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ABSTRACT

	Aims: To analyze the influence of situational leadership style and school culture on teacher performance in regions characterized by limited access to educational services. Although extensive research has examined these relationships in resource-rich settings, empirical evidence from regions with limited educational services and infrastructure remains limited.
Study design:  This study used a quantitative approach with a survey design.
Place and Duration of Study: The study was conducted in six public high schools in Kab. Banggai Laut Regency, Central Sulawesi, from September to November 2025.
Methodology: The population of this study consisted of all teachers from six public senior high schools in Banggai Laut Regency, totaling 117 individuals. A sample of 91 teachers was determined using the Slovin formula with a simple random sampling technique. Data were collected through a Likert-scale questionnaire (1–5) that had been tested for validity and reliability. The variables measured included the principal’s situational leadership style, school culture, and teacher performance. Data were analyzed using descriptive statistics and multiple linear regression after conducting classical assumption tests (normality, linearity, multicollinearity, and heteroscedasticity).
Results: Multiple linear regression analysis revealed that situational leadership style had a positive but statistically non-significant influence on teacher performance (β = 0.016, P = .919). Similarly, school culture showed a positive regression coefficient with non-significant influence (β = 0.233, P = .068). The combined contribution of both variables was minimal, explaining only 3.8% of the variance in teacher performance (R² = 0.038), with the remaining 96.2% attributable to other factors outside the model.
Conclusion: The findings offer valuable insight for educational leadership and policy development in under- resourced regions, showing that efforts to improve teacher performance cannot rely on leadership and school culture alone, even though both have a positive influence, but must be complemented by structural interventions that strengthen professional support systems.
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1. INTRODUCTION

Education is a key pillar in the development of quality human resources because, through education, individuals acquire the knowledge, skills, and values necessary to contribute to the social and economic development of a nation (OECD, 2019; Hanushek & Woessmann, 2020). In the context of formal education, teachers play a strategic role as key actors who interact directly with students in the learning process. Various studies have shown that teacher quality is one of the most influential school-related factors affecting students’ learning outcomes and the overall success of the education system (Hattie, 2009; Darling-Hammond, 2017). In line with this, Law Number 14 of 2005 on Teachers and Lecturers states that teachers are professional educators whose primary duties include educating, teaching, guiding, directing, training, assessing, and evaluating students at various levels of education. Therefore, the quality of teachers as reflected in their professional performance is an important factor in producing graduates who are competent, adaptive, and able to compete in the global era (Stronge, 2018; Darling-Hammond et al., 2020).
Teacher performance represents the manifestation of professional competence, work motivation, and teacher commitment in carrying out educational tasks effectively and responsibly (Supardi, 2016; Mulyasa, 2018). This performance is reflected not only in teachers' ability to deliver instructional content but also in their capacity to design lessons, manage classrooms, and continuously evaluate student learning progress (Stronge, 2018). However, various reports indicate that teacher performance and competence in Indonesia continue to face numerous challenges. Data from the Teacher Competency Test (Uji Kompetensi Guru, UKG) reveal that the average national competency score remains below the standard set by the government, suggesting that enhancing teacher professionalism remains a critical agenda in the country's educational development. Furthermore, several studies have documented persistent disparities in both educational quality and teacher performance across regions, particularly between urban areas and those with limited educational resources (World Bank, 2020; OECD, 2019). At the local level, particularly in Eastern Indonesia, various reports and preliminary observations also indicate significant variations in teacher performance across schools, which may potentially affect the quality of the learning process and students’ learning outcomes.

Two factors that are widely believed to influence teacher performance are principal leadership style and school culture. As the leader of an educational institution, the principal plays a central role in directing, motivating, and empowering teachers to carry out their professional duties optimally (Leithwood et al., 2020; Hallinger, 2011). A substantial body of research indicates that principal leadership significantly affects school effectiveness, instructional quality, and teacher performance through the articulation of a shared vision, teacher empowerment, and support for professional development (Day et al., 2016). One leadership approach particularly relevant to human resource management in schools is the situational leadership theory developed by Hersey and Blanchard. This theory posits that leadership effectiveness depends largely on the leader's ability to adapt their style to the readiness, competence, and commitment levels of their subordinates (Hersey et al., 2013). In the educational context, principals are expected to apply an adaptive leadership style that aligns with the characteristics, experience, and professional needs of teachers, thereby enabling them to work effectively and productively.

In addition to principal leadership, school culture constitutes another critical factor shaping teacher behavior and performance. School culture encompasses the values, norms, customs, and traditions shared by all members of the school community, which implicitly influence how teachers think, interact, and carry out their instructional duties (Schein, 2017; Stolp & Smith, 1995). Deal and Peterson (2009) assert that a positive school culture fosters a work environment conducive to collaboration, innovation, and teachers' professional commitment to enhancing educational quality. Furthermore, research indicates that schools with strong organizational cultures tend to have teachers who are more motivated, exhibit higher levels of collaboration, and demonstrate better performance in the teaching and learning process (Gruenert & Whitaker, 2015; Thapa et al., 2013).

Although these two factors are theoretically believed to influence teacher performance, empirical evidence across various educational contexts reveals mixed findings. Several studies have found that principal leadership and school culture significantly affect teacher performance and instructional quality (Hallinger et al., 2018; Liu & Hallinger, 2018). However, other research indicates that these effects are not always consistent, as it is affected by various contextual factors such as the organizational conditions of schools, teacher characteristics, as well as the social environment and education policies in different regions (Printy et al., 2009; OECD, 2020). These variations in findings suggest that the relationship between leadership style, school culture, and teacher performance is complex and influenced by the local context of each school.

Banggai Laut Regency, as one of the relatively newly established autonomous regencies in Central Sulawesi, faces its own challenges in efforts to improve the quality of education. In addition, Banggai is a region with distinctive socio-cultural characteristics that have not been widely explored in previous studies. In terms of human resources, particularly the Human Development Index (HDI), data from the Central Statistics Agency of Banggai Regency show that the HDI of Banggai Regency in 2025 reached 72.68. At the provincial level, the HDI of Central Sulawesi was recorded at 71.56. This achievement is still higher than several other provinces in the Sulawesi region, such as Gorontalo with an HDI of 71.23 and West Sulawesi with an index of 68.20. However, when compared with several other provinces in Indonesia, such as North Sulawesi (75.03), Papua (73.00), Bangka Belitung Islands (73.33), Bengkulu (73.39), Jambi (73.43), and Aceh (74.03), the HDI of Central Sulawesi remains relatively low (BPS -Statistics Indonesia, 2024; BPS-Statistics Indonesia Banggai Regency, 2025). According to data from the Banggai Regency Education Office, the number of senior secondary schools (SMA/SMK) is only about 59 schools, with 1,306 teachers and 15,840 students. These demographic conditions, combined with limited access and geographical factors, may influence how principals’ leadership styles and school culture are perceived by teachers, as well as how these factors affect their performance. Therefore, research examining the influence of principals’ situational leadership style and school culture on teacher performance in public senior high schools in Banggai Laut Regency is important and relevant to conduct.
Based on the foregoing discussion, which highlights the mixed findings in existing literature and the unique contextual challenges faced by Banggai Laut Regency, the researchers were motivated to conduct this study with the aim of analyzing the relationship between leadership style, school culture, and teacher performance. While extensive research has examined these relationships in well-resourced and urban school settings, empirical evidence from regions with limited educational services and infrastructure remains limited. This study addresses that gap by focusing on Banggai Laut Regency in Central Sulawesi. Central Sulawesi is the largest province on Sulawesi Island (61,605.72 km²), yet the number of schools accessible to the community remains relatively limited compared to other major islands in Indonesia. By investigating this underexplored context, the study offers a novel contribution to the literature on educational leadership and teacher performance in resource-constrained environments. The findings are expected to serve as evaluation material and provide input for educational institutions in efforts to improve teacher performance, particularly in regions where educational resources and infrastructure are still limited.
2. methods

2.1 Research Design and Approach
This study used a quantitative approach using a survey method to examine the relationships between the independent variables (situational leadership style and school culture) and the dependent variable (teacher performance).

2.2 Research Location and Duration
This study was conducted at six public senior high schools (SMA Negeri) located in Banggai Laut Regency. Data collection took place over a three-month period, from September 2025 to November 2025.

2.3 Population and Sample
2.3.1 Population
The population in this study consisted of all teachers working at six public high schools in Banggai Laut Regency, totaling 117 people.

2.3.2 Sample
The sampling technique used probability sampling with a simple random sampling approach. The sample size was determined based on the Slovin formula with a margin of error of 5% (0.05), resulting in a sample size of 91 teachers.

2.4 Research Variables and Operational Definitions
2.4.1 Research Variables
This study involved three variables:
1. Independent Variables: situational leadership style (X₁) and school culture (X₂).
2. Dependent variable: teacher performance (Y).

2.4.2 Operational Definition of Variables
2.4.2.1 Situational Leadership Style (X₁)
Situational leadership style is defined as the principal's behavior in influencing subordinates, adapted to the readiness level of teachers. Its indicators include: (1) directing, (2) coaching, (3) supporting, and (4) delegating.

2.4.2.2 School Culture (X₂)
School culture is defined as a system of shared values, norms, and beliefs held by all members of the school community. Its indicators include: (1) school values and norms, (2) school discipline, (3) collaboration, and (4) communication.
2.4.2.3 Teacher Performance (Y)
Teacher performance is defined as the work outcomes achieved by teachers in carrying out their duties based on established competency standards. The indicators include: (1) ability to plan instruction, (2) ability to implement instruction, (3) ability to assess learning outcomes, (4) ability to guide and train students, and (5) collaboration and professional ethics.


2.5 Data Collection Techniques
The data collection techniques used in this study were a questionnaire with a five-point Likert scale (Strongly Agree, Agree, Slightly Agree, Disagree, Strongly Disagree), observation as supporting data, and documentation for secondary data.

2.6 Research Instruments
The research instrument was a questionnaire that had been developed and subsequently pilot-tested to determine its validity and reliability. The validity test was conducted using the Pearson Product–Moment Correlation formula. The reliability test was carried out using Cronbach’s Alpha formula with a criterion of > 0.60.

2.7 Data Analysis Techniques
2.7.1 Descriptive Analysis
Descriptive analysis is used to describe the data for each research variable including frequency distribution, mean, median, mode, standard deviation, variance, and minimum-maximum scores.

2.7.2 Prerequisite Tests for Analysis (Classical Assumption Tests)
2.7.2.1 Normality Test
The normality test aims to determine whether the residuals of the regression model are normally distributed. The test was conducted using the Shapiro-Wilk test at a significance level of 5% (α = 0.05).
Hypotheses:
· H₀: The residuals are normally distributed.
· H₁: The residuals are not normally distributed.
Criterion: H₀ is accepted if the significance value (P value) > 0.05.

2.7.2.2. Linearity Test
The linearity test aims to determine whether the relationship between the independent variables (X₁ and X₂) and the dependent variable (Y) is linear. The test was conducted by analyzing the Residuals vs. Predicted Values plot. The relationship is considered linear if the residual points are randomly scattered around the zero line and do not form any specific pattern (curved or funnel-shaped).

2.7.2.3. Multicollinearity Test
The multicollinearity test aims to determine whether there is a high correlation among the independent variables in the regression model. Multicollinearity was detected by examining the Tolerance and Variance Inflation Factor (VIF) values.
The model is considered free from multicollinearity if:
· Tolerance value > 0.10
· VIF value < 10.00

2.7.2.4. Heteroscedasticity Test
The heteroscedasticity test aims to determine whether there is an inequality of variance in the residuals across observations. The test was conducted using Spearman's rho correlation between the residuals and each independent variable.
Hypotheses:
· H₀: No heteroscedasticity is present.
· H₁: Heteroscedasticity is present.
Criterion: H₀ is accepted if the significance value (P value) > 0.05.

2.7.3 Multiple Linear Regression Analysis
Multiple linear regression analysis was employed to determine the effect of the independent variables (X₁ and X₂) on the dependent variable (Y). The multiple linear regression equation is formulated as follows:


Where: 
Y= Dependent variable (teacher performance) 
a=Constant (intercept)
b1=Regression coefficient for situational leadership style
b2=Regression coefficient for school culture
X1=Situational leadership Style
X2=School culture
e=Error term

2.7.4 Hypothesis Testing
2.7.4.1 Partial test (t-test)
The t-test was used to determine whether each independent variable individually (partially) had a significant effect on the dependent variable. The test criteria were as follows:
· If tcalculated > ttable or the significance value < 0.05, then H₀ is rejected, and H₁ is accepted (the independent variable has a significant partial effect).
· If tcalculated ≤ ttable or the significance value ≥ 0.05, then H₀ is accepted, and H₁ is rejected (the independent variable does not have a significant partial effect).

2.7.4.2 Simultaneous test (F-test)
The F-test was used to determine whether the independent variables simultaneously (jointly) had a significant effect on the dependent variable. The test criteria were as follows:
· If Fcalculated > Ftable or the significance value < 0.05, then H₀ is rejected, and H₁ is accepted (the independent variables have a significant simultaneous effect).
· If Fcalculated ≤ Ftable or the significance value ≥ 0.05, then H₀ is accepted, and H₁ is rejected (the independent variables do not have a significant simultaneous effect).

2.7.5 Coefficient of Determination (R2)
The coefficient of determination was used to measure the extent of the contribution of the independent variables to the dependent variable. The R² value ranges from 0 to 1. The closer the value is to 1, the greater the contribution of the independent variables in explaining the variance in the dependent variable.

3. results

3.1 Data Description

3.1.1 Frequency Distribution of X1 Scores
The frequency distribution for the X1 scores is presented in Table 1.

Table 1. Frequency distribution of X1 scores
	Interval Class
	Frequency
	Percentage (%)

	66 – 70
	4
	4.4

	71 – 75
	21
	23.1

	76 – 80
	34
	37.4

	81 – 85
	21
	23.1

	86 – 90
	7
	7.7

	91 – 95
	4
	4.4

	96 – 100
	0
	0.0

	Total
	91
	100


Source: primary data
Based on Table 1, the frequency distribution of the situational leadership style scores shows that most respondents (37.4%) are in the 76–80 interval, with an average score of 78.89. This indicates that teachers' perceptions of the principal's leadership style tend to be in the moderate category.

3.1.2 Frequency Distribution of X2 Scores
The frequency distribution for X2 scores is presented in Table 2.

Table 2. Frequency distribution of X2 scores
	Interval Class
	Frequency
	Percentage (%)

	84 – 88
	6
	6.6

	89 – 93
	20
	22.0

	94 – 98
	28
	30.8

	99 – 103
	16
	17.6

	104 – 108
	12
	13.2

	109 – 113
	6
	6.6

	114 – 118
	3
	3.3

	Total
	91
	100


Source: primary data

Based on Table 2, the frequency distribution of the school culture scores indicates that many respondents (30.8%) fell within the 94–98 interval, with a mean score of 98.33. This suggests that teachers' perceptions of school culture tend to be in the moderate to moderately positive category, with even distribution across intervals.

3.1.3 Frequency Distribution of Y
The frequency distribution data for teacher performance is presented in Table 3.

Table 3. Frequency distribution of Y scores
	Interval Class
	Frequency
	Percentage (%)

	97-103
	8
	8.8

	104-110
	32
	35.2

	111-117
	31
	34.1

	118-124
	10
	11.0

	125-131
	7
	7.7

	132-138
	2
	2.2

	139-145
	1
	1.1

	Total
	91
	100


Source: primary data

Based on Table 3, the frequency distribution of teacher performance shows that most respondents (69.3%) fell within the 104–117 interval, with a mean score of 113.5. This indicates that teacher performance at public senior high schools in Banggai Laut Regency is generally in the moderate category, with only a small proportion (11.0%) achieving high performance.


3.2 Assumption Test Results

3.2.1 Normality Test Results  

The normality test aims to determine whether the teacher performance data in each group is normally distributed. The test uses the Shapiro-Wilk test at a significance level of 5%.
The normality test results are presented in Table 4.

Table 4. Results of the residual normality test
	Variable
	N
	Shapiro-Wilk
	Skewness
	Kurtosis
	P value
	Conclusion

	Residual
	91
	0.968
	0.574
	0.362
	0.026
	Normally distributed


Source: primary data

Based on Table 4, the P value of the residuals was 0.026. While the Shapiro–Wilk test resulted in a p-value of .026, which is below the conventional .05 threshold, it was determined that the normality assumption is adequately met for the multiple regression analysis. This decision is justified by three considerations: (1) the Shapiro–Wilk statistic is .968, which is very close to 1, indicating a good fit to normality; (2) the residuals exhibit a symmetric distribution, with skewness (0.574) and kurtosis (0.362) well within the acceptable range of –2 to +2; and (3) the sample size (n = 91) is sufficiently large for the central limit theorem to ensure the robustness of regression estimates against minor deviations from normality. 

3.2.2 Linearity Test Results  
The linearity test aims to determine whether the relationship between the independent variable and the dependent variable is linear. The test was conducted by analyzing the Residuals vs. Predicted Values graph.

The linearity test results are illustrated in Figure 1.
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Fig. 1. Analysis results of residuals vs. predicted values

Based on the analysis of the Residuals vs. Predicted Values plot, the residual points were randomly scattered around the zero line and did not form any specific pattern (such as curved or funnel-shaped). Accordingly, it can be concluded that the relationship between the independent variables (X₁ and X₂) and the dependent variable (Y) is linear, thereby satisfying the linearity assumption.

3.2.3 Multicollinearity Test Results    
The multicollinearity test aims to determine whether a high correlation exists among the independent variables. Multicollinearity was detected by examining the Tolerance and Variance Inflation Factor (VIF) values.

Table 5. Multicollinearity test results
	Variable
	Tolerance
	VIF
	Conclusion

	Situational leadership style (X1)
	0.993
	1.007
	Free from multicollinearity

	School culture (X2)
	0.993
	1.007
	Free from multicollinearity


Source: primary data

Based on Table 5, the Tolerance values for both independent variables were > 0.10, and the VIF values were < 10.00. Accordingly, it can be concluded that there was no multicollinearity among the independent variables, thereby satisfying the multicollinearity assumption.

3.2.4 Heteroscedasticity Test Results (Spearman's Rho)  
The heteroscedasticity test aims to determine whether there is inequality of variance in the residuals. The test was conducted using Spearman's rho correlation between the residuals and each independent variable.

Table 6. Heteroscedasticity test results

	Variable
	Correlation with Residuals
	P value
	Conclusion

	Situational leadership style (X1)
	.038
	0.719
	There is no heteroscedasticity.

	School culture (X2)
	-0.00007
	0.999
	There is no heteroscedasticity.


Source: primary data

Based on Table 6, the correlations between the residuals and X₁ (P = .72) and X₂ (P = .99) were not significant at α = 0.05. This indicates that heteroscedasticity was not present, thereby satisfying the heteroscedasticity assumption.

3.3 Multiple Linear Regression Analysis Results  

3.3.1 Multiple Linear Regression Analysis
Multiple linear regression analysis was used to determine the effect of the situational leadership style (X₁) and the school culture (X₂) on the teacher performance (Y).

Table 7. Multiple linear regression analysis results
	Variable
	Coefficient
	Std. Error
	tcalculated
	P value
	Description

	(Constant)
	89.344
	16.649
	5.366
	.00
	

	Situational leadership style (X1)
	0.016
	0.154
	0.102
	.91
	Not significant

	School culture (X2)
	0.233
	0.127
	1.845
	.06
	Not significant

	Simultaneous Test (F)
	F = 1.74
	
	
	P = .18
	Not significant

	Coefficient of Determination
	R2 = 0.038
	Adj R2 = 0.016
	
	
	


Source: primary data

Based on Table 7, the following multiple linear regression equation is obtained:
Ŷ = 89,344 + 0,016X₁ + 0,233X₂
The regression equation can be interpreted as follows: the regression coefficient for X₁ was 0.016 and positive, meaning that for every one-unit increase in situational leadership style, teacher performance increased by 0.016 units. The regression coefficient for X₂ was 0.233 and positive, meaning that for every one-unit increase in school culture, teacher performance increased by 0.233 units.
3.3.2 Coefficient of Determination (R2)
Based on Table 7, the obtained R² value was 0.038. This indicates that the combined contribution of the situational leadership style and the school culture to the teacher performance was 3.8%, while the remaining 96.2% was explained by other variables outside this research model. The Adjusted R² value of 0.016 suggests that after adjusting for the number of independent variables and sample size, the contribution of the independent variables to the dependent variable remained very small.
4 DISCUSSION
Based on the regression equation, it was found that in secondary schools in Luwuk Banggai, situational leadership style and school culture have a positive effect on teacher performance, although in this case, the effect is not statistically significant. This finding is consistent with several studies showing that teachers in schools located in areas with limited access and educational resources often face various constraints that can affect teaching practices, such as limited facilities, learning resources, and support for professional development (Sutomo & Siregar, 2023; World Bank, 2017; Hafidzah, 2023; Mukadimah, 2024). These conditions may lead to variations in the quality of learning and teacher performance (Beladinna et al., 2024). However, other regression-based studies have shown that leadership style and school culture have a positive and significant relationship with teacher performance. A study by Gusdila et al. (2025) found that principal leadership and school culture have a strong and positive correlation with teacher performance, with correlation coefficients of 0.684 and 0.701, respectively. Together, these variables contribute significantly to teacher performance, with an R² value of 0.581, although school culture shows a slightly higher influence than leadership.
Our findings show that situational leadership style and school culture contribute only 3.8% to teacher performance, while the remaining 96.2% is influenced by other factors not examined in this study. This indicates that the main determinants of teacher performance in this region are likely derived from other, more dominant individual or contextual factors.
Previous studies have indeed shown that, in addition to leadership style and work culture, other factors also influence teacher performance. The findings of Puspitaningrum et al. (2025) indicate that situational leadership significantly improves teacher performance (beta = 39.4%, P < .05), although another factor, namely the work environment, also plays a role in influencing teacher performance. Similarly, the results of Setiyadi and Inirwana (2022) show that the principal’s situational leadership style and work culture have a significant effect, both partially and simultaneously, on teacher performance, with a combined contribution of 66.5%, while the remaining 33.5% is influenced by other factors outside the variables studied.
A study by Nisa et al. (2025) on school leadership, school culture, and self-confidence found that leadership and school culture positively influence teacher performance, although the strength of their influence varies and sometimes depends on mediating factors such as self-efficacy. Similarly, the findings of Yulianti & Wijayanti (2025) suggest that while effective principal leadership can create a conducive work environment and enhance teacher motivation, and a positive school culture can support teacher professionalism and commitment in carrying out their duties, a high level of self-efficacy encourages teachers to be more confident in managing the learning process. This implies that a holistic approach encompassing adaptive leadership, an inclusive school culture, and the strengthening of teacher self-efficacy is required simultaneously.
In the context of schools with limited resources, teacher performance is influenced by various structural and contextual factors, including the availability of resources, educational facilities and infrastructure, workload, work environment, professional support, school conditions, access to training, and teacher welfare (UNESCO, 2015; OECD, 2019; Hanushek, Rivkin, & Schiman, 2016; Day & Sammons, 2016). Limited availability of educational resources, including teaching materials, learning technologies, and adequate administrative support, can hinder the effectiveness of the learning process and reduce teachers’ ability to develop innovative instructional strategies (OECD, 2019; Darling-Hammond et al., 2020).
In addition, educational facilities and infrastructure play an important role in supporting the implementation of teachers’ professional duties. Inadequate learning facilities, such as limited classroom space, a lack of instructional media, or low access to technology, can affect the quality of instruction and overall teacher performance (World Bank, 2018; Thapa et al., 2013). Another important factor is teachers’ workload. A heavy workload, particularly related to administrative and non-teaching tasks, often reduces the time and energy teachers must prepare lessons optimally and to develop innovations in the teaching process (Skaalvik & Skaalvik, 2017; OECD, 2020).
The work environment and school climate also influence teacher performance. A supportive work environment, characterized by collaborative relationships among teachers, effective leadership, and open communication, can enhance teachers’ work motivation and professional commitment (Leithwood et al., 2020; Collie et al., 2012). Similarly, teachers who have access to high-quality professional development tend to demonstrate improvements in their instructional practices and professional performance (Desimone & Garet, 2015; Darling-Hammond et al., 2017).
Furthermore, organizational conditions within schools, such as school management, work culture, and systems of rewards and performance evaluation, also contribute to shaping teachers’ work behavior (Hallinger, 2011; Gruenert & Whitaker, 2015). Teacher welfare, both in terms of financial compensation and job satisfaction, also affects motivation and performance. Teachers with higher levels of welfare and job satisfaction tend to show stronger commitment to their profession and more optimal performance in carrying out their teaching responsibilities (Toropova et al., 2021; OECD, 2019).
In many under-resourced schools, particularly in rural and remote regions of Indonesia, various factors known to influence teacher performance are often not implemented optimally or sustainably due to limited infrastructure, funding constraints, and weak institutional support (Revina et al., 2023; Baharuddin & Burhan, 2025; Rasmitadila et al., 2025). The insignificant effect of leadership style and school culture on teacher performance in this study may reflect an implementation gap in which leadership practices and organizational cultures are formally adopted but not substantively enacted in daily professional practices. Previous studies suggest that many educational reforms are implemented primarily for administrative compliance rather than genuine pedagogical transformation, resulting in limited impact on teachers’ professional performance (Ball, 2003; Fullan, 2016). When leadership practices are not translated into meaningful professional learning and instructional improvement, their influence on teacher performance tends to remain limited (Hallinger & Heck, 2010; Leithwood et al., 2020).
This study has several limitations. First, the research design is cross-sectional, measuring teachers’ perceptions at a single point in time; therefore, it cannot capture the dynamic changes in the relationships among variables over the long term. Second, data collection using a perception-based questionnaire may introduce respondent subjectivity, although the instrument had been tested for validity and reliability. Third, the contribution of leadership style and school culture, which accounts for only 3.8% (R²), indicates that teacher performance cannot be explained by only one or two factors, but rather requires a more comprehensive analysis that considers multiple other determinants. Fourth, the P value for the school culture variable (0.068), which is close to the significance threshold, suggests that with a larger sample size, the influence of this variable might potentially become statistically significant.
Despite its limitations, this study advances existing research on leadership and teacher performance by challenging the common assumption that these factors are universally significant. Our findings suggest that in contexts with limited resources, characterized by limited access to educational services and inadequate infrastructure, these factors may not be as influential as commonly assumed, because its influences are weaker than what has been documented in the previous literatures. From a practical perspective, these findings imply that improving teacher performance in archipelagic regions cannot rely solely on strengthening leadership and school culture, but must also be accompanied by improvements in structural factors such as the availability of educational facilities and infrastructure, access to professional training, and adequate policy support. This study encourages policymakers to design educational quality improvement strategies that are more contextual and comprehensive.

5. Conclusion

Our research conducted in Banggai Laut Regency reveals that the situational leadership style and the school culture do not have a statistically significant effect on teacher performance, either partially or simultaneously. However, the positive regression coefficients for both variables suggest a positive direction of relationship, indicating that improvements in teachers’ perceptions of principals’ leadership style and school culture tend to be associated with improvements in teacher performance, although the magnitude of the effect is very small and not statistically strong. The school culture variable shows a P value of 0.068, which is close to the significance threshold, suggesting that this variable may become significant with a larger sample size or with the inclusion of additional variables in the analysis. The combined contribution of the two variables is only 3.8% to teacher performance, indicating that the remaining 96.2% is explained by other factors outside the model. Future research is therefore recommended to examine other variables that may play a more dominant role in influencing teacher performance, such as work motivation, pedagogical competence, working conditions, organizational climate, availability of educational facilities and infrastructure, professional support, and resource limitations, particularly in the context of schools located in regions with limited access to adequate educational services.
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