 
their work, work situations, cooperation between leaders and employees both from financial 
aspects, physical aspects, social aspects, and psychological aspects. Therefore, the 
measurement of teacher job satisfaction uses five indicators that refer to As'ad’s (2004) 
opinion: (1) financial, (2) physical, (3) social, and (4) psychological. Actually, the research's 
conceptual framework is built based on theoretical and empirical studies as a basis for 
formulating problems, objectives, and hypotheses. The conceptual framework of this study 
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begins with a theoretical study that examines relevant theories: HRM and Organizational 
Behavior theory are furthermore followed by transformational leadership style theories, work 
environment theories, compensation theories, and job satisfaction theories. The conceptual 
framework for this study is clearer shown in Figure 1 below:  
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 1 – Conceptual Framework 

 
Based on the research framework, the hypotheses are as follows: 

 Hypothesis 1: Transformational leadership style, work environment, and 
compensation had a positive and significant effect on teacher satisfaction of SMKN 2 
Kendari; 

 Hypothesis 2: Transformational leadership style had a positive and significant effect 
on teacher satisfaction of SMKN 2 Kendari; 

 Hypothesis 3: Work environment had a positive and significant effect on teacher 
satisfaction of SMKN 2 Kendari; 

 Hypothesis 4: Compensation had a positive and significant effect on teacher 
satisfaction of SMKN 2 Kendari. 

 
METHODS OF RESEARCH 

 
The objectives of this study were to address the problems described in the previous 

chapter and test the hypothesis of the influence of transformational leadership, work 
environment, and compensation on teacher satisfaction of SMKN 2 Kendari. According to 
Sugiyono (2013), associative explanatory research is aimed at finding out the relationship 
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between two or more variables by examining causal relationships between variables. The 
sample is part or representative of the population of 112 respondents studied (Arikunto, 
2006). The sampling technique is the respondent who will be used as that refers to a 
predetermined population. According to Bungin (2010), Slovin formula can be used to 
determine the number of samples. From the calculation above, the samples obtained were 
53 respondents. The sampling method used was a simple random sampling. In this case, all 
populations have the same opportunity to be selected as a sample.  
 

RESULTS OF STUDY 
 

The Results of Hypothesis Testing. Tests to measure the ability of the independent 
variables in explaining the variables used the coefficient of determination (R²), while the 
simultaneous test of the variable (X) against the dependent variable (Y) used the F test. On 
the other hands, t-test was used to test the partial effect of the independent variable (X) on 
the dependent variable (Y ). The results of F-test and t-test can be seen in the table below: 
 

Table 1 – F-Test Result 
 

ANOVAᵃ 

Model Sum of Squares Df Mean Square F Sig.  

1 Regression 1131. 718 3 377. 239 258. 700 0. 000
b
 

Residual 71. 452 49 1. 458   

Total 1203. 170 52    
 

Dependent Variable: Work Satisfaction. Predictors: (Constant), Compensation, Transformational, Work 
Environment. Source: Primary Data (processed), 2019. 

 
Table 2 – t-test results 

 

Coefficientsᵃ 

Model 
Unstandardized Coefficients Standardized Coefficients 

t Sig.  
B StdError Beta 

1 (Constan) 1. 373 1. 700 
 

0. 808 0. 423 

Tranformational Leadership 0. 459 0. 060 0. 457 7. 643 0. 000 

Work Environment 0. 178 0. 037 0. 199 4. 825 0. 000 

Compensation 0. 817 0. 102 0. 447 8. 024 0. 000 
 

Dependent Variable: Work Satisfaction. 

 
DISCUSSION OF RESULTS 

 
The Influence of Transformational Leadership Style, Work Environment, and 

Compensation on Teacher Satisfaction of SMKN 2 Kendari. Transformational Leadership 

Style, work environment, and compensation simultaneously having a positive and significant 
effect on Teacher Satisfaction of SMKN 2 can be accepted/proven. The results showed that 
F-count ˃F-table (258. 700 ˃ 2. 79) with a significant value 0. 000, meaning smaller than ɑ = 
0. 05 (0. 000 ˂ 0. 05). Hence, the regression model can be used to predict Teacher 
Satisfaction by considering transformational leadership style (X1), work environment (X2), 
and compensation (X3) simultaneously or jointly having a positive and significant effect on 
teacher satisfaction of SMKN 2 Kendari (Y). This research results proved that the truth of the 
Transformational Leadership Style theory is the synthesis result of Path-Goal Leadership 
Theory. The results of this study also reinforced Zulkarnaen’s (2018) research entitled "The 
Effect of Transformational Leadership Style and Compensation on Employee Satisfaction. " 
The results revealed that transformational leadership and compensation had a positive and 
significant effect on employee satisfaction. Another study was conducted by Rhatih Enda 
Pramesty (2014), entitled "The influence of leadership style, compensation, and work 
environment on employee satisfaction. "The results showed the leadership style, 
compensation, and work environment had a positive and significant effect on employee 
satisfaction.  
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The Influence of Transformational Leadership Style on Teacher Satisfaction of SMKN 2 

Kendari. Transformational Leadership Style having a positive and significant effect on 

Teacher Satisfaction of SMKN 2 Kendari can be accepted/proven. The test results proved 
that Transformational Leadership Style (X1) had t-count ˃ t-table (7. 643 ˃ 2. 00958) with t 
significance 0. 000, meaning smaller than ɑ = 0. 05 (0. 000 ˂ 0. 05) so the hypothesis is 
accepted. It can be said that the transformational leadership style partially had a positive and 
significant effect on teacher satisfaction of SMKN 2 Kendari (Y). This results reinforce the 
empirical research conducted by Choi Sang Long et al. (2014), Yenny Anggraeni (2013), Ida 
Prastiowati (2015), Zulkarnaen (2018), Muhammad Ikram Idrus (2016), and Putu Sudiarta 
(2018) who proved that transformational leadership style had a positive and significant 
influence on job satisfaction. However, there are differences or contradictions in research 
results (2018) research results, which found that transformational leadership style had no 
significant effect on job satisfaction. The fundamental difference from this research results 
and previous ones is the characteristics of the objects. Previous studies were mostly 
conducted in a company while this research was done at the school where the independence 
in carrying out the task is still intervented by other parties. Also, the sample characteristics 
and analysis methods were different.  

The Influence of Work Environment on Teacher Satisfaction of SMKN 2 Kendari. Work 

Environment having a positive and significant effect on teacher satisfaction of SMKN 2 
Kendari can be accepted/proven. The test results proved that the work environment (X2) had 
t-count ˃ t-table (4. 825 ˃ 2. 00958) with t-value 0. 000, meaning smaller than ɑ = 0. 05 (0. 
000 ˂ 0. 05) so the hypothesis is accepted. It can be said that the work environment partially 
had a positive and significant effect on teacher satisfaction of SMKN 2 Kendari (Y). The 
results of this study reinforce Sedarmayanti’s (2009) opinion stating that work environment is 
a tool and material faced, work environment, working methods, and work arrangements both 
as individuals and as groups. This research results reinforce the empirical study conducted 
by George Kafui Agbozo (2017), Nancy L. Pioh and Hendra N. Tawas (2016), Abdurrahman 
Yusuf (2017), Rhatih Enda Pramesty (2014), Himawan Chandra Hadinata (2014), and 
PutuSudiarta (2018) which proved that the work environment had a positive and significant 
influence on employee satisfaction. However, there are differences or contradictions in 
Bagus Dhermawan (2012) and Musriha’s (2013) result that the work environment had no 
significant effect on employee satisfaction. The fundamental difference from this research 
results and previous ones is the characteristics of the objects. Previous studies were mostly 
conducted in a company while this research was done at the school where the independence 
in carrying out the task is still intervented by other parties. Also, the sample characteristics 
and analysis methods were different.  

The Influence of Compensation on Teacher Satisfaction of SMKN 2 Kendari. 
Compensation having a positive and significant effect on the Teacher satisfaction of SMKN 2 
Kendari can be accepted/proven. The test results proved that the Compensation (X2) had t-
count ˃ t-table (8. 024 ˃ 2. 00958) with t-value 0. 000, meaning smaller than ɑ = 0. 05 (0. 000 
˂ 0. 05) so the hypothesis is accepted. It can be said that the compensation partially had a 
positive and significant effect on teacher satisfaction of SMKN 2 Kendari (Y). The results of 
this study also strengthen Handoko’s (2000) opinion that compensation can increase 
employee satisfaction. The results of this study reinforce the empirical study conducted by 
Josephine Peprah-Mensah et al. (2017), Akhwanul Akmal & Ihda Tamini (2015), Anak Agung 
Ngurah Bagus Dhermawan et al. (2012), I Gede Mahendrawan and Ayu Desi Indrawati 
(2015), Sinollah (2011) which proved that compensation had a positive and significant effect 
on employee satisfaction. However, there are differences or contradictions in Nancy L. Pioh 
and Hendra N. Tawas (2016), which proved that compensation had no significant influence 
on job satisfaction. 
 

CONCLUSION 
 

Transformational Leadership Style, Work Environment, and Compensation 
simultaneously have a positive and significant effect on Teacher Satisfaction of SMKN 2 
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Kendari. This means that well-applied transformational leadership styles,hralth work 
environment, and good compensation will improve and increase teacher satisfaction.  

Transformational Leadership Style partially has a positive and significant effect on 
teacher satisfaction of SMKN 2 Kendari.  

Work environment partially has a positive and significant effect on teacher satisfaction 
of SMKN 2 Kendari.  

Compensation partially has a positive and significant effect on teacher satisfaction of 
SMKN 2 Kendari.  
 

SUGGESTIONS 
 

The Principal of SMK Negeri 2 Kendari should continuously maintain his 
transformational leadership because it will provide satisfaction for teachers to perform their 
job. Conversely, if the leadership is not as expected, teacher satisfaction is declining. 
Leadership really determines the success of a teacher in teaching in class. The work 
environment also affects teacher satisfaction, the more supportive the work environment, the 
better the teacher’s performance. Besides the principal's leadership and work environment, 
compensation also affects teacher satisfaction. The determination of the amount of 
compensation must follow the level of difficulty of the work charged to each teacher because 
the balance between the burden and the compensation will increase teacher satisfaction in 
performing his/her work.  

Future researchers are expected to be able to utilize and develop the results of this 
study by using different variables and indicators, increasing the number of samples, and 
expanding the scope of research.  
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