
 

56 
 

Conditions of Work Motivation and Teacher Performance at 
Madrasah Tsanawiyah in North Sumatra 

 

Naila Amna 
Kementerian Agama Kota Medan 

Yuda Syahputra 
Universitas Indraprasta PGRI 

Email: naila3amna@gmail.com 
 

Abstract: This study aims to describe the conditions of work motivation and teacher performance 
in terms of culture in North Sumatra. This research is a quantitative descriptive research on 
educators in North Sumatra. The sample in this study amounted to 81 teachers (male = 29.6%; 
female = 70.4%) consisting of various cultures, namely: Javanese = 32.1%; Malay = 13.6%; 
Batak = 38.3%; Sundanese = 11.1%; and Betawi = 4.9%. Data were collected through two 
instruments, including the work motivation instrument, which consisted of 12 items and the 
employee performance instrument (the employee here is a teacher) which consisted of 12 items. 
Data were analyzed using JASP software analysis with descriptive techniques. The results show 
that Sundanese ethnicity is the highest in showing good performance compared to other ethnic 
groups. While the highest work motivation comes from ethnic Malay and Sundanese, meaning 
that teachers from ethnic Malay and Sundanese have higher work motivation than Javanese, 
Batak, and Betawi.  

Keywords: Work Motivation, Teacher Performance, Ethnicity 

INTRODUCTION 
Teacher performance in Indonesia is still far 

from optimal (Harefa, 2020). Even though the 
teacher is the component that has the most influence 
on the creation of quality educational processes and 
outcomes. Teacher performance is a manifestation 
and success of a teacher's work in achieving 
educational goals (Harefa, 2020). Performance is 
the level of success of a person or group of people 
in carrying out their duties and responsibilities as 
well as the ability to achieve the goals and standards 
that have been set (Aprida, Fitria, & Nurkhalis, 
2020). Teacher performance is the ability or skill of 
teachers in creating an atmosphere of educative 
communication between teachers and students that 
includes a cognitive, effective, and psychomotor 
atmosphere as an effort to learn something based on 
planning up to the evaluation and follow-up stages 
in order to achieve teaching goals. 

Mulyasa mentioned several indicators that 
indicate the weak performance of teachers, 
including: low understanding of learning strategies, 
lack of skills in managing the classroom, low ability 

to conduct and utilize classroom action research 
(classroom action research), low achievement 
motivation, lack of discipline, low professional 
commitment, and low time management skills 
(Mulyasa, 2011; Wardana, 2013). Widyastono 
argues that there are four clusters that are closely 
related to teacher performance, namely the ability to 
plan KBM, implement KBM, carry out 
interpersonal relationships, and conduct 
assessments. (Fathurrahman, 2019; Widyastono, 
1999). Meanwhile, Suyud develops professional 
teacher performance including: mastery of teaching 
materials, understanding of student characteristics, 
mastery of classroom management, mastery of 
learning methods and strategies, mastery of learning 
evaluation and personality (Bute, 2020; 
Fathurrahman, 2019; Kota, 2019). Based on the 
Regulation of the Minister of National Education of 
the Republic of Indonesia Number 16 of 2007 
concerning Standards of Academic Qualification 
and Teacher Competence. It was explained that the 
Academic Qualification Standards and Teacher 
Competencies were developed as a whole from four 
main competencies, namely: educational 
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competence, personality competence, social 
competence and professional competence. The 
fourth competency integrated in teacher 
performance.  

Basically, teachers have a high enough 
potential to be creative and improve performance, 
but there are many factors that hinder them from 
developing their various potentials optimally. 
(Aprida et al., 2020), One of them is work 
motivation (Anoraga, 2006; Aprida et al., 2020; 
Mathis & Jackson, 2006). That high work 
motivation allows the achievement of optimal 
teacher performance (Aprida et al., 2020). Teachers 
who have high work motivation will not just carry 
out routines as a teacher but continue to think about 
improving performance productivity (Amalda & 
Prasojo, 2018). 

Motivation is an encouragement for 
individuals both internally and externally that can 
affect work ethic or individual work quality (Aprida 
et al., 2020). Anoraga explains that motivation is a 
need that drives actions towards a certain goal 
(Aprida et al., 2020; Mundakir & Zainuri, 2018; 
Tawale, Budi, & Nurcholis, 2011). Work 
motivation is a willingness to carry out high efforts 
to achieve certain goals (Amalda & Prasojo, 2018; 
Putra & Frianto, 2013; Sumbangsih & Nelisa, 2013; 
Warouw, Sumayku, & Tumbel, 2017). In essence, 
work motivation is not only in the form of economic 
interests, but usually also in the form of a 
psychological need to do work more actively. Some 
experts have pointed out that teacher motivation 
acts as a key factor in student learning, not teacher 
professional skills (Gokce, 2010). Motivation is 
often said to be the key to work creativity. The 
results of research in the field show that work 
motivation has a positive effect on teacher 
performance with a contribution of 80.6% (Ardiana, 
2017). Based on these conditions, researchers are 
interested in conducting research on the conditions 
of work motivation and performance of MTs 
teachers in terms of culture in North Sumatra. 

METHOD 
 This research is a quantitative descriptive 

research on educators in North Sumatra. The sample 
in this study amounted to 81 teachers (male = 

29.6%; female = 70.4%) consisting of various 
cultures, namely: Javanese = 32.1%; Malay = 
13.6%; Batak = 38.3%; Sundanese = 11.1%; and 
Betawi = 4.9%. Sampling using incidental sampling 
technique (non-probability sampling). Data were 
collected through two instruments, including the 
work motivation instrument developed from the 
Vroom theory (1964) which amounted to 12 items 
(Bernardin & Russell, 1993; the employees here are 
teachers). The questionnaire uses 4 points with a 
Likert scale model including the answer choices: 
strongly agree, agree, disagree, and strongly 
disagree. The instrument has been validated using 
the Rasch . model (Alizamar, Afda, Syahputra, Ifdil, 
& Ardi, 2019; Bond & Fox, 2015; Sandjaja et al., 
2020; Syahputra et al., 2020, 2019). The results of 
the RASCH analysis model on the work motivation 
instrument show the item reliability of 0.96; person 
reliability (Extreme and Non-Extreme) of 0.80; 
Cronbach's alpha value (KR-20) was 0.85; and Raw 
Variance Explained by measures of 40.6%, meaning 
that the instrument has good quality to measure 
work motivation. While the results of the analysis 
of the RASCH model on the employee performance 
instrument show the item reliability of 0.96; person 
reliability (Extreme and Non-Extreme) of 0.87; 
Cronbach's alpha value (KR-20) was 0.91; and Raw 
Variance Explained by measures of 52.9%, meaning 
that the items have very good quality for the 
measurement conditions carried out, namely 
measuring employee performance. Furthermore, the 
data were analyzed using JASP software analysis 
with descriptive techniques.  

RESULT AND DISCUSSION 
Result 

The results showed that the mean value of 
Sundanese ethnicity (M = 41) was the highest 
compared to other ethnic groups (table 1). 
Meanwhile, the highest work motivation came from 
Malay (M = 41) and Sundanese (M = 41), meaning 
that teachers from Malay and Sundanese ethnicity 
had higher work motivation than Javanese (M = 39), 
Batak (M = 39), and Betawi (M = 37; table 1). 
Furthermore, to clarify these conditions can be seen 
from Figure 1 below.
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Table 1. Descriptive Test Results of Teacher Performance and   Work Motivation Based on 
Ethnicity 

 Teacher Performance Work motivation 
 Java Malay Batak Sundanese Betawi Java Malay Batak Sundanese Betawi 
N 26 11 31 9 4 26 11 31 9 4 
Mean 39 39 37 42 39 39 41 39 41 37 
SD 4 6 5 5 5 4 5 5 7 3 
Min 32 32 28 35 35 32 29 31 29 34 
Max 48 48 48 48 48 48 48 48 48 48 

 

 

Figure 1. Scatter Plots of Work Motivation 
and Teacher Performance Based on 

Ethnicity 
Figure 1 shows the color differences for 

each ethnic group, including: Javanese-Red, Malay-
Brown, Batak-Green, Sunda-Blue, and Betawi-
Ungu. This condition shows that teachers from the 
Sundanese ethnic group have high work motivation 
and performance compared to other ethnic groups. 
However, on work motivation, teachers from Malay 
ethnicity also have high motivation at work.

  

 
Figure 2. Results of Q-Q Plots of Work Motivation-Performance Based on Ethnicity 

 

DISCUSSION 
Teacher motivation is an important 

indicator of the teaching and learning process that a 
greater level of motivation indicates a higher level 
of teacher involvement or higher dedication to work 
(Thoonen, Sleegers, Oort, Peetsma, & Geijsel, 
2011; Watt & Richardson, 2008), help the school 
achieve its goals (Müller, Alliata, & Benninghoff, 
2009), and increase student motivation and learning 

outcomes (Harris, 2020; Viseu, De Jesus, Rus, & 
Canavarro, 2016). Researchers agree that 
motivation directs teachers' actions in the classroom 
and improves their work performance (P. W. 
Richardson & Watt, 2010). Some experts have 
pointed out that teacher motivation acts as a key 
factor in student learning, not teacher professional 
skills (Gokce, 2010). Researchers have studied how 
teachers can motivate students to learn; However, 
research on teacher motivation is still not focused 
(Daumiller, Stupnisky, & Janke, 2020; Han & Yin, 
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2016; Thoonen et al., 2011), there are significant 
differences in research between countries, 
especially in countries with multiple ethnicities. 

Literature studies in developing countries 
show poor teacher motivation due to low job 
satisfaction, unpleasant work environment, 
unsatisfactory incentives, and problematic 
relationships with administration in which teachers 
feel deprived of their psychological and material 
rights which lead to chaos throughout the school 
education system (Richardson, 2014). Study by 
Katzell & Thompson (1990) revealed that work 
motivation and performance have a positive 
relationship. In summary, happy workers are good 
workers, meaning that when workers are happy with 
their work, they will give the best results. Inspired 
by the role of motivational factors on individual 
performance, (Perry & Wise, 1990) work 
motivation has a positive impact on individual 
performance. Naff & Crum (1999) examined this 
relationship with nearly 10,000 employees and 
concluded that work motivation has a significant 
positive relationship with individual performance. 
Performance is directly related to motivational 
factors (Lindner, 1999). Bolman & Deal (2003) by 
encouraging employees to work in teams, 
employees become more competent, motivated and 
flexible enough to multi-task and deliver 
outstanding products and services that customers 
need. Afful-Broni (2004) examining the 
relationship between motivation and performance 
with a sample of 200 university employees, findings 
suggest that lack of motivation was identified as a 
major contributing factor to poor performance. 
Uche, Fiberesima, & Christiana (2011) Studying the 
relationship between motivational factors and 
teacher performance at work, the findings show a 
significant relationship between motivational 
factors and teacher performance. Finding (Uche et 
al., 2011) also supports that higher individual 
performance is the basis of higher organizational 
performance. Motivation does help employees 
perform better (Uche et al., 2011), and it is widely 
shown that individual performance contributes to 
organizational performance.  

In addition, financial rewards appear to play 
an important motivating factor. conducted a study 
based in Indonesia and found that participants who 
were given certain benefits performed better than 
those who were not given the same incentives. 
Achie & Kurah (2016) studied the role of financial 
incentives as motivators in employee productivity 
and they suggested organizations should increase 
incentives for all staff strata to effectively promote 

high productivity. Furthermore, the cause of the low 
motivation of teachers is an unpleasant work 
environment and poor leadership skills of the 
principal (Inayatullah & Jehangir, 2012). Nawaz & 
Yasin (2015) found that the level of motivation of 
secondary school teachers was influenced by the 
school work environment, such as ineffective 
assessment processes, small classrooms, lack of 
staff space and unavailability of learning resources. 
Nadeem et al. (2011) stated the condition of the 
education system in Pakistan, in making promotion 
policies not based on work performance, only based 
on qualifications and years of service. Another 
factor that affects the intrinsic motivation of 
teachers is the lack of opportunities for professional 
development (Khan et al., 2017) and job protection 
(Sajid, Rana, & Tahir, 2018).  

In a school setting, each teacher brings a 
unique set of abilities, skills, and cultural values 
compared to their peers. Given this diversity, 
treating unique individuals or groups of people in 
the same way can mislead stakeholders (Robbins & 
Coulter, 2012). Therefore, it is very possible that 
individual differences of teachers can affect 
intrinsic motivation, and motivation affects teacher 
performance (Uche et al., 2011). The findings in this 
study reinforce previous research, the findings show 
that the performance of teachers from the 
Sundanese ethnic group (M = 41) is the highest 
compared to other ethnic groups. Meanwhile, the 
highest work motivation came from Malay (M = 41) 
and Sundanese (M = 41), meaning that teachers 
from Malay and Sundanese ethnicity had higher 
work motivation than Javanese (M = 39), Batak (M 
= 39), and Betawi (M = 37). 

CONCLUSION  
Based on the mean value, Sundanese 

ethnicity is the highest in showing good 
performance compared to other ethnic groups. 
While the highest work motivation comes from 
ethnic Malay and Sundanese, meaning that teachers 
from ethnic Malay and Sundanese have higher work 
motivation than Javanese, Batak, and Betawi. 
Contrary to the results of the mean value, the Q Plot 
shows that Batak ethnicity gives a very good 
response to both instruments (work motivation and 
performance). This study is regionally focused, 
limited in scope (ie, single organization/MTs) and 
methodology (ie, small sample size, and uses only 
descriptive analysis). For this reason, further 
research is needed on work motivation and 
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performance in terms of culture, with a wider scope 
and a more representative sample size.   
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