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ABSTRACT 

	This study analyzes the influence of organizational culture, performance allowances, and work discipline on teacher performance at SDN 1 Simpang Ulim, East Aceh Regency. Using a quantitative explanatory design, the research was conducted from February to May 2025 with all 33 teachers as respondents, selected through saturated sampling. Data were collected through Likert scale questionnaires and documentation, and analyzed using validity and reliability testing, classical assumption tests, and multiple linear regression with SPSS. The findings reveal that organizational culture, performance allowances, and work discipline each have a positive and significant effect on teacher performance, both individually and collectively. Among these factors, work discipline demonstrated the most dominant influence, with a regression coefficient of 0.741 and a t-value of 10.313 (sig. 0.000). Together, the three variables accounted for 96.6% of the variation in teacher performance, leaving 3.4% explained by other factors. These results highlight that organizational culture, financial incentives, and discipline are critical to enhancing teacher performance, suggesting that strategies for improving education quality should integrate these three aspects in a synergistic manner.
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1. INTRODUCTION 

Education is the main pillar of nation building, and teachers are the central actors in producing a quality generation. Wally (2021) emphasizing that teachers are not only transmitters of knowledge, but also educators who shape the character of students. Therefore, teacher performance is an important factor in achieving national education goals.
According to Arifudin & Ali (2022), teachers are professional educators who are competent in managing learning and shaping students' personalities. This is in line with Mulyasa (2021) which states that teachers are required to always adapt the method to the needs of students. Thus, teacher performance is not just a transfer of knowledge, but a transformation of values.
Teacher performance is influenced by many factors, both internal and external. Majid (2020) emphasizing that teachers' professional competence is directly related to learning effectiveness. Edizal, A. E., & Noviantoro (2022) also added that continuous training can significantly improve teacher performance
The reality at SDN 1 Simpang Ulim East Aceh shows that there are serious challenges. Based on observations, many teachers face excessive workloads, lack of rewards, and limited welfare which has an impact on work motivation. This phenomenon shows that organizational culture factors, performance allowances, and work discipline need to be studied more deeply.
School organizational culture has an important role in shaping the work climate of teachers. Ibrahim et al. (2022) define organizational culture as shared values and norms that influence the behavior of organizational members. Hasudungan & Abidin (2020) even emphasizing that culture determines how to interact and behave in school.
Rivai (2020) affirming that organizational culture is a pattern of values, norms, and behaviors that shape the way of thinking of organizational members. In the context of schools, a strong culture will encourage teachers to work more effectively. Research Busri & Loliyani (2023) shows that the school organizational culture has a positive effect on teacher performance. The stronger the organizational culture, the higher the quality of learning provided.
Ismawati et al. (2020) explained that the school organizational culture is formed from the meeting of the values of leaders and teachers. If these values are aligned, then a harmonious work atmosphere is created that has a positive impact on teacher performance. However, if not, then internal conflicts arise that weaken motivation.
Johannes et al. (2020) added that school culture is the result of a long tradition that is believed by all school residents. This encourages the emergence of positive behavior and a high work ethic, which ultimately improves the quality of education. Data at SDN 1 Simpang Ulim shows that not all teachers understand the cultural norms of the organization that has been built. Sometimes, the values conveyed by leaders are different from practices in the field, causing inconsistencies 
Teacher performance allowances are one of the important motivational instruments. According to Iryani et al. (2022), performance allowances serve as incentives that encourage employee productivity and loyalty. This also applies to teachers. Biantoro (2024) mentioned that performance allowances create a climate of healthy competition among teachers. Oktavia (2021) affirming that allowance is an award given for achievement above the standards set by the organization. 
Law of the Republic of Indonesia Number 14 of 2005 emphasizes that the Teacher Performance Allowance (TKG) aims to improve professionalism and quality of learning (Faroh et al., 2023). This means that the allowance is not just financial, but a strategy to improve the quality of education. However, the implementation at SDN 1 Simpang Ulim shows that there are still problems. Some teachers consider the benefits not commensurate with the workload and quality of performance shown. This creates a sense of injustice and reduces motivation.
Hamid et al. (2023) affirms that performance allowances must be supported by objective assessments and professional development of teachers. Otherwise, then the allowance will not have a significant impact on improving the quality of education. Work discipline also plays an important role in supporting the quality of learning. Silalahi (2022) defines discipline as compliance with the rules with full responsibility. Disciplined teachers create a conducive learning climate.
Muis & Hasibuan (2021) states that work discipline is an individual's compliance with organizational rules and procedures. In the context of teachers, this includes punctuality, teaching responsibilities, and classroom management. Asterina & Sukoco (2019) emphasizing that teacher discipline has a great influence on student success. Disciplined teachers set a positive example and encouraged the creation of a good learning climate.
Gunawan et al. (2025) Detailing that teacher discipline includes punctuality, rule compliance, responsibility, and involvement in self-development. Without discipline, teacher performance will not be optimal. However, at SDN 1 Simpang Ulim, teacher discipline is still low. The data shows that there are absent teachers when it rains or teachers who are not in class during teaching hours. This condition clearly affects the quality of learning.
Teachers' performance is influenced by organizational cultural synergy, performance allowances, and work discipline (Suryadi, 2020). These three factors are interrelated and cannot be separated. Culture supports motivation, rewards benefits, and discipline maintains consistency. Handayani et al. (2021) stated that organizational culture indicators include values, norms, leadership styles, and school traditions. If this indicator runs in harmony with the allowance and discipline system, then teacher performance will improve.
This study aims to analyze the influence of organizational culture, performance allowances, and work discipline both partially and simultaneously on teacher performance. This goal is in line with the needs of schools in improving the quality of learning. Theoretically, this research contributes to the development of human resource management science in the field of education. Practically, the results are a reference for schools to design policies to improve teacher performance.
With this description, it is clear that the analysis of organizational cultural factors, performance allowances, and work discipline is very important to understand the dynamics of teacher performance at SDN 1 Simpang Ulim East Aceh. This study is expected to be a foothold in improving the quality of education in Indonesia.
2. material and methods 

2.1. Types of Research
This study uses a quantitative approach with an explanatory research method. According to Machali (2021), quantitative research is research based on the philosophy of positivism, used to research a specific population or sample, by collecting data using research instruments, as well as statistical data analysis. The explanatory approach was chosen because this study aims to explain the causal relationship between independent variables (organizational culture, performance allowances, and work discipline) and dependent variables (teacher performance).
2.2. Research Location and Time
The research was conducted at SDN 1 Simpang Ulim, East Aceh Regency. The selection of this location is based on the phenomenon of low teacher performance which is influenced by aspects of organizational culture, performance allowances, and work discipline. The research was carried out over a period of four months, from February 2025 to May 2025, which included the stages of preparation, data collection, data processing, analysis, and preparation of research reports.
2.3. Population and Sample
The population in this study is all teachers at SDN 1 Simpang Ulim, East Aceh Regency, which is 33 people. Because the population is relatively small, the technique used is census sampling. According to Asrulla et al. (2023), saturated sampling is a sample determination technique when all members of the population are used as research samples. Thus, the number of samples in this study is 33 teachers.
2.4. Data Types and Sources
The types of data used are primary and secondary data. Primary data were obtained directly from respondents through the distribution of a questionnaire based on the Likert scale (1–5). Secondary data were obtained from school documents, teacher performance reports, and literature relevant to the research variables.
2.5. Data Collection Techniques
Data is collected using:
· Questionnaire, which is a research instrument in the form of a list of closed questions compiled based on indicators of organizational culture variables, performance allowances, work discipline, and teacher performance.
· Documentation, in the form of school profile data, teacher staffing data, and school academic reports.
2.6. Variable Operational Definition
· Organizational Culture (X1): values, norms, traditions, and habits that prevail in schools that influence teacher behavior.
· Performance Allowance (X2): the financial incentives that teachers receive based on their performance assessments.
· Work Discipline (X3): teachers' compliance with school rules, attendance, and responsibility in carrying out duties.
· Teacher Performance (Y): the ability of teachers to carry out the duties of teaching, guiding, and educating according to the indicators of professionalism.
2.7. Data Analysis Techniques
Data analysis was carried out with the help of the latest version of SPSS through the following stages:
· Validity and Reliability Test to ensure that research instruments are valid and consistent.
· Classical Assumption Test (normality, multicollinearity, and heteroscedasticity test).
· Multiple Linear Regression Analysis to determine the influence of organizational culture, performance allowances, and work discipline on teacher performance both partially and simultaneously.
· The t-test and the F-test are to test the significance of the influence of independent variables on dependent variables.
· Coefficient of Determination (R²) to find out how much an independent variable contributes to a dependent variable.
3. results and discussion
Research Results
Instrument Validity and Reliability
· All questionnaire items for the variables were declared valid (rhit > table) and consistent. Example: multiple item correlation values are displayed on the validity attachment. 
· Reliability (Cronbach's Alpha) Teacher Performance variable = 0.958 (> 0.70 ⇒ very reliable). 

Classic Assumption Test
a. Normality Test
· Kolmogorov–Smirnov One-Sample: Z = 0.918, Asymp. Sig. = 0.369 (> 0.05) ⇒ normal distributed data. 

b. Multicollinearity Test (Tolerance & VIF)

Table 1 Summary of VIF / Tolerance

	Variable
	Tolerance
	VIVID
	Conclusion

	Organizational Culture (X1)
	0.320
	3.130
	VIF < 10 → no multicollinearity

	Performance Allowance (X2)
	0.446
	2.240
	VIF < 10 → no multicollinearity

	Work Discipline (X3)
	0.213
	4.697
	VIF < 10 → no multicollinearity


(Data source of VIF/Tolerance table). 

c. Heteroscedasticity Test
· The results of the scatterplot examination and Abs_RES test showed no symptoms of heteroscedasticity (randomly scattered points around 0). Numerical outputs are also displayed (co. insignificant).
d. Linearity Test
· The linearity test between Y and each X shows linear (deviation from linearity significance > 0.05 on each test). Example: Deviaton from Organizational Cultural Linearity: sig = 0.110 (>0.05) → linear. 

Coefficient of Determination (Model Summary)

Table 2. Model Summary

	Type
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	0.983
	0.966
	0.962
	1.71993


Interpretation: R² = 0.966 → 96.6% variation in teacher performance was explained simultaneously by the variables Organizational Culture (X1), Performance Allowance (X2), and Work Discipline (X3); The remaining 3.4% is explained by other variables. 

Multiple Linear Regression Results (Coefficient & t-Test)


Table 3.  Coefficient

	Variable (dependent on Y = teacher performance)
	B (Unstd.)
	Std. Error
	Beta (Std.)
	t
	Sig.

	(Constant)
	0.049
	1.540
	—
	0.032
	0.975

	Organizational Culture (X1)
	0.148
	0.063
	0.143
	2.359
	0.025

	Performance Allowance (X2)
	0.113
	0.046
	0.125
	2.437
	0.021

	Work Discipline (X3)
	0.741
	0.072
	0.766
	10.313
	0.000


(Source: Coefficients Table). 

Interpretation & Results of the t-test (α = 0.05, df = 31, ttable ≈ 1.692):
· X1 — Organizational Culture: t = 2.359, p = 0.025 (< 0.05) ⇒ have a positive & significant effect on teacher performance. 
· X2 — Performance Allowance: t = 2.437, p = 0.021 (< 0.05) ⇒ have a positive & significant effect on teacher performance. 
· X3 — Work Discipline: t = 10.313, p = 0.000 (< 0.05) ⇒ have a positive and very significant effect on teacher performance. 

Regression equation (from output):

Y = 0.049 + 0.148 X1 + 0.113 X2 + 0.741 X3 + e.

Coefficient meaning: an increase of 1 unit on X1 increases Y by 0.148 (assuming the other variable is constant), and so on; the largest effect came from Work Discipline (0.741).

Simultaneous Test (ANOVA / F Test)

Table 4. ANOVA 
	Source
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	Regression
	2430.941
	3
	810.314
	273.924
	.000

	Residual
	85.787
	29
	2.958
	—
	—

	Total
	2516.727
	32
	—
	—
	—


(Source: ANOVA Table). 

Interpretation & Results: Sig. F = 0.000 < 0.05 and Fcal (≈273.924) far > Ftables → variables X1, X2, X3 together have a significant effect on Y. H0 is simultaneously rejected; H4 accepted. 

Miscellaneous Test Results (summary)
· Linearity Test per pair X–Y: all pairs show linearity (deviation from linearity p > 0.05 in their respective tests) → the linearity requirement is met. 
· Residual Normality Test: p > 0.05 (Kolmogorov-Smirnov) and P-P Plot + histogram show normal residual. 
· Heteroscedasticity (Abs_RES) test: no heteroscedasticity pattern was found; The coefficient is insignificant → the assumption of homogeneity is met.

Summary of Hypothetical Results (based on the above results)
1. H1 (Organizational Culture → Teacher Performance): accepted (positive & significant; t = 2.359; p = 0.025). 
2. H2 (Performance Allowance → Teacher Performance): accepted (positive & significant; t = 2.437; p = 0.021). 
3. H3 (Work Discipline → Teacher Performance): accepted (positive & very significant; t = 10.313; p = 0.000). 
4. H4 (X1, X2, X3 simultaneous → Teacher Performance): accepted (F sig. = 0.000; R² = 0.966).


DISCUSSION
The Influence of Organizational Culture on Teacher Performance
The results of the partial test showed that organizational culture (X1) had a positive and significant effect on teacher performance (Y), with a value of t = 2,359; Sig. = 0.025 < 0.05. This means that the better the organizational culture built in schools, the better the performance of teachers will be. These findings are in line with the theory (Wahjono, 2022) & (Kurnia et al., 2023) which states that organizational culture is a common value system that guides the behavior of organizational members. In the context of schools, culture in the form of cooperation between teachers, effective communication, and participatory leadership can create a conducive work climate. At SDN 1 Simpang Ulim, some teachers feel the togetherness and values instilled by the principal, although inconsistencies are still found in the implementation of cultural values. Nevertheless, its influence remains real in increasing teacher motivation and responsibility. These results support the research (Gumilar, 2023) who found that a strong organizational culture improves the quality of learning. Thus, fostering organizational culture remains a strategic priority for the school.
 The Effect of Performance Allowance on Teacher Performance
The t-test showed that the performance allowance (X2) had a positive and significant effect on teacher performance, with a value of t = 2,437; Sig. = 0.021 < 0.05. This proves that the more fair, and adequate the performance allowance received by teachers, the higher the motivation and performance shown. These findings support the Yuanis (2025) which states that performance-based incentives boost employee productivity. In education, performance allowances are also an award for the professionalism of teachers, as stipulated in Law No. 14 of 2005 (Alysca, 2020). However, in the field there are still complaints from teachers related to injustice and lack of transparency in the assessment of allowances. Some teachers consider that the amount of allowance is not commensurate with the workload undertaken. However, this study still shows a significant influence, so the performance allowance policy needs to be strengthened with an objective and fair assessment mechanism.
The Influence of Work Discipline on Teacher Performance
The results of the regression analysis showed that work discipline (X3) had the greatest influence on teacher performance, with a value of t = 10.313; Sig. = 0.000. The regression coefficient of 0.741 shows that work discipline makes a dominant contribution to performance compared to organizational culture and performance allowances. This is in line with the opinion Fadzillah et al. (2025) that discipline is obedience to the rules that make up work responsibilities. Teachers who attend on time, carry out teaching hours consistently, and comply with professional codes of ethics will be better able to create an effective learning climate. At SDN 1 Simpang Ulim, there are still teachers who are not disciplined, for example not present during certain weather conditions or leaving class during teaching hours. However, the results of the study show that when discipline is strengthened, teacher performance increases dramatically. These findings are also in line with (Zahro & Yusuf, 2024) which emphasizes that teacher discipline is an important role model for students and has a direct effect on learning outcomes.
The Influence of Organizational Culture, Performance Allowances, and Work Discipline Simultaneously on Teacher Performance
Simultaneous tests (ANOVA) showed that the three independent variables, namely organizational culture (X1), performance allowance (X2), and work discipline (X3), together had a significant effect on teacher performance (Y), with a value of F = 273,924; Sig. = 0.000 < 0.05. The determination coefficient R² = 0.966 means that 96.6% of the variation in teacher performance can be explained by these three factors, while the remaining 3.4% is influenced by other factors. These findings strengthen the theory of the educational organizational system which states that teacher performance is the result of an interaction of cultural factors, financial motivation, and professional attitudes (Suryadi, 2020). When the three are combined harmoniously, teacher performance will increase significantly. For SDN 1 Simpang Ulim, these results show the need for an integrated strategy: building a positive organizational culture, improving the performance allowance system, and enforcing work discipline. The combination of these policies will result in more professional, dedicated, and accomplished teachers.
4. Conclusion

This study aims to analyze the influence of organizational culture, performance allowances, and work discipline on teacher performance at SDN 1 Simpang Ulim, East Aceh Regency with a sample of 33 teachers. The results of the study showed that the three independent variables had a positive and significant influence on teacher performance, both partially and simultaneously. Partially, organizational culture has been shown to have a significant effect on teacher performance. This emphasizes that the values, norms, and work traditions built in schools are able to create a conducive work climate so that teachers are more motivated in carrying out their duties. Furthermore, performance allowances also have a significant effect on teacher performance. Although there are still complaints regarding the grading system and distribution fairness, allowances remain an important factor in increasing teacher motivation and dedication. Meanwhile, work discipline is the most dominant factor affecting teacher performance. Teachers who are disciplined in attendance, implementation of teaching hours, and compliance with rules have been proven to be able to significantly improve the quality of learning. Simultaneously, organizational culture, performance allowances, and work discipline contributed 96.6% to teacher performance, while the remaining 3.4% were influenced by other factors outside of this study. These results show that improving teacher performance requires an integrated strategy that includes strengthening organizational culture, fair management of performance allowances, and enforcement of work discipline. Thus, schools and policy makers need to pay serious attention to these three aspects so that the quality of education can be improved in a sustainable manner.
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