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Abstract—The research objective to be achieved by the researcher is to discover whether there is a direct or
indirect influence of supervision variables, organizational climate on teachers’ performance with work ethic
as an intervening variable. The population in this research is the teachers at the Masjid Meranti Foundation.
In this research all populations are taken as samples, while the implemented data analyzing method was that
of path-analysis. The findings of the study indicated that all the hypotheses were accepted, the supervision
variable has a significant direct influence on work ethic; the organizational climate variable has a
significant direct influence on work ethic; the supervision variable has a significant direct influence on
consumer teacher performance; the organizational climate variable has a significant direct influence on
teacher performance; work ethic variable has a significant direct influence on teacher performance; And the
supervision variable and organizational climate indirectly have a significant effect on teacher performance

through work ethic.
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l. INTRODUCTION

Supervision is very important to be carried out by
the organization in its operational activities to prevent the
possibility of deviations by taking corrective actions
against these deviations to achieve the goals set by the
previous organization. Effective supervision provides aid
for efforts to organize work in order for better
implementation. The supervisory function is the last
function of the management process. This function
consists of the tasks of monitoring and evaluating
organizational activities in order to achieve the target of
the. In other words, the monitoring function assesses
whether the plan that has been set in the planning function
has been reached.

The Principal as leader certainly has the
responsibility to manage the improvement program of
education quality. Therefore, the Principal should be able
to carry out effective supervision as mandated in the
Minister of National Education Regulation Number 13 of
2007 concerning Standards of Principal. The importance of
successful supervision to the improvement of education
quality certainly adds to the demand for the
implementation of supervisory programs prepared by the
school principal.

Supervision by the school principal is as an effort
of the school principal in guaranteeing that each teacher
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carries out their duties and functions efficiently,
effectively, productively and responsibly. In addition, the
supervision of the principal also functions as a tool for
evaluating the performance of a teacher to determine the
policy that will be taken by the Principal for the teacher
concerned, such as promotion or transfer of duty
(mutation).

Supervision activities at the Meranti Mosque
Foundation in Central Jakarta are usually carried out
without prior notification to the teachers so that the
teachers feel trapped. Frequently, principals as supervisors
keep a distance from the teachers. With these conditions,
many teachers try to show their best performance only
when observations take place therefore the teacher's actual
performance cannot be measured.

In addition to the supervision carried out by the
principal, the conditions of organizational climate in the
school also affect work ethic and teacher performance.
Principal leadership is expected to be able to create
conducive organizational climate, in order to improve
teacher performance. Gibson (2003) states that
organizational climate is a series of environmental
conditions that are felt directly and indirectly by
employees. This illustrates organizational climate as a
number of conditions or a series of conditions that can
directly or indirectly, consciously or unconsciously, affect
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employees. The organizational climate that describes the
atmosphere and working relations among educators,
between educators and school principals, between
educators and other education personnel and between
services in their environment is a manifestation of a
conducive work environment. This atmosphere is very
much needed by educators and principals to carry out their
work more effectively.

Negative climate manifests itself in the form of
competitive, contradictory, invidious, opposed, ignorant,
individualistic, selfish intercommunications. Negative
climate can reduce teacher performance. Positive climate
shows a close relationship with each other in many ways.
There is mutual cooperation between them. All problems
that arise are resolved together through deliberation.
Positive climate shows that activities run harmoniously
and in a peaceful, calm atmosphere that provides a sense
of peace, comfort to the teachers. Positive climate in
school forms if there is a good and harmonious
relationship between the principal and teachers, teachers
with teachers, teachers with administrative staffs, and
students.

From observations, the organizational climate in the
Central Jakarta Meranti Mosque Foundation appear quite
conducive, but there are still some teachers who cannot be
requested to work together in supporting teaching and
learning activities, less accountable for teaching and
learning activities which can be seen from those who only
provide notes on the blackboard for students to write down
or just work on the questions in the Student Activity Sheet,
while the teacher doesn't do anything except to sit quietly
at the front desk. The formation of a conducive climate for
organizations can be a supporting factor for improving
performance because comfort in work contains teachers to
think calmly and will concentrate solely on the tasks being
carried out.

Aside from a conducive school organizational
climate, a high teacher work ethic is needed in improving
his/her performance. A high teacher work ethic will
determine the success of the effort and the learning process
in school. An employee who has a high work ethic
generally has a mental attitude in carrying out activities or
work that is manifested in work behavior such as
punctuality, responsibility, hard work, rationality and
honesty. So, it is clear that the values contained in work
ethic are very important in supporting the achievement of
the level of employee performance. Teachers in the world
of education have an important role in the success of
learning. Teachers who have good personalities and
characteristics are the main capital in achieving learning
success. In order to optimize the quality of learning,
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teachers are required to be able to achieve their intended
goals. One factor that needs to be considered in work ethic
of teachers is the characteristic of someone who always
prioritizes the quality of work to obtain maximum results.
The work ethic possessed by the teacher will produce
maximum quality of work.

In relation to the teacher's tasks in carrying out the
daily learning process in school, the optimum results that
can be achieved are in the form of a smooth learning
process of students, and leading to high achievement or
student learning outcomes, all of which is a reflection of
the performance of a teacher. In carrying out his/her daily
tasks, the performance of a teacher is reflected in his/her
role and function in the learning process in the classroom
or outside the classroom, namely as an educator, teacher,
and trainer. In carrying out their roles and functions in the
learning process in the classroom, performance of a
teacher can be seen in the activities of planning,
implementing, and evaluating the learning process in
which the intensity is based on the moral and professional
attitude of a teacher.

Based on these conditions, it is necessary to
conduct a research entitled “Analysis of the Influence of
Supervision and Organizational Climate to Teachers’
Performance with Work Ethic as an Intervening Variable
in the Central Jakarta Masjid Meranti Foundation”. The
research objective to be achieved by the researcher is to
discover whether there is a direct or indirect influence of
supervision variables, organizational climate on teachers’
performance with work ethic as an intervening variable.

1. THEORETICAL REVIEW
2.1. Supervision

Supervision is one of the functions of
organizational management. As one of the management
functions, the notion of supervision has specifically
developed. Arikunto and Yuliana (2008) state that
supervision is a control that aims to measure the level of
effectiveness of work activities that have been carried out
and the level of efficiency of the use of other components
in the management process. While according to Simbolon
(2004) supervision is the process by which the leader
would like to recognize the results of the implementation
of the work carried out by subordinates in accordance with
the plans, orders, objectives, policies that have been
determined.

The supervision system will be effective if the
monitoring system meets the principle of flexibility. In
educational ~ organizations,  supervision  techniques
according to Purwanto (2005) consist of:
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= Individual techniques, comprising of: holding class
visits, conducting observation visits, and guiding
teachers related to curriculum implementation.

= Group techniques, comprising of:  holding
gatherings/meetings, group discussions, and in-service
trainings.

Some previous studies related to the influence of
supervision on work ethic, among others: Mardiana
(2013), where supervision of the principal has a
relationship with the teachers” work ethic; Sukarman, et al
(2013), the results of the research indicate that clinical
supervision can significantly improve the teachers’ work
ethic; Rahayu and Sutardji (2015), prove that the impact in
the implementation of supervision by principals in
improving the ethic of teachers’ work is fair or moderate.

While previous research related to the influence of
supervision on employee performance, among others:
Suryani and Yarosi (2015), Amanda (2016), Rulandari
(2017), Herdino and Andri (2017), Yousaf et.all (2018),
Averus and Pitono (2018), the results of the research show
that supervision has a significant effect on employee
performance.

2.2. Organizational Climate
Kurt Lewin in the 1930s introduced the use of the

term organizational climate. This term was then used by R.

Tagiuri and G. Litwin. According to Wirawan (2008),

organizational climate is the perception of organizational

members (individuals and groups) and those who are
constantly in touch with the organization on what is
regularly present or occurring in the organization's internal
environment, which affects organizational attitudes and
behavior and the performance of organizational members
which will then determine the organization's performance.

In line with the opinion of Lussier (2005), organizational

climate is an employee's perception of the internal

environment quality of the organization relatively felt by
members of the organization which will then influence
their subsequent behavior.

According to Litwin and Stringer (1968) there are 6

(six) dimensions of organizational climate indicators,

namely:

1. Responsibility. Describes the feelings of employees of
becoming leaders themselves and never ask for
opinions in regards to their decisions from others. This
includes independence in completing their work.

2. Standards. Measuring the feeling of pressure to
improve performance and the degree of pride felt by
the employees in conducting their work satisfactorily.
This includes working conditions experienced by
employees in the company.
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3. Structure. Structure illustrates the feeling that
employees are well organized and have a clear
definition of their roles and responsibilities. This
includes the position of employees in the company.

4. Recognition. The feeling of the employee being
granted a decent reward after completing the work
properly. This includes rewards or wages that
employees receive after completing work.

5. Commitment. Describes the feeling of pride and
commitment as members of the organization. This
includes employee understanding of the goals to be
achieved by the company.

6. Support. Describes the feeling of employees regarding
trust and mutual support that apply in work groups.
This includes relationships with other colleagues.

Several previous studies related to the influence of
organizational climate on work ethic, among others:

Ayuningtyas (2011); Fisandho (2011); and Alang (2014).

The results of the research show that organizational

climate has a significant effect on work ethic. Whereas

previous studies related to the influence of organizational
climate on employee performance, among others:

Rahmadewi and Fauzan (2013); Karundeng (2013);

Herman, et al (2014); Pasaribu and Kariono (2014);

Setiawan (2015); Tantowi and Astuti (2016). The results

of the research indicate that organizational climate has a

significant effect on employee performance.

2.3. Work Ethic

High work ethic of a teacher will determine the
success of the effort and the learning process in school.
Atmodiwirio (2000) suggests that work ethic is a person's
views and attitudes in assessing what work means as part
of life in order to improve their lives. Specifically, the
notion of work ethic is the basis for improving work
performance/operation of each employee. In reference to
this research, it is work ethic of the teacher in carrying out
his duties at school. In this case work ethic of the teacher
is seen in terms of carrying out the tasks skillfully.

According to Tasmara (2002), indicators of
employees’ work ethic can be influenced by several
factors, including: a) On time, teachers who are on time
are teachers who show an attitude of obedience to the
provision of time. b) Responsibility, teachers who are
responsible show the attitude of: (1) Completing tasks well
and on time, (2) Obedient and compliant to school
disciplines. ¢) Honest, honest teachers are transparent in
providing value to students; And d) Confidence. Teachers
who have the attitude of confidence in carrying out their
tasks can be reflected through: (1) Confidence of their own
abilities, (2) Optimistic.
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Several previous studies related to the influence of
work ethics on performance, among others: Wahyudi et al
(2013), Hadiansyah and Yanwar (2015), Yuliarti (2016),
Bawelle and Sepang (2016), Salahudin et al (2016), and
Sapada et al (2017) The results of the research show that
work ethic has real influence on employee performance.

2.4. Performance

Performance in an organization is one element that
cannot be separated in carrying out organizational tasks,
either in the government or in private institutions.

According to  Mangkunegara (2008), employee

performance is the quality and quality of work achieved by

an employee in carrying out his/her duties in accordance
with the responsibilities given to him. According to

Sedarmayanti (2007), the notion of performance is the

result of work that can be achieved by a person or group of

people in an organization, in accordance with their
respective authority and responsibility in an effort to
achieve the objectives of the organization legally, not
violating the law and in accordance with morals or ethics.
Therefore, performance or operation in the context
of the teaching profession is an activity that includes
learning planning, learning implementation/KBM, and
evaluating or assessment of the learning result (MONE,

2008), which is the actualization of teacher competencies.

The measurement results of the three activities illustrate

the quantity and quality of the process and work results

achieved by the teacher in teaching for a certain period of
time. Thus, indicators of teacher teaching performance are:

a. Learning planning. This stage is related to the teacher's
ability to master teaching material. The ability of the
teacher can be seen from the way or process of
preparing the learning activities carried out by the
teacher, namely developing syllabus and plan for the
implementation of learning.

b. Implementation of learning. Learning activities in the
classroom are the core of the implementation of
education which is characterized by classroom
management activities, media use and teaching
methods.

c. Evaluation of learning results. At this stage a teacher is
required to have the ability to determine approaches
and methods of evaluation, preparation of evaluation
materials, processing and the use of evaluation results.
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2.5. Research Conceptual Framework

B2
Supervision B I
(X1) /

Work Ethic Py

(Y2)

» Performance

(Y1)

Organization Climate
(X2)

Fig.1: Research Model

2.6. Research Hypothesis
Based on the conceptual framework above the

research hypothesis can be formulated as follows:

a. It is assumed that supervision variable has direct
influence on work ethic.

b. It is assumed that organizational climate variable has
direct influence on work ethic.

c. It is assumed that supervision variable has direct
influence on teacher performance.

d. It is assumed that organizational climate variable has
direct influence on teacher performance.

e. It is assumed that work ethic variable has direct
influence on teacher performance.

f. It is assumed that supervision variables and
organizational climate have an indirect influence on
teacher performance through work ethic.

1. RESEARCH METHOD

The research method being used is a survey
research, which focuses on relational research, i.e.
researching the relationship of variables either directly or
indirectly which places the emphasis on the research
hypothesis. The population in this research is the teachers
at the Masjid Meranti Foundation, both 39 permanent and
non-permanent teachers. In this research all populations
are taken as samples. Data sources are obtained from
primary data and secondary data.

Based on the formulation of the problem, the frame
of mind and the hypothesis proposed, the variables in the
research are identified as follows:

1. Monitoring Variable (X1). Definition of supervision in
general is an act of monitoring or examining the
activities of an organization to ensure that the
achievement of objectives is in accordance with the
plan previously determined. The indicator of
supervision assessment conducted by the principal in
this research refers to the supervision technique
(Purwanto, 2005), which consists of: individual
technique and group technique.

2. Organizational Climate Variable (X2). Organizational
climate is a concept that describes the internal
environmental quality of the organization that affects
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the behavior of organizational members in carrying out
their work. There are 6 (six) dimensions required bu
the indicator of organizational climate based on the
concept of Litwin and Stringer (1968), namely:
responsibility,  standards, structure, recognition,
commitment, and support.

3. Work Ethics Variable (Y1). The definition of teacher
work ethic in general is a characteristic that is shown
by a teacher in regards to his/her enthusiasm, and
performance in work (teaching), as well as attitudes
and views on work. The indicator of work ethic in this
research is taken from the theory of Tasmara (2002),
namely: punctuality, responsibility, honesty, and
confidence.

4. Teacher Performance Variable (Y2). Definition of
performance is a quality and quantity result of work
achieved by someone in carrying out their duties in
accordance with the responsibilities granted to him.
Teacher performance indicators in this research are
taken from the Ministry of National Education (2008),
namely: learning planning, implementation of learning,
and evaluation of learning results.

Determination of score for each question against

each statement uses a Likert scale which consists of 5

alternative choices, namely: strongly disagree (score 1) to

strongly agree (score 5). After the questionnaire data is
collected, the research materials are tested in the form of
validity & reliability tests, as well as classic assumption
tests. If the quality of data requirements is met, analysis of
the data will be performed by using the path analysis
approach. Path analysis is used to determine the causal
relationship, with the aim of explaining the direct and

indirect consequences of a set of variables, which is as a

causal variable and consequential variable.

V. RESEARCH FINDINGS AND DISCUSSION
4.1. Research Finding
The results of the validity test will show that the value
of rfor each statement indicator of each variable has a value of
r > 0.30, meaning that all items submitted are declared valid.
While the reliability test results will show the value of
Cronbach’s alpha, each variable that is in accordance with the
Criteria has a value of > 0.70, meaning that each variable has a
fairly good level of reliability. The results of the classic
assumption test will show that the linear and normal data, and
there is no multicollinearity between independent variables.
Hypothesis testing is done by using the Regression
Weight test (loading factor), by looking at the significance
of the probability value (P), to which the cut-off value of p
<0.05 will be considered significant. The hypothesis test
results are as follows:
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Table.1: Result of Hypothesis Testing

Estimate S.E. C.R. P Label
Y1l <--- X1 418 122 3.427 000 par_1
Y1l <—- X2 672 122 5.493 .000 par_2
Y2 <—- Y1 330 .156 2.117 .034 par_3
Y2 <—- X1 274 134 2.041 .041 par_ 4
Y2 < X2 523 157 3.323 .000 par_5

Description: C.R =t count; Estimate = Coefisient; P =

Probability

Based on the table above can be explained as
follows:

1. Supervision (X1) has a significant direct influence on
work ethic (Y1), with a probability value of 0,000.

2. Organizational climate (X2) has a significant direct
influence on work ethic (Y1), with a probability value
of 0,000.

3. Supervision (X1) has a significant direct influence on
consumer teacher performance (Y2), with a probability
value of 0.041.

4. Organizational climate (X2) has a significant direct
influence on teacher performance (Y2), with a
probability value of 0,000.

5. Work ethic (Y1) has a significant direct influence on
teacher performance (Y2), with a probability value of
0.034.

To see the direct and indirect influences between
the research variables, path analysis technique is used. The
following are the results of direct, indirect, and total
effects that are standardized between endogenous and
exogenous variables.

Supervision e
1x1)
&0
Work Ethic N Performance
(¥1) (¥2)
Organization
Climate (X2)

Fig.2: Result Path Analysis
Table 2. Standardized Direct, Indirect and Total Effects.

Variable Effects Count Total Effect
X1=> VY1l Direct 0.383 0.383
X2=> VY1l Direct 0.614 0.614

Direct 0.240
X1>¥2 Indirect 0.121 0.361
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Direct 0.457
X2 Y2 Indirect 0.194 0.651
Y11= Y2 Direct 0.315 0.315

Based on the images and tables above, it can be explained

as follows:

a. Supervision (X1) has a direct influence on work ethic
(Y1) by 0.383.

b. Organizational climate (X2) has a direct influence on
work ethic (Y1) by 0.614.

c. Supervision (X1) has a direct influence on teacher
performance (Y2) by 0.240 and indirectly by 0.121, so
the total effect is 0.361.

d. Organizational climate (X2) has a direct influence on
teacher performance (Y2) by 0.457 and indirectly by
0.194, so the total effect is 0.651.

e. Work ethic variable (Y1) has a direct influence on

teacher performance (Y2) by 0.315.
The contribution of supervision variable (X1) and

organizational climate (X2) to work ethic (Y1) is 52.4%,
while the contribution of supervision variable (X1),
organizational climate (X2) and work ethic (Y1) to teacher
performance is 60%.

4.2. Discussion

1.

First Hypothesis: It is assumed that supervision
variable has direct influence on work ethic.

The results showed that the supervisory variable (X1)
had a significant direct influence on work ethic (Y1),
with an effect of 0.363. This means that the better
supervision carried out by the leadership at the Masjid
Meranti Foundation, the better impact it will have on
work ethic of the teachers at the foundation.
Significance value by 0.000 <0.05, means that the first
hypothesis which states that the supervisory variable
has direct influence on work ethic, can be accepted.
The results of this research are in line with previous
studies conducted by Mardiana (2013); Sukarman, et al
(2013); and Rahayu & Sutardji (2015).

Supervision in the world of education is carried out
with the intention of being able to find positive and
negative matters in implementing education. So it's not
solely looking for mere mistakes. There are at least
several factors that can improve the teacher's work
ethic, both internal and external factors. According to
Mulyana (2006), there are several factors, among
others: a) Encouragement to work, b) Responsibility
for the task, c) Interest in the task, d) Award for the
task, e) Opportunity to develop, f) Attention from the
principal, g) Interpersonal relationships with teachers,
h) Personal experience of a teacher, i) Can improve the
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teacher's work ethic, and j) Library services. Based on
this explanation, it can be seen that the teacher must
obtain attention or supervision from the principal so
that the teacher can improve his/her work ethic and a
teacher must have a good work ethic in order to
achieve formal education. The principal is required to
be able to lead while organizing and managing the
implementation of teaching programs held at the school
he leads. In this case, the principal must be able to be a
good supervisor, because supervision is very important
for schools to improve the quality of education
(Arikunto, 2008).

. Second Hypothesis: It is assumed that organizational

climate variable has a direct influence on work ethic.
The results showed that organizational climate variable
(X2) had a significant direct influence on work ethic
(Y1), with an effect of 0.614. This means that the better
and conducive organizational climate in the Masjid
Meranti Foundation, the better impact it will have on
work ethic of the teachers at the foundation.
Significance value of 0.000 <0.05, means that the
second hypothesis which states that organizational
climate variable has direct influence on work ethic can
be accepted. The results of this research are in line with
previous research conducted by Ayuningtyas (2011);
Fisandho (2011); and Alang (2014). Based on the
theory explained by Hoy and Miskel in Soetopo
(2010), it states that if the organizational climate does
not reflect a conducive situation, it will have an impact
on the decline of individual and/or group incentives to
provide trust and work effectively in running the
organization. The basis of developing work ethic is a
unity of interests that have mentioned many kinds of
desires and needs of a person and group and to which
these factors influence the success of a leader.
According to Lubis in Sinamo (2002), good leaders
must be able to foster a work ethic to develop values
and something interesting in the organization. The
leader must also be able to influence subordinates in
carrying out daily tasks in order to achieve established
organizational goals, with a maximum work ethic that
will have a positive value on organizational success
(Alang, 2014).

. Third Hypothesis: It is assumed that supervision

variable has direct influence on teacher performance.

The results showed that the supervisory variable (X1)
had a significant direct influence on teacher
performance (Y2), with a direct influence of 0.240 and
an indirect influence of 0.121. This means that the
better supervision carried out by the leaders at the
Meranti Mosque Foundation, the better impact it will
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have on the performance of teachers at the foundation.
Significance value of 0.041 <0.05, means that the third
hypothesis which states the supervisory variable has a
direct influence on teacher performance can be
accepted. The results of this research are in line with
previous research conducted by Suryani and Yarosi
(2015), Amanda (2016), Rulandari (2017), Herdino and
Andri (2017), Yousaf et.al (2018), Averus and Pitono
(2018).

One of the factors that support good performance of an
employee is the supervision carried out by the leader to
its employees in improving performance. With
supervision, it is expected that employees can comply
with the regulations set by the organization.
Supervision is now part of an important factor in
influencing employee performance in this case the
teachers because it is a means of controlling or
monitoring the activities within an organization.
Through this supervision, employees can be monitored
properly so that they can improve employee discipline
in their work and have an impact on achieving
maximum employee performance (Marpaung and
Agustin, 2013).

. Fourth Hypothesis: It is assumed that organizational
climate variable has direct influence on teacher
performance.

The results showed that the organizational climate
variable (X2) had a significant direct influence on
teacher performance (Y?2), with a direct influence of
0.457 and an indirect influence of 0.194. This means
that the better and conducive organizational climate in
the Meranti Mosque Foundation will have a good
impact on the performance of teachers at the
foundation. Significance value of 0.000 <0.05, means
that the fourth hypothesis which states that
organizational climate variable has direct influence on
the performance of teachers can be accepted. The
results of this research are in line with previous
research conducted by Rahmadewi and Fauzan (2013);
Karundeng (2013); Herman, et al (2014); Pasaribu and
Kariono (2014); Setiawan (2015); Tantowi and Astuti
(2016).

Siagian (2011) explains the organizational climate as a
physical and non-physical work condition and the work
environment should influence behavior and which can
be a motivational factor that needs the attention of
every leader in the organization. This means that
organizational climate is a condition of the work
environment, both  material/physical and non-
material/non-physical, ~which can affect the
behavior/performance  of  teachers within an
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organization (school). Organizational climate is
important to create because it is a person's perception
of what is given by the organization and is the basis for
determining the behavior of the next member. Climate
is determined by how well members are directed, built
and valued by the organization. (Pasaribu and Kariono,
2014).

. Fifth Hypothesis: It is assumed that work ethic variable

has direct influence on teacher performance.

The results showed that the work ethic variable (Y1)
had a significant direct influence on teacher
performance (Y2), with a direct influence of 0.315.
This means that the better the work ethic of the
teachers at the Meranti Mosque Foundation, the better
impact it will have on the performance of teachers at
the foundation. Significance value of 0.034 <0.05,
means that the fifth hypothesis which states work ethic
variable has a direct influence on teacher performance
can be accepted. The results of this research are in line
with previous research conducted by Wahyudi et al
(2013), Hadiansyah and Yanwar (2015), Yuliarti
(2016), Bawelle and Sepang (2016), Salahudin et al
(2016), and Sapada et al (2017).

Anoraga (2001) states that success in work competition
requires not only expertise and capability but also the
need for dedication, hard work, and honesty in work.
Someone who is successful must have a view and
attitude that values work as a noble factor for human
existence. Employees who have noble thoughts about
their work can work sincerely. A view and attitude
towards work is known as work ethic.

A high work ethic should be owned by every employee
because every organization really needs hard work and
high commitment from every employee, otherwise the
organization will find it difficult to develop, and win
the competition in seizing its market share. Every
organization that always wants to advance will involve
its members for their performance, in other words
every organization must have work ethic. Individuals
or community groups can be declared to have a high
work ethic (Yuliarti, 2016).

. Sixth: It is assumed that supervision variable and

organizational climate have indirect influence on
teacher performance through work ethic.

The results show that the first hypothesis until the fifth
hypothesis are all accepted and proven to be true. This
means that the sixth hypothesis which states the
supervision variable and organizational climate have
indirect influence on the performance of teachers
through work ethic is a. The contribution of
supervision variable (X1) and organizational climate
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(X2) to work ethic (Y1) is 52.4%, while the
contribution  of  supervision  variable  (X1),
organizational climate (X2) to teacher performance
through work ethic (Y1) is 60%.

V. CONCLUSION

Based on the results of the research and

discussion it can be concluded that the supervision variable
(X1) has a significant direct influence on work ethic (Y1).
Similarly, the organizational climate variable (X2) has a
significant direct influence on work ethic (Y1). The results
also show that the supervisory variable (X1) has a

significant

direct influence on consumer teacher

performance (Y2). Likewise, the organizational climate
variable (X2) has a significant direct influence on teacher
performance (Y2). Furthermore, work ethic variable (Y1)
has a significant direct influence on teacher performance
(Y2). And the supervision variable (X1) and organizational
climate (X2) indirectly have a significant effect on teacher
performance (Y2) through work ethic (Y1).
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