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Abstract

The purpose of this study was to analyze the effect of Competency Improvement,
Teacher Certification, and Leader Member Exchange on the Performance of Vocational High
School Teachers in Malang City. The method used in this study was quantitative descriptive. The
research population is all vocational school teachers in Malang City, East Java Province with a
total population of 679 teachers. The determination of the number of samples as many as 162
samples using random sampling technique. Analysis of the data in this study uses multiple linear
regression analysis using SPSS version 25. Based on the results of data analysis and discussion
that has been carried out, this study can be concluded that: First, partially there is a positive and
significant influence between teacher competence on teacher performance. Second, partially
there is a positive and significant influence between Teacher Certification on Teacher
Performance. Third, partially there is a positive and significant influence of Leader Member
Exchange on Teacher Performance. Fourth, simultaneously there is a positive and significant
influence between Teacher Competence, Teacher Certification, and Leader Member Exchange on
the Performance of Vocational High School Teachers in Malang City.
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Background of the problem

The 21st century professional teachers are teachers who are able to produce
quality educational institutions because educational institutions are required to
meet the standards of their functions and roles in preparing human resources (HR)
to enter the world of work (Jan, 2017; Ovenden-Hope et al., 2018; Yue, 2019;
Tutunis & Duygu, 2020; Zaragoza, et al., 2021). The demands of the international
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world are also quite heavy where teachers must be able to organize a learning
process that is based on the four pillars of learning proposed by the UNESCO
International Commission for education which consists of learning to know, learning
to do, learning to live together, and learning to be. The same is required for
vocational school teachers in Indonesia through Law Number 14 of 2005 concerning
Teachers and Lecturers and Government Regulation Number 17 of 2007 concerning
teacher qualifications and competency standards.

"Vocational education (further, SMK) is secondary education that trains
students specifically for work in certain fields" according to Article 18 paragraph
(3) of the Law of the Republic of Indonesia Number 20 of 2013. Continuation of
learning outcomes that are recognized as equal or comparable to SMP/MTs. In
general, SMK is intended for students who want to work or start their own business.
Learners are taught how to improve their skills. In contrast to secondary schools
which are designed to prepare students to enter college and then work, colleges
are designed to prepare students to enter the world of work (Mardiyati & Yuniawati,
2015). According to data from the Central Statistics Agency (BPS) for the
2017/2018 academic year, the number of SMKs is far more than SMA, namely
13,710 SMKs compared to 13,710 SMAs. Vocational High School graduates do not
rule out the possibility to continue their studies to college, even though the number
is very large (Ariesky, 2013; Hacimusalar & Karaaslan, 2020).

Vocational Schools consist of departments that study specific matters and
organize educational programs that are tailored to the types of existing employment
opportunities (Scharmann, 2001). In its development, SMK graduates are able to
cover the global labor shortage (Horslen et al., 2021). Therefore, the long-term effects
and sustainability of SMK in terms of technology and the development of appropriate
methods should continue to be explored for a better future of SMK development
(Delcker & Ifenthaler, 2021; Justus Uchenna & Ohaeri, 2020).

According to data from BPS, SMK graduates have the largest open
unemployment rate at all levels of education in 2019-2020, compared to high
school graduates. With this track record, the long-term sustainability of
Vocational Schools in the digital era 4.0 is very dependent on the competence
of teachers so that SMK graduates are increasingly competent. According to this
study, teacher performance evaluation (PK Guru) is a formative experience for
teaching professionals as a means to evaluate each item of a teacher's main
work activity in the context of career growth, rank, and position (Ibrahim &
Benson, 2020; Mariani et al., 2021).

Furthermore, Teacher PK is an important factor for teacher initial training,
teacher professional development, school management, and the promotion of
reflexivity and critical regulation, as it plays a central role in education systems and
reforms around the world, contributes to the improvement of teaching practice, and is
thus considered a important factors for teacher initial training, teacher professional
development, school management, and the promotion of critical reflexivity and
regulation. self-awareness among teachers and administrators (Abelha et al., 2021).
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Teacher performance appraisal as part of learning activities must be able to
provide information that can help teachers improve their teaching abilities in order
to help students achieve optimal educational development. In Indonesia, PK Guru
is carried out in schools by the Principal. If the principal cannot implement it himself
because the number of teachers assessed is too large, then the principal can
appoint a teacher coach or coordinator of continuous professional development
(CPD) as assessors (Chang, et al., 2013).

According to the literature, vocational school instructors can meet
academic demands by broadening their professional expertise (Schempp,
2016). Teaching in multicultural cultures, 2) teaching to build meaning, 3)
teaching for active learning, 4) teaching and technology, 5) teaching with new
perspectives on talent, 6) teaching and choice, and 7) teaching and
accountability are seven issues for 21st century teacher (Susanto, 2010). To
address this problem, academics are looking at the impact of teacher
certification and competence on teacher performance.

The majority of the latest literature studies investigate only one
variable, but not both simultaneously, especially the moderating variable
Leader Member Exchange. For example, research conducted by Asmarani et
al., (2021) found a positive and significant relationship between professional
competence and teacher performance productivity in Madrasah Aliyah Negeri
1 Batang Hari. Where the value of ris 0.826, which states that there is a strong
relationship between professional competence and teacher performance
productivity. In addition, several findings related to teacher performance
focused on assessment regulation and policy development (Dandalt & Brutus,
2020), monitoring and evaluation (Ibrahim & Benson, 2020; Abelha et al.,
2021), teacher training and implementation (Tumusiime, et. al., 2021; Mito,
et al., 2021; Bone, et. al., 2021), and teacher performance management
(Waeyenerg, et. al., 2020). Research with the same theme of moderating of
the Leader Member Exchange investigated the negative effect of school
leadership supervision on individual/member creativity. In this study, the
theory of creativity components, cognitive evaluation theory, and social
exchange theory were used to test the mediation of Leader Member Exchange
(Meng, et. al., 2017).

According to the literature, teacher certification status is very
important because it can hinder students' progress if they do not have
certification in their field of study (Goldhaber & Brewer, 2000). Teacher
certification also has a positive impact on teacher performance. Standardized
examinations are used to test students' abilities in the non-cognitive part of
education and to assess the components of vocational students' academic
knowledge (Bowers, 2011).

Long underestimated due to lack of achievement, Private Vocational
Schools are starting to climb, showing their abilities and achievements both
in the academic and professional worlds. Researchers found that East Java
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had the highest nhumber of SMKs, with a total of 2,137 SMKs. According to
BPS, private SMKs in East Java Province, namely Malang City, have a higher
number of students than public SMKs, but their success is still far below that
of public SMKs.

According to the Central Statistics Agency, Malang City has 56 vocational
schools, including 13 state vocational schools with 966 teachers and 43 private
vocational schools with 679 teachers spread across five sub-districts. It is difficult
for private vocational schools to compete and help achieve national education goals
through teacher performance because the number of private vocational school
teachers is far more than public vocational schools. In the digital era 4.0, private
vocational school instructors are increasingly active in creating new innovations in
curriculum management and improving ICT development in order to improve
vocational academic competencies.

Another influencing factor is the Regulation of the Minister of Industry No.
3 of 2017 concerning Guidelines for the Guidance and Development of Competency-
Based Vocational Schools that Link and Match with Industry, which was issued in
response to the increasing demand for labor in the Indonesian manufacturing
industry. In the city of Malang, most of the private vocational high school teachers
are not qualified; only 42% of teachers are certified. Since most instructors (58%)
do not have a Teacher Training Program (PPG), they do not meet professional
teacher standards.

On the other hand, private vocational school teachers in Malang City are
facing a polemic in the midst of the PPKM policy because they have more practical
subjects than high school in general. This is because generally SMK graduates are
intended for work purposes or to create jobs. Based on the background of the
problems that have been stated, the researchers took the title of the study,
"Building Optimal Teacher Performance in Schools through Competence
Improvement, Teacher Certification, and Leader Member Exchange (LMX) for
Vocational Teachers in Malang City".

Novelty in this research is to use the variables of competence and teacher
certification, and teacher performance, in addition to the variable LMX with the
latest theories and phenomena used.

Research questions

1) Is there an influence between Teacher Competence towards Leader Member
Exchange Private Vocational School Teacher in Malang City?

2) Is there an influence between certification Teacher against Leader Member
Exchange Private Vocational School Teacher in Malang City?

3) Is there an influence between Teacher Competence on the Performance of
Private Vocational High School Teachers in Malang City ?

4) Is there an influence between Teacher Competence, Teacher Certification

and Leader Member Exchange on the Performance of Private Vocational High
School Teachers in Malang City?
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LITERATURE REVIEW
Teacher Performance

Ralph Pine originally proposed performance theory in his essay Essays
Performance Theory in 1977. Subsequently, Richard Schechner refined the
performance theory given by Pine in 1988. Performance, according to Lawler, et.
al., (1995), is a consequence of multiplying efforts (efforts) ) with ability and role
perception. Performance = Effort x Ability x Role Understanding, according to the
formula. The value of the award (Value of Reward) and a person's impression of
the likelihood of getting an award have an impact on the amount of effort a person
expends in a certain scenario (Perceived effort reward probability). Performance is
more likely to convey the notion of success as a result of a job and one's
contribution to the business (Ruky, 2002).

The teacher's hard work, talent, or success, as well as the drive to complete
assignments, are all examples of performance. As a result, performance always
indicates the success of individuals or organizations in achieving goals or
objectives. The results of a person's work over a certain period of time are
measured against various criteria, such as standard targets, targets, or
predetermined criteria (Soeprihanto, 1996). Instructor performance should be
improved by both teachers and principals, who are equally motivated to do so.

Teachers are operational determinants of educational attainment because
of their performance at the institutional, instructional, and experiential levels
(Surya, 2000). Teacher performance refers to the capacity of the teacher to carry
out activities that require him to maintain a constant focus on the learning process
in the school and be responsible for the pupils under his supervision by improving
student learning achievement.

The following characteristics are found in teachers who are successful in
implementing the curriculum: developing teaching programs, implementing
teaching-learning procedures, and assessing student learning outcomes (Asnawir
& Usman, 2002). The effectiveness of teachers is seen in the teaching and learning
process, which can be seen from student learning achievements. Students will learn
more effectively if the teacher performs well.

Sedarmayanti (2011) states that the term performance comes from the
word Performance which comes from the root word to perform which has the
meaning of doing, running, carrying out. The meaning of the word performance is
a noun ( noun ) where one of the meanings is " thing done " (something that has
been done). Performance translation of performance means action, execution of
work, work performance, implementation of efficient work. Performance appraisal
is a system used to assess and find out whether an employee has carried out his
work as a whole or the actual achievements achieved by someone. Performance
(job performance) is the result of an employee's work during a certain period
starting with a series of benchmarks that are directly related to one's duties and
the criteria set. Kasmir (2016) states that performance is the appearance of
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individuals and work groups of personnel. Performance is the result of work and
work behavior that has been achieved in completing the tasks and responsibilities
given within a certain period. Performance is a function of ability (A), motivation
(M) and opportunity (O).

Teacher Competence

There is no universally agreed definition of competence. Mulder (2001)
conducted a literature study and developed a detailed definition. The contrast between
‘competence' and 'competence' is first and foremost. According to Mulder, competence
is a broad notion that includes the capacity or talent of a person or organization, while
specific competence is part of competence. Competence (plural competencies) is a
more limited and atomistic notion to describe a particular talent (McConnell, 2001).

For example, Spencer and Spencer (1993); Parry (1996); and Mulder (2001)
developed a definition of competence based on a survey of hundreds of definitions:
‘competence is the capacity of a person or organization to achieve a certain level of
performance.' Individual competence, he added, consists of integrated action skills
that comprise a group of knowledge structures, cognitive, interactive, emotional, and,
if necessary, psychomotor skills, attitudes, and values needed to perform tasks,
problem solving, and broader abilities, citing various authors. to perform a specific
function, such as a job, organization, position, or role.

When assessing the dimensions of competence, keep in mind that these
dimensions cannot be seen directly, but appear in the way people behave in certain
scenarios (Spencer & Spencer, 1993). Competencies can also be built at a certain
level, such as beginner, advanced, or expert. Mulder (2001) highlights the
existence of competence in both the individual (personal competence) and the
system (systemic competence) (system or team competence). Finally, competency
components can be transferred from one setting to another to some extent
(Thijssen, 1998, 2001). When assessing individual competence, a variety of
questions can be asked.

What criteria are used to make assertions about competence? What are the
theoretical assumptions and concepts that underlie competency assessment? It is
important to use descriptive interpretive models and appropriate explanations
when responding to such questions (Shepard, 1993). There is no clear and broad-
based scientific framework for determining what constitutes competent teaching
from which an assessment to assess teacher competence can be obtained (Haertel,
1991). There are various frameworks, the content of which is largely determined
by the underlying vision of professional performance (Dwyer, 1994, 1998) as well
as the theoretical approach taken (Reynolds, 1992).

Although all separate conceptions of teaching cover some aspects of teacher
competence, none of them fully describes or explains what competent teaching is.
Looking back at the definition of competence described above, it is necessary to
have a unified comprehensive teaching concept, competence that considers all the
different elements of teacher competence, namely, teacher nature, teacher
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knowledge, teacher behavior, teacher thinking, situation-specific decision making,
and learning activities. resulting from. Roelofs and Sanders (2003) have developed
a performance competency model to assess fair teacher competence for the aspects
of competent performance described above. The model follows the general
definition of competence described by Mulder (2001).

Teacher Certification

Teacher certification is the process by which prospective educators obtain a
license to teach in a particular subject after completing the required courses,
degrees, exams, and other requirements. An educator who has been certified by
an authorized source, such as a government, higher education institution, or
private organization or source, is known as a certified teacher. This teacher
certification enables instructors to teach and assess in pre-school, primary,
secondary, and post-secondary education in the country, school, topic area, or
curriculum where required. While many authorization bodies insist on a student's
teaching experience before granting teacher certification, the process varies by
country (Goldhaber & Brewer, 2000).

A teaching qualification is one of several academic and professional degrees
that can be used to become a certified teacher. Postgraduate Certificate in Education
(PGCE), Postgraduate Professional Diploma in Education (PGDE), Diploma in
Education and Training Level 5 (DET), Professional Postgraduate Certificate in
Teaching & Learning (PgCTL) Level 6, and Bachelor of Education are examples of
teaching qualifications in various jurisdictions. While governments and higher
education institutions are the most common providers of teacher certification, there
are a number of private organizations that also do so, such as the National Council
for Professional Teaching Standards in the United States and the Center for Teacher
Accreditation (CENTA) in India (Darling-Hammond, et. al., 2001).

Although indications of whether a teacher is “certified” have been included
in certain analyzes of the “educational production function”, only a few quantitative
studies have directly examined the relationship between licensure and student
performance. Students taught by qualified instructors in mathematics outperform
students taught by certified teachers in other subjects, according to Hawk, et. al.,
(1985). Rudner (1999) found that homeschooled students who had at least one
parent with a state-issued teaching certificate performed no better than those
whose parents did not have permission. Licensing is intended to provide a minimum
level of teacher quality or expertise in schools (NCTAF, 1996), and there are various
processes through which state policies can impact the quantity and type of people
who end up teaching in the classroom. Many states, for example, require that
prospective teachers pass a standardized test or have a certain grade point average
before enrolling in a teacher education program.

More stringent exams administered to teacher applicants in Massachusetts
recently revealed that many do not meet the state's criteria. About half of those
who take the exam fail (Ferdinand, 1998). There is some evidence to suggest that
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these assessments can be used to predict teacher performance. Strauss and
Sawyer (1986), utilizing statewide data from North Carolina, found that school
district teacher average performance on the National Teacher Examination
increased with school district average success on standardized assessments. In
Texas, where teachers must pass certification exams, Ferguson (1998) found that
school districts with higher average teacher performance on examinations had
higher student performance in mathematics. This finding is important because it
implies that state licensing laws may have an impact on student outcomes.
However, there is no guarantee that they will. As stated earlier, most states that
require teachers to pass competency exams have minimal barriers. As a result, it
is likely that states have little impact on teacher quality in the classroom because
they do not screen substandard applicants.

In addition, many states have recently overhauled their certification policies,
and most are excluding existing teachers from the new requirements. Given the long
tenure of teachers, it may take years for changes in state certification policies to
have a major impact on students. In addition to exams, states may impose standards
for accreditation of schools of education at colleges and universities that offer teacher
training programs. These standards can have an impact on the type and rigor of the
courses offered. Most states require prospective teachers to take general courses in
English, humanities, social sciences, and mathematics. But states vary as to whether
they require teachers to have specific courses related to pedagogy or subject matter.
For example, the required number of units in pedagogy varies from 6 semester units
in Texas to 36 in some states (Feistritzer & Chester, 1998). Some states require an
education major, while others prohibit educational degrees from meeting the
requirements for an initial teaching license (Strauss et. al., 1998).

Finally, states may require graduates from educational programs to pass tests
of basic skills, basic knowledge, content knowledge, or pedagogy. Many, such as
NCTAF, believe that participation in educational programs is the primary avenue by
which teachers acquire the necessary skills. to help diverse learners master challenging
subjects and course content. However, not all teachers obtain standard certification.
Some obtain "emergency" licenses that allow immediate teaching and are used by
districts to fill short-term vacancies. And, increasingly, states have developed various
"alternative" certification routes, perhaps the most famous of which is 'Teach for
America' in just a 6 year period, from 1986 to 1992, the number of states allowing
alternative certification jumped from 18 to 40 (Shen, 1997). These alternative routes
vary widely, but generally allow individuals who wish to teach, such as former Peace
Corps Volunteers, liberal arts college graduates, and retired military personnel, to start
in the classroom without first completing a formal teacher education program
(Feistritzer & Chester, 1998). . The move has been controversial with some in
educational institutions. For example, NCTAF takes the position that many of these
alternative licensing routes are "gaps" that should be closed. His claim is that the
existence of alternative routes of entry to teaching that allow districts to employ
“unlicensed” personnel is a symptom of a teacher shortage and is a significant problem.
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Leader Member Exchange

In terms of organizational effectiveness, Goldhaber & Brewer (2000) argue
that integrating human and organizational resources is very important in all
businesses. Due to the fact that personnel in the service industry interact with
clients on a daily basis, this integration is critical. In this case, the level of
responsibility of the manager or leader is very important. Managers/organizational
leaders can adopt a leadership style and act in a "Task Oriented (Job)" or "Employee
(Relation) Oriented" manner. The leadership style that a person adopts has a
significant impact on their relationship with their workforce.

The LMX is a well-known theory that investigates endogeneity and
exogenity. Within the framework of leader-member exchange, LMX encodes human
resources as in-group and out-group. Managerial leadership style has a significant
influence on the interaction between leaders and subordinates. As a result,
subordinates perceive their circumstances as belonging to the inner or outer group.

The concept of leader-member interaction is based on Gouldner's (1960) theory
of 'reciprocity'. Leader-member interactions, according to Blau (1964), arise from "social
exchange." Leader-member interaction is defined by Liden, et. al., (1997) as the quality
of the interaction between subordinates and superiors. The leader-member interaction
theory is unusual among leadership theories because it focuses on the interrelationships
between leaders and followers. Leader-member interaction theory examines the
relationship between leaders and followers, as well as how they influence each other in
the organization and their interdependence (Graen & Uhl-Bien, 1995).

The concept of a vertical binary connection was originally offered as a basis
for leader-member interaction theory (Graen & Uhl-Bien, 1995). The majority of
current research on leader-member interactions is based on social communication
theory (Dulebohn, et. al., 2012). The interaction between leaders and members is
a consequence of the succession of relationships between superiors and
subordinates. Both superiors and subordinates have expectations of what they can
get from each other and what they have to give back. Meeting agreed-upon
expectations successfully allows both parties to form a high-quality communication
connection (Wang et al., 2019). Followers are considered as active participants who
regard the leader as a resource in this process and hence give authority to the
leader to achieve goals that benefit the leader (Hollander, 1992).

The quality of bilateral relations suggested by leader-member exchanges
varies, and they are classified as either high quality or low quality. In high-quality
relationships, subordinate members are referred to as in-group members, whereas
in low-quality relationships, they are referred to as out-group members (Dansereau
& Haga, 1975). The exchange of valuable resources and regular engagement in
activities outside of formal requirements describe high-quality bilateral
partnerships, whereas low-quality bilateral connections are primarily focused on
formal commercial interactions (Liden & Maslyn, 1998). The efficiency of the
relationship between the leader and his followers, not the features or behavior of
an individual leader, is also important for good leadership (Haslam & Platow, 2001).
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Ivancevich et al., (2006) say that LMX is an approach that recognizes the
absence of consistent behavior from superiors to all subordinates. Superiors build
bonds and personal relationships with each of their subordinates. O'Donnell, et. al.,
(2021) describe how superiors and subordinates develop mutually influencing
relationships and negotiate the roles of subordinates within an organization. LMX
does not only look at the behavior of their superiors but emphasizes the quality of
the relationship between superiors and subordinates.

Teacher Competence and Teacher Performance

When measuring competency dimensions, it should be noted that they:
cannot be observed directly, but are manifested in performance in certain situations
(Spencer & Spencer, 1993). In addition, competencies can be developed to a
certain level, for example beginner, advanced, and expert. Mulder (2001)
emphasizes that competence may exist in the individual (personal competence)
and the system (system or team competence). Finally, aspects of competence can
to some extent be transferred from one situation to another (Thijssen, 1998, 2001).
Various questions can be asked when measuring individual competence. How are
statements about competence derived? What theoretical assumptions and ideas
underlie competency measurement? In answering this type of question, it is
important to use descriptive interpretive models and adequate explanations
(Shepard, 1993). There is no strong and broad-based scientific framework for what
constitutes competent teaching from which conclusions can be drawn to assess
teacher competence (Haertel, 1991). There are various frameworks, the content of
which largely depends on the underlying vision of professional performance
(Dwyer, 1994, 1998) and on the theoretical approach adopted (Reynolds, 1992).

Several studies have shown that teacher competence is related to teacher
performance, this proves that the importance of competence in improving
performance is more effective and efficient (Abadi & Sutipto, 2021; Asmarani et
al., 2021; Putra et al., 2021; Windasari & Yahya, 2021; Yenti & Sumarmin, 2020;
Zaragoza et al., 2021)

Teacher Certification and Teacher Performance

The objectives of teacher certification according to Subini (2021) are:
Determining the feasibility of teachers in carrying out their duties as learning
agents and realizing national education goals Improving the process and quality of
education outcomes Improving teacher dignity Improving teacher professionalism
Stimulating teachers to continue to compete and improve skills so that they become
good teachers quality.

Mulyasa (2005) suggests that "certification is the provision of a competency
certificate or certificate as an acknowledgment of a person's ability to do a job after
passing the competency test." The teacher certification program is “a program that
contains the process of providing educator certificates for teachers.” Teachers who
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have participated in the certification program and are declared to have passed will
receive a professional teacher certificate as professionals. Broadly speaking, the
teacher certification program is divided into two: a. Certification program for existing
teachers (in-service teachers). b. Certification program for teacher candidates.

From what has been described, it proves that the importance of teacher
certification is to improve skills so that they become quality teachers. This of course
is closely related to teacher performance. Several researchers have suggested that
teacher certification has an effect on teacher performance (Buffalo, 2021; Franky
& Savira, 2021; Hasan, 2019; Hasanah et al., 2017; Kusumawardhani, 2017;
Rusilowati & Wahyudi, 2020; Tjabolo, 2020)

Leader Member Exchange and Teacher Performance

Ivancevich et al., (2006) explained that LMX is an approach that recognizes
the absence of consistent behavior from superiors to all subordinates. Superiors
build bonds and personal relationships with each of their subordinates. O'Donnell
et al., (2012) explain how superiors and subordinates develop relationships that
influence each other and negotiate the roles of subordinates in an organization.
LMX does not only look at the behavior of their superiors but emphasizes the quality
of the relationship between superiors and subordinates.

LMX is certainly very related to teacher performance, this is of course very
crucial with the relationship between superiors and subordinates. As research has
been done by several researchers which state that LMX affects teacher performance
(Ahyanuardi et al., 2018; Comstock et al., 2021; Meng et al., 2017; Mosley et al.,
2020; Nuraeni et al., 2020; Patoni, 2020).

METHOD
Research Design

The design of this research is a quantitative research with a correlational
approach. The correlational approach was chosen because the researcher wanted
to see the effect of exogenous variables on endogenous variables and variables,
either directly or indirectly through intervening variables. In relation to the research
hypothesis test, this research is a verification research, because it is intended to
verify the results of data analysis from the field with the results of relevant previous
studies through hypothesis testing.

Population and sample

The research population was all private vocational school educators in Malang
City, East Java Province with a total population of 679, spread across all sub-
districts. Determination of the number of samples using the formula for the number
of indicators (18) multiplied by a number between 5-10, and in this study multiplied
by 9, so that a sample of 162 samples was obtained. The sampling technique used
proportional random sampling in which the sample members from the population
were taken randomly according to the proportions of each sub-district.
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Table 1. Quantity Sample Power K . SM Educator Malang City Private

No districts Number of Educators Sample
1 Kedungkandang 110 26
2 Breadfruit 105 25
3 Klojen 130 31
4 Starfruit 157 37
5 Lowokwaru 177 42
Amount 679 162

Research Instrument

The data collection tool uses a questionnaire which was developed with
reference to the theory developed by previous researchers by taking into account
the dimensions and indicators. Data analysis used SPSS version 25.0 statistical
test. Coa instrument test data were analyzed with validity and reliability tests .
After all instrument items are valid and all variables are reliable, then proceed with
fieldwork. The questionnaire distribution data that has been entered is tested with
the classical assumption test to see the feasibility of the data before being used for
hypothesis testing. Test the hypothesis by using multiple regression test.

Test the validity of the questionnaire in the instrument

Table 4. Teacher Competency Validity Test Results (X1), Teacher Certification
(X2) and Leader Member Exchange (X3) and Teacher Performance (Y)

No Variable I count I table Sig Description
1. Teacher Competence 0.784 0.1533 0.000 Valid
(X1) 0.806 0.1533 0.000 Valid
0.809 0.1533 0.000 Valid
0.839 0.1533 0.000 Valid
2. Teacher Certification 0.755 0.1533 0.000 Valid
(X2) 0.467 0.1533 0.000 Valid
0.672 0.1533 0.000 Valid
0.593 0.1533 0.000 Valid
0.545 0.1533 0.000 Valid
3. Leader Member 0.707 0.1533 0.000 Valid
Exchange (X3) 0.39 0.1533 0.000 Valid
0.288 0.1533 0.000 Valid
0.603 0.1533 0.000 Valid
4 Teacher Performance 0.631 0.1533 0.000 Valid
(Y) 0.806 0.1533 0.000 Valid
0.809 0.1533 0.000 Valid
0.839 0.1533 0.000 Valid
0.723 0.1533 0.000 Valid

From the table above, it can be seen that each statement item has r count > I table
and is positive with a value of sig < 0.05. Thus, the statement items are declared valid.
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The reliability test of the questionnaire is in the instrument

Table 4. Teacher Competency Reliability Test Results (X1), Teacher Certification
(X2) and Leader Member Exchange (X3) and Teacher Performance (Y)

No Variable Cronbach’s Critical Description
Alpha Value

1 Competence Professional 0.876 0.6 Reliable
Teacher (X1)

2 Leadership Quality (X2) 0.745 0.6 Reliable

3 Leader Member Exchange 0.813 0.6 Reliable
(X3)

4 Teacher Performance (Y) 0.722 0.6 Reliable

From the table above, the results of the analysis above are found that the
cronbacchs alpha value for the x1 variable is 0.876, x2 is 0.745, x3 is 0.813, and
y is 0.722. So it can be concluded that the items of the research instrument are
reliable, because they are greater than 0.6.

Table 2. Contents - Instrument Grid

No| Variable Indicator Scale
1. [Competence |1. Academic Qualification interval
Professional 2. Competence interval
Teacher (X1) 3. Physically and mentally healthy interval

4. Have the ability interval

2 . Teacher 1. Competency in the field of study interval
certification 2. Understanding the characteristics of students finterval
(X2) 3. Educational learning interval

4. As well as professional development interval

5. Educator personality interval

3 . |[Leader 1. Affection interval
Member 2. Loyalty interval
Exchange 3. Contribution interval
(X3) 4. Respect Professional interval

4. Teacher 1. Work quality interval
Performance 2. Speed / accuracy of work interval
(Y) 3. Initiative at work interval

4. Work ability interval

5. Communication interval
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RESULTS
Classic assumption test

Table 5. Kolmogorov-Smirnov Test. One-Sample Normality Test Results

Variable Significance Description
Variable X1 0.145 Normal
Variable X2 0.185 Normal
Variable X3 0.655 Normal

Y variable 0.435 Normal

From the normality assumption test table above, it can be explained that all
significance values for the normality model are greater than 0.05 so it can be
concluded that the normality assumption is met.

Table 6. Linearity Test Results

Variable F Significance Description
X1 against Y 9,227 0.000 Linear
X2 against Y 7,261 0.001 Linear
X3 against Y 8,275 0.000 Linear

From the table for testing the linearity assumption above, it can be
explained that the entire significance value for the linear model is less than 0.05.
So, it can be said that the assumption of linearity of the structural model has been
fulfilled.
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Figure 1. Heteroscedasticity Test Results Equation 1

From the picture above, the graph can be seen that the dots spread
randomly, do not form a clear pattern, and are spread both above and patterned,
the number 0 (zero) on the Y axis, then there is no heteroscedasticity.
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Hypothesis testing

H1: There is an effect of Teacher Competency on Teacher Performance

Variable T |Sig t|Description
Teacher Competence (X1) — Teacher Performance (Y) |5.514|0.000| Significant
t table = 1.65431
Adjusted R Square = 0.567
R Square = 0.594

The relationship is declared to have a positive and significant effect if the
value of t count is greater than t tavie and the significant value of t is less than 0.05.
Based on the table above, the influence of the variable Teacher Competence (X1)
individually/partially on Teacher Performance (Y). Based on the table above, it can
be seen that the t count for the Teacher Competency variable (X1) is = 5.514 on
Teacher Performance (Y) this means t count 5.514 > t wable 1.65431 with a sig value
of 0.000 <0.005 then there is a positive and significant effect on Teacher
Competence (X1) on Teacher Performance (Y)

The results of the regression calculation can be seen that the coefficient of
determination ( adjusted R square ) obtained is 0.567, this means that the variation
of the Teacher Competency variable (X1) is partially able to explain Teacher
Performance (Y) by 56.7% while the remaining 43.3% is influenced by other
variables that are not included in this research model.

H2: There is an effect of Teacher Certification on Teacher Performance

Variable T |Sig t|Description
Teacher Certification (X2) — Teacher Performance (Y) |7,537|0.001| Significant
t table = 1.65431
Adjusted R Square = 0.467
R Square = 0.492

From the regression results, it was found that the influence of teacher
certification (X2) individually/partially on teacher performance (Y). Based on the
table above, it can be seen that the t count for the Teacher Certification variable (X2)
is = 7.537 on Teacher Performance (Y) this means that t countis 7.537 > t table
1.65431 with a sig value of 0.001 < 0.005 then there is a positive and significant
effect on Teacher Certification (X2) on Teacher Performance (Y).

The results of the regression calculation can be seen that the coefficient of
determination ( adjusted R square ) obtained is 0.467, this means that the variation
of the Teacher Certification variable (X2) is partially able to explain Teacher
Performance (Y) by 46.7% while the remaining 53.3% is influenced by other
variables that are not included in this research model.
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H3: There is an influence of Leader Member Exchange on Teacher Performance

Variable T Sig Description
Leader Member Exchange (X3) — Teacher 3,436 0.000 Significant
Performance (Y)
t table = 1.65431
Adjusted R Square = 0.513
R Square = 0.582

The relationship is declared to have a positive and significant effect if the
value of t count is greater than t tavie and the significant value of t is less than 0.05.
Based on the table above, the influence of the Leader Member Exchange (X3)
variable individually/partially on Teacher Performance (Y). Based on the table
above, it can be seen that the t count for the Leader Member Exchange variable (X3) is
= 3,436 on Teacher Performance (Y) this means t count 3,436 > t table 1.65431 with
a sig value of 0.000 <0.005 , then there is a positive and significant effect on
Leader Member Exchange (X3) on Teacher Performance (Y).

The results of the regression calculation can be seen that the coefficient of
determination ( adjusted R square ) obtained is 0.513, this means the variation of
the Leader Member Exchange variable. (X3) is partially able to explain Teacher
Performance (Y) by 51.3% while the remaining 48.7% is influenced by other
variables that are not included in this research model.

H4: There is a joint influence of Teacher Competence, Teacher Certification and
Leader Member Exchange on Teacher Performance

Variable F Sig Description
Teacher Competence (X1), Teacher | 9,648 0.000 Significant
Certification (X2), and Leader Member

Exchange (X3) — Teacher Performance (Y)

ftable = 3.05
Adjusted R Square = 0.784
R Square = 0.813

The relationship is declared to have a positive and significant effect if the t
- count value iS greater than f table and the t-significant value is less than 0.05. Based
on the table above, the influence of the variable Teacher Competence (X1), Teacher
Certification (X2), and Leader Member Exchange (X3) simultaneously on Teacher
Performance (Y). Based on the table above, it can be seen that f countis 9.648 > t
table 3.05 with a sig value of 0.000 <0.005 then there is a positive and significant
effect on Teacher Competence (X1), Teacher Certification (X2), and Leader Member
Exchange (X3) on Teacher Performance (Y).
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The results of the regression calculation can be seen that the
coefficient of determination (adjusted R square) obtained is 0.784, this
means that the variations in the variables of Teacher Competence (X1),
Teacher Certification (X2), and Leader Member Exchange (X3) are
simultaneously able to explain Teacher Performance (Y) of 78.4% while the
remaining 21.6% is influenced by other variables that are not included in this
research model.

DISCUSSION

The Influence of Teacher Competence on the Performance of
Vocational High School Teachers in Malang City

From the results of the regression of H: indicates there is a positive and
significant influence on the influence of the individual/partial Teacher
Competence variable (X1) on Teacher Performance (Y). This can be seen in the
t arithmetic value Of 5.514 > t tanie 1.65431 with a sig value of 0.000 < 0.005 which
means that there is a positive and significant effect on Teacher Competence
(X1) on Teacher Performance (Y)

The results of the regression calculation can be seen that the coefficient of
determination (adjusted R square) obtained is 0.567, this means that the variation
of the Teacher Competency variable (X1) is partially able to explain Teacher
Performance (Y) by 56.7% while the remaining 43.3% is influenced by other
variables that are not included in this research model. From the results of the
analysis above, it shows that the higher the increase in competence of teachers,
the higher the performance of effective teachers in Malang City.

When measuring competency dimensions, it should be noted that they:
cannot be observed directly, but are manifested in performance in certain
situations (Spencer & Spencer, 1993). In addition, competencies can be
developed to a certain level, for example beginner, advanced, and expert.
Mulder (2001) emphasizes that competence may exist in the individual
(personal competence) and the system (system or team competence). Finally,
aspects of competence can to some extent be transferred from one situation to
another (Thijssen, 1998, 2001). Various questions can be asked when
measuring individual competence.

How are statements about competence derived? What theoretical
assumptions and ideas underlie competency measurement? In answering this type
of question, it is important to use descriptive interpretive models and adequate
explanations (Shepard, 1993). There is no strong and broad-based scientific
framework for what constitutes competent teaching from which conclusions can be
drawn to assess teacher competence (Haertel, 1991). There are various
frameworks, the content of which largely depends on the underlying vision of
professional performance (Dwyer, 1994, 1998) and on the theoretical approach
adopted (Reynolds, 1992).
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From the results of data analysis and theory that has been carried out, this
research is in line with several previous studies that have been carried out which
show that teacher competence is related to teacher performance, this proves that
the importance of competence in improving performance is more effective and
efficient (Abadi & Sutipto, 2021; Asmarani et al., 2021; Putra et al., 2021;
Windasari & Yahya, 2021; Yenti & Sumarmin, 2020; Zaragoza et al., 2021).

Teacher Certification on Teacher Performance SMK in Malang

From the results of the regression of H2 shows partially there is a positive
and significant influence between Teacher Certification (X2) individually/partially
on Teacher Performance (Y). This can be seen from the t count vaiue Of 7.537 > t table
1.65431 with a sig value of 0.001 < 0.005 which means there is a positive and
significant effect on Teacher Certification (X2) on Teacher Performance (Y).

The results of the regression calculation can be seen that the coefficient of
determination (adjusted R square) obtained is 0.467, this means that the variation
of the Teacher Certification variable (X2) is partially able to explain Teacher
Performance (Y) by 46.7% while the remaining 53.3% is influenced by other
variables that are not included in this research model. From the results of the above
analysis shows that the higher the increase in teacher certification, the higher the
performance of good teachers in the city of Malang.

Based on the objectives of teacher certification according to Subini (2021:
59) are: Determining the feasibility of teachers in carrying out their duties as
learning agents and realizing national education goals Improving the process and
quality of education outcomes Improving teacher dignity Improving teacher
professionalism Stimulating teachers to continue to compete and improve skills so
that they become qualified teacher.

In addition, Mulyasa (2005) stated that "certification is the provision of a
competency certificate or certificate as an acknowledgment of a person's ability to
do a job after passing the competency test." The teacher certification program is
“a program that contains the process of providing educator certificates for
teachers.” Teachers who have participated in the certification program and are
declared to have passed will receive a professional teacher certificate as
professionals. Broadly speaking, the teacher certification program is divided into
two: a. Certification program for existing teachers (in-service teachers). b.
Certification program for teacher candidates.

From what has been described, it proves that the importance of teacher
certification is to improve skills so that they become quality teachers. from the
results of the analysis that has been carried out this research is in line with research
that has been carried out by previous researchers who stated that teacher
certification has an effect on teacher performance (Buffalo, 2021; Franky & Savira,
2021; Hasan, 2019; Hasanah et al., 2017; Kusumawardhani, 2017; Rusilowati &
Wahyudi, 2020; Tjabolo, 2020).
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Leader Member Exchange on Teacher Performance SMK in Malang

The results of individual/partial data analysis of H3z show that there is a
positive and significant influence between Leader Member Exchange (X3) on
Teacher Performance (Y). This can be seen from the t count value Of 3,436 > t table
1.65431 with a sig value of 0.000 <0.005 which means that there is a positive and
significant effect on Leader Member Exchange (X3) on Teacher Performance (Y).
This shows that the higher the increase in the Leader Member Exchange , the higher
the improvement in the performance of SMK teachers in the city of Malang.

The results of the regression calculation can be seen that the coefficient of
determination (adjusted R square) obtained is 0.513, this means that the variation
of the Leader Member Exchange (X3) variable is partially able to explain Teacher
Performance (Y) by 51.3% while the remaining 48.7% is influenced by other
variables that are not included in this research model.

Ivancevich et al., (2006) explained that the LMX is an approach that
recognizes the absence of consistent behavior from superiors to all subordinates.
Superiors build bonds and personal relationships with each of their subordinates.
O'Donnell et al., (2012) explain how superiors and subordinates develop
relationships that influence each other and negotiate the roles of subordinates in
an organization. LMX does not only look at the behavior of their superiors but
emphasizes the quality of the relationship between superiors and subordinates.

LMX is certainly very related to teacher performance, this is of course very
crucial with the relationship between superiors and subordinates. This study is in
line with research conducted by several researchers who state that LMX has an
effect on teacher performance (Ahyanuardi et al., 2018; Comstock et al., 2021;
Meng et al., 2017; Mosley et al. , 2020; Nuraeni et al., 2020; Patoni, 2020).

Teacher Competence, Teacher Certification, and Leader Member
Exchange on Teacher Performance SMK in Malang

From the results of data analysis of Hs4 indicates there is simultaneously a
positive and significant influence between the variables of Teacher Competence (X1),
Teacher Certification (X2), and Leader Member Exchange (X3) simultaneously on
Teacher Performance (Y). This can be seen in the caiculated f Value of 9.648 > t tabe 3.05
with a sig value of 0.000 <0.005, this means that there is a positive and significant
effect on Teacher Competence, Teacher Certification, and Leader Member Exchange
on the Performance of Vocational High School Teachers in the city of Malang.

The results of the regression calculation can be seen that the coefficient of
determination (adjusted R square) obtained is 0.784, this means that the variations
in the variables of Teacher Competence (X1), Teacher Certification (X2), and
Leader Member Exchange (X3) are simultaneously able to explain Teacher
Performance (Y) of 78.4% while the remaining 21.6% is influenced by other
variables that are not included in this research model. From the results of this data
analysis, it shows that in improving the performance of SMK teachers, especially in
Malang City, it is also necessary to pay attention to improving Teacher Competence,
Teacher Certification, and Leader Member Exchange.
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CONCLUSION

Based on the results of data analysis and discussions that have been carried
out, this research can be concluded that: First , partially there is a positive and
significant influence between teacher competence on teacher performance. Second
, partially there is a positive and significant influence between Teacher Certification
on Teacher Performance. Third , partially there is a positive and significant influence
of LMX on Teacher Performance. Fourth , simultaneously there is a positive and
significant influence between Teacher Competence, Teacher Certification, and LMX
on Teacher Performance.

Novelty in this research is to use the variables of competence and teacher
certification, and teacher performance, in addition to the variable Leader Member
Exchange with the latest theories and phenomena used.

The limitation of this research lies in the method of determining the location
of the research which is only carried out in the city of Malang and has not reached
the regencies or cities in the entire province of East Java. Likewise, the variables
used are only limited to the variables of Teacher Competence, Teacher Certification,
and Leader Member Exchange and Teacher Performance, not touching other
interesting variables. Future researchers should be able to carry out further
research by exploring various variables that are predicted to really have a
significant contribution in the formulation of policies related to education.
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