
Australian Journal of Basic and Applied Sciences, 9(31) September 2015, Pages: 630-637 

 

 

ISSN:1991-8178 

 

Australian Journal of Basic and Applied Sciences 
 

 

 

Journal home page: www.ajbasweb.com 

 

   

Corresponding Author: H. Muhammad Arifin, Faculty of Economics, University of Yapis, Jl. SamRatulangi No.11 Dok V 

Atas Jayapura, Papua  – Indonesia, 

                                         Phone: (0967) 534012 

Effect of Competence and Motivation on Teacher Performance and Primary and 

Secondary Education Quality at Yapis Education in Jayapura - Indonesia 

 
H. Muhammad Arifin 

 
University of Yapis, Faculty of Economics, Jayapura, 99115, Papua – Indonesia 
 

A R T I C L E  I N F O   A B S T R A C T  

Article history: 
Received 28 August 2015 

Accepted 15 September 2015 

Available online 15 October 2015 
 

Keywords: 

Teachers, competence, motivation, 
performance, education quality 

 This study aims is to determine effect of competence and motivation to increase teacher 

performance and education quality. Research is conducted to 189 school teachers at 

Yapis University Jayapura-Indonesia. Data is collected by questionnaire. Explanatory 

research approach is used to assess the reliability and validity of measurement model. 
Relationship between latent variables are tested by Structural Equation Model 

(SEM).This study findings shows that school management should to give emphasis on 

consistency in efforts to improve the education quality, especially for competence and 
motivation of teachers. It is recommended for school management to further improve the 

teacher’s performance. It will ultimately improve the education quality. More attention 

should be given to competence and motivation of teachers simultaneously and 
continuously. This study limitation is only involves aspects of competence and 

motivation, as well as samples only at school in Yapis University Jayapura - Indonesia. 

Therefore, these findings may not be generalizable to other schools.  
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INTRODUCTION 

 

Education quality in Indonesia is still low based 

on following parameters. 1) Graduates of various 

schools are not yet ready to enter employment due to 

low competence. 2) Human development index 

ranking is low, in 2015 Indonesia was at ranked 110 

from 117 countries (Asmani, 2009). 3) Quality 

academic of mathematics courses at 38
th 

and 39
th 

from 41 countries surveyed by Program for 

International Student Assessment (PISA) in 2003. 4) 

Mastery of science and technology at in7
th

 rank 

from10 ASEAN countries. 5) Education quality in 

Indonesia at 64
th

 rank from 120 countries in world 

(UNISCO Education for All Global Monitoring 

Report, 2012). Based on educational development 

index (HDI), Indonesia was ranked at 69
th 

of 127 

countries in year 2011. Especially Papua province, it 

is ranked fifth bottom with 65.36 IPM (CBS, 2013). 

Many factors cause low education quality, 

particularly educational resources such as: 

curriculum, human resources, budget, institutional 

and coordination, as outlined in Act No. 20 of 2003 

on National Education System. Among the 

educational resources, many human resources quality 

(teachers) still do not meet the standards to support 

the education quality (Hasbullah, 2006). Low 

standards is caused by the teacher does not have the 

ability to work in a professional manner. In addition, 

aspects of competence, facilities, and work 

motivation of teachers have not been able to improve 

the teacher’s performance to encourage the 

improvement of education quality. 

Above description shows that Education 

Department of Jayapura, particularly in Yapis 

Education Jayapura, should serious to improve the 

quality of primary and secondary education. One 

strategy to improve the education quality is to create 

synergy between government, schools, community 

and companies to promote higher motivation, 

competence, and work facilities to improve the 

teacher’s performance. Research results of Dessler 

(2007) found that human resources success to 

improve performance is determined by aspect of 

competence and work motivation to support the 

achievement of organizational goals. Furthermore, 

Hasbullah (2006) supports the theory that in 

perspective of education, educator’s success to 

implement the national education system should 

define roles competence, motivation and facilities to 

support the improvement of teacher performance. 

Maklassa (2012) found that competence, motivation, 

and infrastructure affect on teachers performance and 

education quality in province of South Sulawesi. 

Natsir (2012) argued that competency, leadership 

style and organizational culture affect on motivation 
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and performance of a high school teacher in 

Makassar city. These researches in relation with 

education quality in Jayapura shows a research gap 

that needs further research, particularly related to 

effect of competence and motivation on teacher 

performance and quality of Primary and Secondary 

education. 

Based on above, this study aims to: 

1. To analyze the effect of teacher competence 

on teacher performance. 

2. To analyze the effect of motivation on teacher 

performance. 

3. To analyze the effect of competence on 

education quality. 

4. To analyze the effect of motivation on 

education quality. 

5. To analyze the effect of teacher performance 

on education quality. 

 

Theoretical Review: 

Teacher Competence: 

Competence of human resources is one factor to 

affect the individual’s performance, both for profit-

oriented and non-profits organizations. According to 

Terry (2005), every human has the competence based 

on four indicators, namely: knowledge, skills, work 

experience and attitude. Every human being has the 

potential to become a consideration to improve 

workability. Morgan (2005) in Hasibuan states that 

every human being has access to knowledge, skills, 

journey of life, and future orientation for one's 

competence. 

Roger in Alimin (2004) also says that every 

human being able to develop and progress with 

concern of four interrelated elements, namely 

knowledge, skills, work experience and attitude. 

McKenna (2004) explains that every human being 

has achievement desires through knowledge, skills, 

expertise and attitude. Beer and Spector (2004) 

through the theory of "asset" suggest that each 

employee have an asset to organization which 

interplays to produce competence. This opinion is 

supported by Storryl (2003) that human resources 

become capital to develop in according to its 

competence to achieve business objectives.  

Especially in education, Onong (2007) suggests 

that competency of teachers are measured through: a) 

pedagogical competence that identical to level of 

knowledge, b) personal competence that identical 

with attitude of competence, c) social competence 

that identical with experience, and d) professional 

competence that identical with skill. The four 

education competency is basis assessment to 

improvement of teacher’s performance (Suharsono, 

2008). 

 

Work Motivation: 

According to Robbins (1999), motivation is high 

willingness to make efforts to achieve organizational 

goals based on ability to meet the particular 

individual needs in accordance with the performance. 

Robbins (2007) explains the hierarchy of needs from 

Maslow. 1) Physiological needs is the most basic 

needs of every human being. 2) Need for security is 

second level of hierarchy of needs. 3) Love needs is a 

third level need. According Luthans (2005), this need 

relates to affection or affiliation or social needs. 

Koontz et al. (2000) interpreted it as the affiliation of 

acceptance needs: the need for love and motivation 

in relationships with others. 4) Esteem needs is 

someone needs at high level (the need for an award), 

namely the need for status or position, self-respect, 

reputation and motivation. 5) Self actualization needs 

is the culmination of all levels of human needs. This 

requirement related to need for self-fulfillment to use 

as much as possible self-development, creativity, 

self-expression and do what is most suitable, as well 

finish the job himself. 

 

Teacher Performance: 

Teacher performance is simply the result of 

work achieved every teacher in a specified period. It 

implies the ability to work. Prawirosentono (1999) 

suggests the performance can be achieved by a 

person or group of people in an organization with 

authority and responsibility to achieve the goals of 

organization legally, do not violate the law and 

consistent with moral and ethical. In this case the 

performance can become an end product (goods and 

services) or in form of behavior, skills, competence, 

means and specific skills to support the achievement 

of organization goals and objectives. 

But performance is not a stand-alone function. It 

relates with ability to work and level of work 

achievement that affected by needs of work 

motivation in carrying out its duties and functions 

rightly. Therefore, teachers as a key element in 

system of school education will not have much mean 

meaning if the learning process between teacher and 

students are not qualified. Curriculum components 

will live when carried out by qualified teacher. 

Teachers have important role to transform the 

educational input so that school will not increase the 

quality without an increase in teacher’s quality. 

Sahertian and Mataheru (2001) states that 

characteristics of teachers who have a high teaching 

quality are follows: a) working with individual 

students, b) preparation and planning for good 

teaching, c) utilization of lessons tools, d) involving 

students in learning experience, and e) active 

leadership of teacher. 

 

Education Quality: 

Langeveld (2003) sees education as adult effort 

to guide immature human to achieve maturity, as 

well as efforts to help children perform the duties of 

his life to be independent and responsible morally. 

Meanwhile, according to Henderson (2007), 

education is a combination of growth and human 

development with social heritage. Horne (2007) 
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defines education as a tool for social group to 

continue its existence, renew themselves and 

maintain their idealism. Based on various terms 

above, education quality in this research context 

refers to educational achievements of school in any 

given period of time. Djahar (2003) states that 

education quality is education that meets the 

eligibility standards of output achieved. School 

achievement can be a condition that cannot be held 

(intangible) such as the atmosphere of discipline, 

solidarity, mutual respect, cleanliness, etc. (Umaedi, 

1999). Another view related to education quality is 

proposed by Soenarya (2000), which states that 

education quality is achieved if it meets the 

following requirements: a) the teaching-learning 

process is ran  effectively, learners have meaningful 

learning process, supported by resources and 

conducive environmental education, b) learners 

demonstrate the ability of learning achievement 

level, knowing something and can do something 

functional as well as the results of education in 

accordance with demands of environment. Therefore, 

education quality can be defined as the process to 

optimize input, process and output holistically. 

Schools quality can be defined as the process to get 

optimal performance in academic and non-academic 

field. 

 

Research Hypothesis: 

Data show that education quality in Yapis 

education  still need to be improved based on aspects 

of academic achievement, extracurricular 

achievements, accomplishments and achievements of 

other national graduates. In addition, improvement of 

education quality is also needed for teacher’s 

performance who are directly or indirectly have 

significant effect on education quality. Teacher 

performance needs to be improved for quality of 

learning, teaching frequency quantity, efficient to use 

of learning methods and effective usage of teaching 

time. Teacher performance would be met if the 

competence and motivation can be improved. 

Teachers need to improve their competence through 

pedagogical, personality, social, professional and 

spiritual in teaching and learning activities. Work 

motivation can be increased through physiological 

needs, to get a sense of security, social needs, self-

appreciation and self-actualization to improve 

performance. Therefore, researcher identifies the 

relation of competence, motivation and infrastructure 

to teacher’s performance and quality of primary and 

secondary education in Yapis education of Jayapura. 

Based on above, conceptual framework of study 

is shown in Figure 1. The formulation of hypotheses 

are follows: 

H1: Competence significantly affect on teachers 

performance. 

H2: Motivation significantly affect on teachers 

performance. 

H3: Competence significantly affect on 

education quality. 

H4: Motivation significantly affect on education 

quality 

H5: Performance significantly affect on 

education quality 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Fig. 1: Conceptual of Model Research 

 

Methodology: 

Data: 

This research design is survey to examine 

characteristics or phenomena study object 

represented individual teacher at Yapis education of 

Jayapura. Data is collected randomly by 

questionnaires to 189 teachers in Yapis education of 

Jayapura. In addition, to further improves the 

respondent’s answers to research instrument, 

researcher also conducted interviews and 
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observations. Data is collected by direct visits and 

delivery by post from May to September 2014. This 

study uses explanatory approach based on a 

structural equation model to tests causal relationship 

between the variables hypothesis (competence, 

motivation, teacher performance, education quality). 

Population of Yapis teacher in Jayapura consists of 

SD / MI (224 people), SMP / MTs (70 people) and 

SMA / SMK / MA (64 people) with total 358 people. 

The number of samples is calculated by Taro 

Yamane formula (Ridwan & Akdon, 2006) below: 

n = N / (N.d2 + 1) 

Where  

n = number of samples,  

N = number of population 

d = precision of 5%.  

 

Total sample n = 358/358 (0.005 x 0.005) + 1 = 

188.91 rounded to 189 teachers. 

 

Measurement Instruments: 

The iIndicators are measured by questionnaire.  

Likert scale (Likert, 1961) five point are from "1" 

means "not very good" and "5" means "very good". 

Indicators and measurements are developed by 

adopting some research and relevant references. 

Before data collection, pre-test is performed to get 

feedback on accuracy and comprehensibility of 

measurement instrument. Therefore, the instruments 

used is adopted from various references, but it still 

can be recommended for use into a new 

measurement instrument. Technically, measurement 

instrument specifications is shown in Table 1. 

 
Table 1: Definition of operational variables and characteristics of measurement instruments 

Measurement Variables 
Indicators Item Adapted from 

Notation Description 

Teacher Competence (X1): Teacher’s 

ability in learning process for a certain 

period  
 

X1.1  Pedagogic competence  Gibson et al. 

(1989); 

Hellriegel et al. 
(1989); Junas 

(2009) 

X1.2  Personality competence 

X1.3  Social competence 

X1.4  Competence professional  

Teacher Work Motivation (X2): 

encouragement both from inside and 
outside of a teacher who can direct 

their behavior to teach rightly 

X2.1  Physiological requirement  Gibson et al. 

(1989);  Junas 
(2009); Natsir 

(2012) 

X2.2  Security 

X2.3  Social 

X2.4  Award requirements 

X2.5  Self-actualization 

Teacher Performance (Y): achieved 

work within a certain time in 
according with target 

 

Y1  Targeted learning materials and their ability to master the 

basic concepts of science 

Shakanawi 

(2008); 
Maklassa (2012) Y2  Ability to manage teaching and learning program 

Y3  Ability to manage class 

Y4  Ability to use media and learning resources 

Education quality (Z): the result of a 

series of educational activities that 
occurred at school during the learning 

process  

 

Z1  Academic achievement  William (2005); 

Maklassa (2012) Z2  Extracurricular achievement 

Z3  Graduates Achievement 

Z4  National achievement 

 

Validation And Reliability Measurement: 

Descriptive statistics and Structural Equation 

Modeling (SEM) are used to analyze the data. 

Descriptive statistical analysis is used to describe or 

depict the collected data without intention to make 

general conclusions (Sugiyono, 2002).Hypotheses 

are tested by AMOS 16.0 (Solimun, 2002). Initial 

test is used to ensure the validity of data that do not 

deviate from the intended validity figure (Arikunto, 

2006). Validity indicator is t count> 1.96. Reliability 

test is used to ensure that instrument is able to reveal 

the valid data (Arikunto, 2006). Cronbach alpha of 

reliability test (α) is greater than 0.60 (Maholtra, 

1990). Table 2 shows that instrument is very reliable 

and valid based on statistical test because it exceeds 

the required minimum of threshold value. 

 
Table 2: Validity, reliability and fitness of models (data n = 189) 

Estimator    Description 

Competence (X1) Indicator  X1.1 X1.2 X1.3 X1.4   

Loading factor 0.655 0.592 0.676 0.599  Valid 

Reliability 0.830 0.842 0.831 0.832  Reliable 

Work motivation of 
teacher 

(X2) 

Indicator  X2.1 X2.2 X2.3 X2.4 X2.5  

Loading factor 0.527 0.876 0.569 0.616 0.290 Valid 

Reliability 0.835 0.827 0.837 0.832 0.825 Reliable 

Teacher 

performance (Y) 

Indicator  Y1 Y2 Y3 Y4   

Loading factor 0.674 0.703 0.682 0.644  Valid 

 Reliability 0.826 0.828 0.823 0.824  Reliable 

Education Quality Indicator  Z1 Z2 Z3 Z4   

Loading factor 0.641 0.705 0.756 0.693  Valid 

(Z) Reliability 0.830 0.829 0.825 0.826  Reliable 

Confirmatory Factor Analysis: 
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Feasibility test of structural models is tested by 

structural equation modeling (SEM) and AMOS 16.0 

statistical software with applying of maximum 

likelihood method (Anderson and Gerbing, 1988). It 

is conducted to determine the suitability of data and 

observations results are built and estimated by using 

the standardized regression weights. Structural model 

is fit if chi-square small and non-significant on α = 

0.05; probability values ≥ 0.05; CMI / DF ≤ 2.00; 

GFI, AGFI, TLI, CFI and NFI ≥ 0.90; and RMSEA ≤ 

0.80. Results of confirmatory factor analysis showed 

the fit models is very good, as shown in Table 3. 

 
Table 3: Results of goodness of fit measurement 

Criteria  Model Result 
Cut-off 
Value 

Desc. Criteria  Index Fit 
Cut-off 
Value 

Desc. 

Chi-square 113.273 Small Good GFI 0,934 ≥ 0,90 Good 

Probability 0.124 ≥ 0,05 Good AGFI 0,896 ≥ 0,90  Good 

RMSEA 0.025 ≤ 0,08  Good CFI 0.985 ≥ 0,90 Good 

CMIN/DF 0.030 ≤ 2,00 Good TLI 0,979 ≥ 0,90 Good 

 

Research Findings: 

Hypotheses relationship were tested by AMOS 

16. Table 4 and Figure 2 shows that hypothesis 

majority relations are a significant at 95 percent 

level. Test results show that variables of teacher 

competence and motivation have significant positive 

and direct effect on performance of each teacher with 

a p-value of 0.011 and 0.023. Similarly, teacher’s 

performance has a positive and significant direct 

effect on education quality with p-value of 0.000. 

Adversely, teacher competence has a significant 

negative effect on education quality with p-value of 

0.027. Competence and motivation through 

performance as intervening variable has no effect on 

education quality with p-value 0.100. Table 4 show 

that improving the education quality revealed that 

nearly 95 percent of variance can be explained by 

effect of competence and motivation of teachers. 

This reinforces the conceptual model that 

competence and motivation affect on teachers 

performance and education quality. 

 
Table 4: Test result the relationship between variables  

 IndependentVariabel InterveningVariabel DependentVariabel 
Direct 
Effect 

Indirect 
Effect 

C.R P-Value Description 

H1 Teacher’s competence - 
Teacher’s 

performance  
0,213 - 2,268 0,011 Significant 

H2 Teacher’s motivation - 
Teacher’s 

performance 
0,259 - 2,549 0,023 Significant 

H3 Teacher’s performance - Education quality 0,811 - 6,426 0,000 Significant 

H4 Teacher’s competence - Education quality -0,196 0,173 -2,210 0,027 Significant 

H5 - Teacher’s performance Education quality 0,133 0,210 1,644 0,100 Insignificant 

 

 
 

Fig. 2: Diagram of structural equation model 
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RESULTS AND DISCUSSION 

 

Effect of Competence on Teacher Performance: 

Competence has a significant and positive effect 

on teachers performance with a p-value = 0.011 and 

coefficient of 0.213. It shows that teacher’s 

competence in form of pedagogical, personality, 

social and professional support to improve teacher 

performance. Effect of competence on teacher 

performance is supported by Burdegent (2007) that 

improving the competence can improve performance. 

Wallace (2007) also states that value-added of 

intangible pedagogic competence, personality, social, 

professional and spiritual can improve performance. 

This correlates with potential theory proposed by 

Allince (2008), that competence is an important 

potential of performance. Wisdom theory by Norton 

(2008) suggests that competence is foundation to 

improve performance. This study support previous 

studies of Stephen William (2005), Paul Schimmith 

(2008), Kwelju Jonah (2009) that competence affects 

on performance improvement. Competency level of 

human resources largely determines the performance. 

 

Effect of motivational on teacher’s performance: 

Motivation has a significant positive effect on 

teachers performance with p-value = 0.023 at 

coefficient of 0.259. This suggests that physiological 

needs, safety, social, respect and self-actualization 

support to improve teacher performance. These 

findings support the needs hierarchy theory of 

Maslow's in Handoko (2004) that humans are 

motivated to meet the basic needs ranging from the 

lowest of psychological needs, safety, social 

interaction, an award until the highest of self-

actualization. Theory X and Y from Herzberg in 

Rival (2004), states that human motivation is 

affected by factor X and Y of intrinsic and extrinsic 

motivation. These include compensation, work 

environment improvement, promotion, job 

responsibility and work control. Relation with 

education world is choice in face of dynamics of 

teaching and learning in schools. Motivation is 

needed by teachers in promoting and encouraging 

him to face work dynamics to improve performance. 

These findings support the research results of 

William (2005), Paul Schimmith (2008), Miako 

Shakanawi (2008) and Kwelju Jonah (2009) that 

motivation in each activity is indispensable as a spirit 

of self and other to meet the needs, achievements, 

expectations, and responsibilities of each individual 

in an effort to improve the performance. 

 

Effect of Competence on Education Quality: 

Teacher performance has a significant positive 

effect on education quality with a p-value = 0.000 

and coefficient=0.811.This shows that to support the 

improvement of education quality, every teacher 

should demonstrates the competence through 

learning materials and their mastery of basic 

concepts of scientific, teaching and learning program 

management, classroom management and media and 

learning resources usage. This finding is supported 

by theory of job quantity, quality, efficiency and 

affectivity. In addition, relevant to several previous 

studies including Stoone (2008) which states that 

quality of work is the result of optimal performance. 

Waltmore (2008) states that quality and performance 

assessment is a measure of success, including 

Furtwengler (2004) which states that quality of work 

is a tangible result of performance achievement. It 

can be argued that better quality educational relates 

to performance-oriented of educators who always 

seeks optimal results as teacher professional. 

 

Effect of Motivation on Education Quality: 

Motivation has a significantly and negative 

effect on education quality with p-value = 0.027 and 

coefficient = -0196. This value indicates that high 

motivation does not relate to learning process to 

improve the education quality. This finding is in line 

with workability theory, quality work theory, and 

work achievement theory. Jeelsy (2003) states that 

work is the result of individual ability with the 

motivation. Selvest (2005) states that motivation is a 

source of work quality, and Bullhead (2006) states 

that motivation is a key achievement of quality 

employment. William (2005), Paul Schimmith 

(2008) and Kwelju Jonah (2009) principally provide 

adverse recommendations of this study that 

motivation of human resources becomes essential 

and a major prerequisite to improve the education 

quality. Higher motivation in an organization can 

create negative contribution to education quality. 

 

Effect of Performance on Education Quality: 

Performance has no significant effect on 

education quality with p-value = 0.100. Several 

previous studies of William (2005), Miako 

Shakanawi (2008), and Kwelju Jonah (2009) provide 

recommendations that performance in any work 

activities is indispensable as a spirit of self and other 

to be able to meet the needs, achievements, hopes 

and work responsibilities to improve the education 

quality. But in fact, this study results indicate that 

performance of teachers have not been able to boost 

the education quality, particularly in Yapis education 

of Jayapura. 

 

Conclusions: 

This study results have a number of important 

practical implications for school management to give 

emphasis on consistency in efforts to improve the 

education quality, especially in aspect competence 

and motivation of teachers. Schools management are 

recommended to further improve the teacher’s 

performance who will ultimately improve the 

education quality. More attention should be given to 

competence and motivation of teachers 

simultaneously and continuously. This study 
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limitation was only involves aspects of competence, 

motivation and teachers performance and sampled 

only at school in Yapis education of Jayapura - 

Indonesia, so these findings may not be generalizable 

to other schools. Further study is recommended to fill 

this gap by involving other aspects to improve 

education quality, including making comparisons 

with other schools to add further insight. 
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