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The paper aims to examine the influence of a principal’s managerial
competence on teachers’ job satisfaction and work commitment. The
study belongs to a quantitative type with a cross-sectional design.
The samples are 77 teachers from private junior high schools in
Yogyakarta, all of which were selected using a random sampling
technique. The data were collected through a questionnaire, which
has been tested for validity and reliability. The data were analyzed
using PLS-SEM as the samples used were less than a hundred
numberwise. The hypothesis testing using PLS-SEM with path
coefficient is accepted if the evaluation of the t-statistic is above 1.96
and p-value less than 0.05. The path coefficient revealed several
results. First, work commitment significantly influences teachers’ job
satisfaction. Second, a principal’s conceptual competency does not
considerably affect the teachers’ work commitment and job
satisfaction. Third, the principal’s interpersonal competency
significantly influences teachers’ work commitment and job
satisfaction. Fourth, a principal’s technical competency significantly
affects teachers” work commitment and job satisfaction with
respectively. Besides, the hypothesis tested simultaneously to the
variables and was evaluated using R-square adjusted value path |
resulted in 0.762, which means the conceptual competency,
interpersonal competency, and technical competency simultaneously
influence job satisfaction up to 76.2%, categorized as substantial
(strong). Meanwhile, R-square adjusted path Il is 0.363, which means
that the three competencies simultaneously influence job satisfaction
up to 36.3%, categorized as weak. The findings have important
implications for those involved in developing teachers’
professionalism in that improving a principal’s interpersonal and
technical competencies will have a positive influence on teachers’ job
satisfaction and work commitment.
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Introduction

Education is a productive and strategic investment in an attempt to improve
human resources quality. Quality education highly determines the quality of human
resources and future civilization. It can be actualized through an appropriate process,
which is influenced by internal and external factors. One of the key factors for quality
education is teachers’ productivity and quality as the motivator of the learning process
(Suyatno et al., 2019). A teacher’s quality can be improved when he is highly satisfied
with the environment enhancing work commitment. This way, teachers are willing and
able to achieve quality learning for quality education. It is in line with the research
conducted by Taurisa and Ratnawati (2012) stating that teachers’ performance is
influenced by two factors i.e. internal factors, such as work commitment and job
satisfaction, as well as external factors, such as leadership, school culture, and work
security. A research conducted by Kennerly confirms that work satisfaction is one of the
crucial aspects related to teachers’ performance since if teachers are satisfied, their
performance will increase (as cited in Celdran, 2020, p.2). Besides, McCormick and
Donohue (2019) emphasized that work motivation and performance are influenced by
work commitment. The studies prove that job satisfaction and work commitment
become the determinant factors of teachers’ quality in an organization.

The increase in teachers’ job satisfaction and work commitment can be achieved
provided a school can implement appropriate school management, which can be
conducted through managerial competency. Springer (2011) revealed that an
organizational leader, as a manager, can increase employees’ performance by
implementing proper management to increase job satisfaction and work commitment. In
fact, several studies have found that the strategies of an institution leader in managing
the organization influences job satisfaction and work commitment of the subordinates
(Celdran, 2020; Jumintono et al., 2018; Mahfouz et al., 2019; Mehrad et al., 2014; Top
et al., 2015). Organizational management strategies will be effective if a principal has
good managerial competency. Katz (1955) proposes that a principal’s managerial
competency is divided into three which are conceptual competency, technical
competency, and interpersonal competency. A principal must own the aforementioned
competencies to be able to optimize human resources potential and thus achieve the
collective goals (Egboka et al., 2013). Other studies claim that the managerial skills of a
principal have a significant correlation with the communication skills, community
behavior, as well as school climate and culture (Harahap, 2017; Sabanci, 2016; Werang,
2014). Indeed, school climate and culture created by the principal will influence
teachers’ job satisfaction (Maryati et al., 2019). Similarly, teachers’ work commitment
will increase if they are in an organization with a good working climate (Fu et al.,
2014).

The studies revealed that a principal’s managerial competency is correlated with
teachers’ job satisfaction and work commitment. However, not a variety of studies in
the relevant literature discusses the influence of a principal’s managerial competency on
teachers’ job satisfaction and work commitment. With this gap spotted, the present
study aims to reveal the influence of a principal’s managerial competency, which
consists of conceptual, technical, and interpersonal competencies, on teachers’ job
satisfaction and work commitment. The research findings are expected to contribute to
the concept of three managerial competencies of a principal in managing the school,
which lead to an increase in teachers’ job satisfaction and work commitment. In
addition, the results can be one of the references for other principals in arranging
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management strategies and appropriate leadership models to improve the teachers’ job
satisfaction and work commitment.

Literature Review

Conceptual Competency of a Principal

Conceptual competence means “the ability to see the enterprise as a whole”
(Katz, 1955). It includes recognizing how the various functions of the organization
depend on one another, and how changes in any one part affect all the others; and this
helps visualize the relationship of the individual businesses with the industry, the
community, and the political, social, and economic forces of the nation as a whole.
Through recognizing these relationships and perceiving the significant elements in any
situation, the administrator should be able to act in a way that advances the overall
welfare of the total organization. Further, Katz (1955) also revealed that conceptual
competence highly depends on the leader’s ability to create and implement a concept in
organizational policies. According to Thamaraiselvi (2018), a principal is required to
have conceptual competency to establish the strategic vision and plans of the
organization. A leader can reach the highest management on the condition that he has
the necessary conceptual competency. With the help of conceptual competency, a
manager can analyze the condition and the situation and overcome some problems or
obstacles faced by the organization (Sidek & Mohamad, 2014).

Technical Competency of a Principal

Katz (1955) explains that technical competency is the knowledge about the skills
in accomplishing a particular task. It also refers to the knowledge and skills, which is
necessary to complete a particular task. In other words, technical competency is
necessary to help a principal with completing his duties (Batra & Sharma, 2017).
Technical competency includes the skills in a particular field, the ability to analyze, and
the ability to use an appropriate technique (Thamaraiselvi, 2018). Seyedinejat (2014)
reveals that delegating power, distributing tasks, allocating human resources, improving
human resources quality, supervising, and evaluating the performance are included in
this competency.

Interpersonal Competency of a Principal

Interpersonal competency or natural competency is the ability of a principal to
work with other people through effective collaboration and communication, as well as
the ability to motivate others (Werang, 2014). Mukarromah and Purbaningrum (2019)
suggest that human skills have a huge part in management and are unique to an
organization. Social skills are related to the authority of a principal in creating two-way
communication between the school and society, which includes building good relations
to support the productivity of the organization members.

Job Satisfaction of a Teacher

Job satisfaction occurs when work is considered meaningful to meet the needs of
employees, influenced by personal factors and work environment factors (Noor &
Akhter, 2010). Yucel (2012) stated that job satisfaction positively affects affective
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commitment, continuity commitment, normative commitment, and has a negative
impact on the desire to resign. Job satisfaction is necessary since higher job satisfaction
will positively affect the very job. Lower satisfaction will create a negative feeling (as
cited in Yucel, 2012, p.47). Job satisfaction is divided into two categories: affective and
cognitive. Affective job satisfaction is a term that is linked to an individual’s positive
emotions who sees his job as a source of pleasure, whilst cognitive category is
connected to the feelings towards salary, working environment, career development,
and working hours (Dave & Dharmesh, 2014). Smith et al. (1983) found five aspects of
job satisfaction: satisfaction towards the supervision, satisfaction towards the
colleagues, satisfaction towards the salary, satisfaction towards job promotion, and
satisfaction towards the job.

Teacher’s Work Commitment

Work commitment is a psychological relationship between an individual and the
organization where he works. It determines the decision to continue or to leave the
organization (Meyer & Allen, 1991). According to Luthans, organization commitment
shows loyalty and attention to the success of the organization. An organization that the
employees are committed to will achieve the expected results viz. high performance,
low resignation level, and short absence (as cited in Arifin et al., 2019, p.108). Meyer
and Allen (1991) explain that the notion organizational commitment is divided into
three categories. First, it is an affective commitment, which serves as an emotional bond
between employees and the organization. Second is a continuous commitment, which
appears because of financial consequences if the employee leaves the organization. The
third one is normative commitment reflecting the willingness to stay at the organization
or refers to an individual’s obligation when he decides to stay in the organization.

The Relation between a Principal’s Managerial Competency and Job
Satisfaction and Work Commitment

Managerial competency is one of the factors influencing a teacher’s
performance. Competency shows whether an individual can or cannot do an activity
supporting his performance. A principal, functioning as the top management in the
school, serves to create a comfortable working environment to improve the teachers’
performance, marked by the improvement of job satisfaction and work commitment. It
is relevant to the research conducted by Part (as cited in Jandaghi et al., 2011, p.6853),
stating that appropriate management, especially managing human resources, will
improve job satisfaction and work commitment. Orebiyi (2011) concludes that
management, based on effective communication between the top leader and his
subordinates, is significant to improve the employees’ commitment and satisfaction.
Another study also reveals that visionary management leadership proves to create a
positive influence on organizational commitment and job satisfaction (Top et al., 2015).
The studies showed that organizational management is related to job satisfaction and
organizational commitment. To implement the management, a principal’s managerial
competency is necessary. The managerial competency may be correlated with teachers’
job satisfaction and work commitment.

A principal with conceptual competency accomplished the task as a disturbance
handler. It means that the principal can anticipate the obstacles in the school
development, can manage the changes, as well as creating a conducive school culture
and climate for teachers and staff productivity. Therefore, it increases teachers’ job
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satisfaction and work commitment. The interpersonal competencies such as empathy,
social insight, charm, wisdom, diplomacy, persuasive skills, and verbal communication
are necessary to develop and maintain relations among colleagues or subordinates
(Yukl, 2013). Principals’ technical competencies include the ability to design the
working schedule and the information flow, the skills to assign the subordinates
adjusting to their expertise and organizational needs, the ability to evaluate and assess
the programs (analyzing the quantitative and qualitative aspects of the evaluation and
projecting the organizational goals), and the skills to encourage people to work and
manage the school’s finance. These contribute to the working comfort that leads to the
teachers’ job satisfaction and commitment (Kearns et al., 2015).

The research was conducted in three private junior high schools in the Special Region
of Yogyakarta. These were: one private school in Sleman Regency, one in Bantul, and
one in the Yogyakarta City. In the last three years, they achieved great success in
encouraging the people around the school to enroll their children there. It led to an
increasing number of students per year. Besides, the teachers performed their duties
accordingly, allowing the success of the programs set by the school. In the present
study, the principal of each school with conceptual, managerial, and technical
competencies was assumed to contribute to the teachers’ performance. Maryati et al.
(2019) mentioned that two factors influenced the teachers’ performance namely internal
(work commitment and job satisfaction) and external (principal’ leadership, school
culture, and work safety) factors.

Based on the theories, the hypothesis of the research includes the following:

HI1: A principal’s conceptual competency influence teachers’ job satisfaction

H2: A principal’s interpersonal competency influences teachers’ job satisfaction

H3: A principal’s technical competency influences teachers’ job satisfaction

H4: A principal’s conceptual competency influences teachers’ work commitment

HS5: A principal’s interpersonal competency influences teachers’ work commitment

H6: A principal’s technical competency influences teachers’ work commitment

H7: Work commitment influences teachers’ job satisfaction

HS8: A principal’s conceptual, technical, and interpersonal competencies, as well as
work commitment, simultaneously influence teachers’ job satisfaction.

The scheme of the research hypothesis is illustrated in figure I.
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Figure 1. Hypothesis Scheme
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Methods

The research belongs to the quantitative type with a cross-sectional study. The
respondents include 77 teachers from three private schools in Yogyakarta Province, one
school from Sleman, one from Bantul, and one from the Yogyakarta City. They were
selected using a random sampling technique. The schools were selected because the
school achieved several awards, such as the healthiest school in 2005, the first winner of
the school library in the province in 2012, and national Adiwiyata (environmental
education) in 2013. Besides, the students in the school also achieve various awards,
both national and international (Rachmawati et al., 2020). The performance was perhaps
supported by the principal’s leadership competencies, including conceptual, managerial,
and technical aspects.

The demography of the respondents is presented in table 1.

Table 1. Respondents’ Profile

Profile Description Numberof Respondents Percentage
Gender Male 49 63%

Female 28 37%
Age < 30 years old 13 17%

30 — 39 years old 32 42%

40 — 49 years old 18 23%

50 — 59 years old 14 18%
Highest S1 72 94%
education level S2 5 16%

The study has several variables. First is the independent variable, which is the
principal’s conceptual competency (X1), principal’s interpersonal competency (X>),
principal’s technical competency (X3). Second is the dependent variable, which is
teachers’ job satisfaction (Y). The third is the intervening variable, which is teachers’
work commitment (Z). The empiric data related to the variables were obtained through
a questionnaire (close-ended) distributed to the respondents. The questionnaire consists
of five parts: questionnaires about the principal’s conceptual competency, the
questionnaire about the principal’s technical competence, the questionnaire about the
principal’s interpersonal competency, the questionnaire about job satisfaction, and the
questionnaire about teachers’ work commitment. Each uses the Likert scale model with
a score of 1 to 5 in interval data. The questionnaire for the principal’s managerial
competency adopted skill inventory (Northouse, 2010), while the job satisfaction is
adapted from Minnesota Satisfaction Questionnaire (Martins & Proenca, 2012) and
work commitment from Organizational Commitment Questionnaire or OCQ (Mowday
et al,, 1979). The questionnaire used level 1 for “never”, 2 for “seldom,” 3 for
“sometimes,” 4 for “often,” and 5 for “always”.

Data Analysis

The data were analyzed using Partial Least Square Structural Equation Modeling
(PLS-SEM). It was chosen because the number of samples is less than 100. PLS-SEM is
appropriate since it can answer the empirical research questions using a small number of
samples (Hair et al., 2011). The data analysis using Smart PLS is carried out in two
steps. It begins with evaluating the reflective and formative measurement models. The
reflective evaluation includes the internal consistency test, convergence validity test,
and discriminant validity test, whereas formative has the co-linearity test and
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significance of indicator relevance test. The evaluation results will be the benchmark for
the next step, determining the significant relationships among the variables and
hypothesis testing (Anderson & Gerbing, 1988). The following are the analysis results
conducted using PLS:

1. Indicator Testing
Construct Reliability and Validity Test

Table 2. Construct Reliability and Validity

Variable Cronbach’s Composite AVE Predicate
Alpa Reliability

Job Satisfaction 0,891 0,911 0,511 Reliable and Valid
Work Commitment 0,861 0,891 0,507 Reliable and Valid
Interpersonal 0,910 0,926 0,557 Reliable and Valid
Competency

Conceptual 0,899 0,916 0,525 Reliable and Valid
Competency

Technical 0,909 0,925 0,554 Reliable and Valid
Competency

According to Nunally and Bernstein (as cited in Budhiasa, 2016, p.15), a construct is
reliable if the value of Cronbach’s Alpha is at least 0.60. At the same time, Chin (1998)
states that the reliability is fulfilled if the score of Composite Reliability is at least 0, 60.
Meanwhile, the indicator validity is reached if the average variance extracted (AVE) is
above 0,50 (Hair et al., 2011). Table 2 showed that each research instrument to measure
the variables, exogenous (interpersonal, conceptual, and technical competencies) and
endogenous (job satisfaction, work commitment) ones, has fulfilled the reliability and
validity requirements. It was evident in the score of Cronbach’s Alpha and Composite
reliability of each variable, which was more than 0.60, and the average variance
extracted (AVE) score was above 0.50. The instrument reliability of each variable
showed that it was consistent and accountable. In addition, the research instrument was
proven to produce accurate and comprehensive data about the research results.

Discriminant Validity Test

Table 3. HTMT (heterotrait-monotrait)

Variable Job Work Interpersonal Conceptual  Technical
Satisfaction Commitment Competency  Competency Competency

Job Satisfaction
Work Commitment 0,797

Interpersonal 0,899 0,628

Competency

Conceptual 0,772 0,507 0,989

Competency

Technical 0,873 0,650 0,975 0,921
Competency

The discriminant validity test is used to determine a construct that is empirically
different from others. One of the tests is carried out using the heterotrait-monotrait
(HTMT) method ratio. The discriminant validity is fulfilled if the HTMT measurement
is less than 0,90 (as cited in Budhiasa, 2016, p.32). Table 3 presented the score of
HTMT for most of the constructs that have fulfilled the discriminant validity because it
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was below 0.90. Conceptual — interpersonal competency, technical — interpersonal
competency, and technical — conceptual competence reached an HTMT ratio of more
than 0.90. Hence, the three did not fulfill the discriminant validity, which means they
are not unique.

2. Hypothesis Testing

Path Coefficients/Direct Effect

Hypothesis testing is carried out using Bootstrapping to path coefficient
analysis. Juliandi (2018) proposes that direct effect analysis is useful to test the direct
influence of an exogenous variable (independent variable) on the endogenous variable
(dependent variable). If the path coefficient value is positive, the effect is one-way, and
if the result is negative, the influence is contradictory. The hypothesis showing the
relation among variables is accepted if the path coefficients for t-statistics above 1.96
and p-value less than 0,05 (Low et al., 2017).

Table 4. Path Coefficients to test the direct effect of exogenous variable

Original Sample Standard T statistics P values Hypothesis

Sample Mean Deviation
KMK 2> KPK 0,315 0,313 0,076 4,132 0,000 Accepted
Kl >KPK 0,499 0,484 0,170 2,938 0,003 Accepted
Kl > KMK 0,427 0,408 0,208 2,058 0,040 Accepted
KK 2> KPK -0,124 -0,118 0,146 0,851 0,395 Rejected
KK 2> KMK -0,339 - 0,316 0,212 1,600 0,110 Rejected
KT 2> KPK 0,283 0,298 0,136 2,091 0,037 Accepted
KT 2> KMK 0,509 0,518 0,169 3,003 0,003 Accepted

Notes: KMK (komitmen kerja-work commitment); KPK (kepuasan kerja-job satisfaction); KI
(kompetensi interpersonal-interpersonal competency); KK  (kompetensi konseptual-conceptual
competency); KT (kompetensi teknik-technical competency).

Table 4 revealed several results. First, KMK— KPK reached the patch coefficient 0.315
with t-statistics 4.132 and p-value 0.00, meaning that work commitment has a positive
and significant influence on job satisfaction. Second, KI —KPK reached the path
coefficient 0.499 with t-statistics 2.938 and p-value 0.03, meaning that interpersonal
competency has a positive and significant influence on job satisfaction. Third, KI —
KMK reached the path coefficient 0.427 with t-statistics 2.058 and p-value 0.40,
meaning that interpersonal competency has a positive and significant influence on work
commitment. Fourth, KK — KPK reached the path coefficient -0.124 with t-statistics
0.851 and p-value 0.395, meaning that conceptual competency does not have a
significant influence on job satisfaction. Fifth, KK — KMK reached the path coefficient
0.339 with t-statistics 1.600 and p-value 0.110, meaning that conceptual competency
does not have a significant influence on work commitment. Sixth, KT — KPK reached
the path coefficient of 0.283 with t-statistics 2.091 and p-value 0.037, meaning that
technical competency has a positive and significant influence on job satisfaction.
Seventh, KT — KMK reached the path coefficient 0.509 with t-statistics 3.003 and p-
value 0.003, meaning that technical competency has a positive and significant influence
on work commitment.
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Indirect Effect Analysis

According to Juliandi (2018), indirect effect analysis is useful to test the
hypothesis for an indirect influence of exogenous variables on endogenous variables
mediated by an intervening variable. If p-values are less than 0.05, there is a significant
indirect effect, which means that the intervening variable mediates the exogenous and
endogenous variables. Conversely, if the p-values are above 0.05, there is no significant
indirect effect. It means that the intervening variable does not mediate the variables. The
results of the bootstrapping are presented in table 5.

Table 5. Indirect Effect

Original Sample Standard T P values Explanation
Sample Mean Deviation statistics
Kl >KPK 0,135 0,130 0,077 1,750 0,081 Not
significant
KK > KPK  -0,107 - 0,099 0,072 1,490 0,137 Not
significant
KT 2> KPK 0,160 0,161 0,063 2,537 0,011 Significant

Table 5 shows several findings. First, there is no indirect effect of interpersonal
competency on job satisfaction because the p-value is 0.081, which means that work
commitment, as the intervening variable, does not mediate the interpersonal
competency and teachers’ job satisfaction. Second, there is no indirect effect of
conceptual competency on job satisfaction because the p-value is 0.137, which means
that work commitment, as the intervening variable, does not mediate the conceptual
competency and teachers’ job satisfaction. Third, there is an indirect effect of technical
competency on job satisfaction because the p-value is 0.011, which means that work
commitment, as the intervening variable, mediates the technical competency and
teachers’ job satisfaction.

R square score Evaluation

R-square is the proportional measurement of the exogenous variable or
independent variable that can explain the endogenous variable or dependent variable
(Juliandi, 2018). The value used in the present study is R-square adjusted because it has
more than one exogenous variable. The PLS Algorithm Report is presented in table 6.

Table 6. R-Square

Variable R-Square R-Square Adjusted
Job Satisfaction 0,774 0,762
Work Commitment 0,388 0,363

According to Hair et al. (2011), the R-square value has different criteria in categorizing
the relationship model among variables. If R-square is 0.75, the model is substantial
(strong), R-square 0.50 is moderate (medium), and R-square 0.25 is weak. Based on
table 6, it is understood that the R-square adjusted path | is 0.752, meaning that
conceptual competency, interpersonal competency, and technical competency
simultaneously influence the job satisfaction up to 76.2%, which is substantial.
Meanwhile, path Il reached 0.363, meaning that the meaning that conceptual
competency, interpersonal competency, and technical competency simultaneously
influence job satisfaction up to 36.3%, categorized as weak. The scheme for the
relations among variables using SmartPLS is presented in figure 2.
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Figure 2. Scheme for the relations among research variables

Discussions

The present study answers seven hypotheses, as mentioned in the introduction.
The followings are the hypothesis proven for the research.

First, a principal’s conceptual competency does not influence teachers’ job
satisfaction

The result of the path coefficient proves that hypothesis 1 stating that a
principal’s conceptual competency influences job satisfaction, is rejected because the
score is -0.124 with t-statistics 0.851 and p-value 0.395. It means that conceptual
competency does not influence job satisfaction. Katz (1955) suggests that conceptual
competency is the skills to create a vision, strategic plans, and creativity in developing
the organization. Hence, competency is the key for a leader to see the organization as a
whole, leading him to overcome any problems from a systemic point of view
(Mukarromah & Purbaningrum, 2019). Based on the definition, it is clear that
conceptual competency determines the future of an organization, manifested in the
concept, strategic plans, and creativity. In other words, within a school, the competency
is not related to and does not directly affect teachers’ progress and well-being.
Therefore, conceptual competency does not significantly influence teachers’ job
satisfaction. It is in line with the findings by Suresh and Kodikal (2015), accentuating
that conceptual competency gives the least contribution, compared to technical and
interpersonal competency, to support the improvement of subordinates’ job satisfaction.
Another research confirmed that teachers’ job satisfaction does not depend on the
ability of a leader in building the concept of the school. Instead, it is determined by the
opportunities obtained by teachers to share their perspectives on the vision to make
progress (Erdem et al., 2014).
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Second, a principal’s interpersonal competence has a positive and significant
influence on teachers’ job satisfaction

The results of the path coefficient provide evidence that the hypothesis stating
that a principal’s interpersonal competency influences job satisfaction is accepted
because the result of the path coefficient for the relationship between both variables is
0.499 with t-statistics 2.938 and p-value 0.003. It means that interpersonal competency
significantly and positively influences job satisfaction. The positive influence shows
that the higher the principal’s competency, the higher the teachers’ job satisfaction.
Interpersonal competency is the skill in building a good relationship with all school
members. Katz (1955) states that interpersonal competency is the knowledge about
human behaviour and humans’ relationships with one another, including the ability to
understand the feelings, to motivate communicate with others, as well as building a
cooperative and effective rapport. It shows that interpersonal competency reflects the
leader’s behavior in managing the relationship with the subordinates — in this case,
teachers. Thereupon, behavior has a significant effect on the teachers’ job satisfaction.
Akdol and Arikboga (2015) conclude that a leader’s behavior includes trust and support
for the subordinates. Further, research conducted by Cox and Manion in Orebiyi (2011)
and Kituto (2011) underline that interpersonal interaction of leaders that involves
communication with the employees has a significant effect on their job satisfaction. One
of the factors influencing job satisfaction is the ability of a leader to motivate the
subordinates. It is similar to the findings by Celdran (2020) revealing that inspirational
motivation by a leader is significant to improve the subordinates’ job satisfaction.

Third, a principal’s technical competency has a positive and significant
influence on teachers’ job satisfaction

The result of the path coefficient revealed that the hypothesis, stating that a
principal’s technical competency influences teachers’ job satisfaction, is accepted due to
the fact that the score is 0.283 with t-statistics 2.091 and p-value 0.037. It means that
technical competence has a positive and significant influence on job satisfaction. The
higher the competency, the higher the job satisfaction is. Sutisna (as cited in
Mukarromah & Purbaningrum, 2019, p.540) proposes that technical competency in
education is the ability of a principal to understand, respond to, and be able to use
learning methods, which also includes the skills to monitor the learning process
conducted by the teachers along with helping them develop a learning technique. A
principal’s technical competency is directly related to theimprovement of teachers’
quality and productivity. Some realizations of the competencies manifest in the ability
of a principal to createa comfortable working climate, to provide training to improve the
teachers’ competency, and to delegate the tasks appropriately. The result is supported
by the research by Aydin et al. (2012), showing that appraisal, promotion, supervision
alongside comfortable climate highly influence teachers’ job satisfaction. The newest
research by Toropova et al. (2020) confirms that school climate as one of the
realizations of a principal’s leadership skills is closely related to teachers’ job
satisfaction. The more comfortable the teachers are, the more satisfied they becomewith
their job.
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Fourth, a principal’s conceptual competency has a positive and significant
influence on teachers’ work commitment

The hypothesis, stating that a principal’s conceptual competence influences
teachers’ work commitment, is rejected showing to the fact that the path coefficient
result is -0.339 with t-statistic 1.600 and p-value 0.110. It means that conceptual
competency influences work commitment insignificantly. Similar to job satisfaction,
conceptual competency does not have a significant influence on work commitment
because conceptual competency does not have an indirect effect on the teachers’
psychological aspect that shapes their commitment. Dee et al. (2006) confirm that
organization design and strategic plans arranged by the principal does not influence the
work commitment, particularly when the principal does not involve the teachers in the
process. Besides, curriculum preparation does not significantly influence teachers’ work
commitment (Dannetta, 2002).

Fifth, a principal’s interpersonal competency has a positive and significant
influence on teachers’ work commitment

The hypothesis stating that a principal’s interpersonal competency influences
work commitment is accepted because the path coefficient score is 0.427 with t
statistics 2.058 and p-value 0.040. It means that interpersonal competency has a positive
and significant influence on work commitment. The positive influence shows that the
improvement of interpersonal competency will improve the teachers’ work
commitment. Interpersonal competency has a direct and significant effect on teachers;
on work commitment since the indicators of the competency influences the teachers’
psychological aspect. Several indicators include the principal’s roles as a motivator and
role model. Besides, it is also about the principal’s behaviour to all teachers, the ability
to appreciate the teachers’ achievement, skills to communicate and to work with the
teachers, as well as to understand their condition. The results of a research by Matin et
al. (2010) found that the ability to cooperate with the teachers, in particular in building a
working team, is closely related to teachers’ work commitment. Another study reveals
that motivation coming from the principal and interpersonal communication influence
the teachers’ work commitment (Tansky & Cohen, 2001).

Sixth, a principal’s technical competence has a positive and significant
influence on teachers’ work commitment

The hypothesis stating that a principal’s technical competency influences work
commitment is accepted because the path coefficient score is 0.509 with t statistic 3.003
and p-value 0.003. It means that technical competency, positively and significantly,
influences work commitment. The productivity of teachers and staff will improve along
with the increase of a principal’s technical competency (Prasojo, 2017). It shows that
technical competency will have a significant impact on the teachers’ productivity,
which is also influenced by their work commitment. Technical competency refers to the
quality of the supervision carried out by the principal, training for the teachers’
competencies, and other facilities to help teachers improving their performance. Saha
(2016) concludes that performance assessment, training, and competency development
shape an employee’s work commitment. The provision of training and development of
teachers as part of the principal’s technical competence has proven to increase the
employees’ self-esteem, leading to improving their work commitment to the
organization (Chelliah et al., 2015).
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Seventh, work commitment has a positive and significant influence on teachers’
job satisfaction

The hypothesis stating that work commitment influencing job satisfaction is
accepted because the path coefficient score is 0.315 with t statistics 4.132 and p-value
0.000. It means that work commitment has a positive and significant influence on job
satisfaction. The influence proves that the improvement of work commitment will also
improve the teachers’ job satisfaction. Organizational commitment is a bond between
the individuals and the organization, which lessens the possibility of the employees to
leave the organization and improve their satisfaction and comfort in the organization
(Matin et al., 2010). The results also support similar studies, which found that work
commitment or organizational commitment has a positive and significant correlation
with job satisfaction (Gangai & Agrawal, 2015; Kelly, 2015; Zhou et al., 2014).

Eight, a principal’s conceptual, interpersonal, and technical competency, as
well as work commitment, simultaneously influence teachers’ job satisfaction

The analysis and interpretation of R-square adjusted results in several findings.
The R-adjusted path | model scored 0.762, which means that the variables (conceptual,
interpersonal, and technical competency) simultaneously influence job satisfaction up to
76.2%, categorized as substantial (strong). Meanwhile, the path Il model scored 0.363,
which means that conceptual, interpersonal, and technical competence, as well as work
commitment, simultaneously influence job satisfaction up to 36.3%, categorized as
weak. Igbal (2010) announces that a principal’s managerial competency can increase
teachers’ work commitment. Springer (2011) mentions that managerial strategy as the
manifestation of a principal’s managerial competency strongly influences job
satisfaction through motivation and work commitment.

Conclusion

The research resulted in five findings. First, work commitment significantly
influences teachers’ job satisfaction. Second, a principal’s conceptual competency does
not significantly affect teachers’ work commitment and job satisfaction. Third, a
principal’s interpersonal competency significantly influences work commitment and job
satisfaction. Fourth, a principal’s technical competency has a significant influence on
work commitment and job satisfaction. Fifth, a principal’s conceptual, technical, and
interpersonal competence, as well as work commitment, simultaneously influence
teachers’ job satisfaction. The findings show that interpersonal and technical
competence have a higher effect on teachers' job satisfaction and work commitment,
compared to conceptual competency. Conceptual competency does not significantly
influence teachers’ work commitment and job satisfaction in the three target schools.
Based on the analysis of the scores obtained for the conceptual competency, it turned
out that the indicator of the principal’s capability in organizing the teachers is low.
Hence, the principal has not had a comprehensive understanding of the concept of
managing the teachers. Therefore, the teachers’ work commitment and job satisfaction
are influenced by other factors outside the conceptual competency of the principal. The
results of the path coefficient for the independent variables display that the significant
effect on work satisfaction comes from the principal’s interpersonal competency.
Competency refers to the principal’s skills in building a relationship with the
subordinates. It is comprised of the ability to communicate, to work with the
subordinates, and to treat the subordinates properly. Good interpersonal competency
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means that the principal can provide comforts, which leads to the teachers’ job
satisfaction.

The findings suggested that the policy-makers of education (the central government, the
local government, or the educational board) needs to consider the principals’
interpersonal and technical competencies in planning the programs for teachers’
performance improvement. The study takes a few samples from several private schools,
which cannot represent the characteristics and quality of all principals in Yogyakarta.
Thence, the next researchers are recommended to investigate the correlation among the
variables with a more significant number of samples and to use longitudinal research
because the study uses a cross-sectional design.
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