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ABSTRACT
Keywords: Teacher performance is essential to educational quality, yet
Work Motivation;

School Culture; J . Cq . . .
Teacher Performance qualifications and financial incentives may not fully explain teachers’

differences in professional performance indicate that formal

effectiveness. Work motivation and school culture are important
individual and organisational factors, but their relative and shared

*Corresponding Author . . . s
P 8 contributions to teacher performance require further examination.

This study aimed to analyse the individual and joint relationships of
work motivation and school culture with teacher performance. A
quantitative approach with a cross-sectional correlational survey
design was employed, involving 88 teachers selected through
proportionate allocation and simple random sampling. Data were
collected using questionnaires and analysed through simple and
multiple linear regression. The findings revealed that work motivation
was positively associated with teacher performance, explaining
35.05% of its variance, while school culture explained 28.30%. Jointly,
the two predictors explained 37.95% of the variance, with a multiple
correlation coefficient of .616. Work motivation was the stronger
predictor in the joint model, while approximately two-thirds of the
explained variance was shared between the predictors. These findings
suggest that teacher motivation and school culture should be
addressed through integrated management strategies. School leaders
should strengthen professional motivation, collaborative practices,
and supportive working environments to improve teacher
performance.
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INTRODUCTION
The quality of teaching is one of the most consequential factors shaping
students” educational experiences and future opportunities. Teachers influence
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not only academic achievement but also student behaviour and long-term life
outcomes, making teacher performance a concern for schools, families, and
policymakers (Petek & Pope, 2023; Wu, 2024). However, the teaching profession
faces persistent challenges, including declining professional prestige, reduced
interest in entering the profession, and lower job satisfaction in the United States
(Abdullah, 2025; Achmad et al., 2025; Kraft & Lyon, 2024). In Indonesia, teacher
certification and professional allowances represent important policy measures
intended to strengthen professionalism, with recent studies associating
certification and financial rewards with teacher performance and satisfaction
(Mohzana & Zuana, 2025; Hardianto et al., 2025). Nevertheless, formal
qualifications and financial incentives alone do not guarantee consistent
performance. Understanding the motivational and organisational conditions
underlying teacher performance is therefore essential for improving educational
quality and public confidence.

Two theoretical perspectives provide a foundation for understanding
differences in teacher performance: self-determination theory and organisational
culture theory. Self-determination theory explains how motivation influences
behaviour, emphasising that autonomous motivation, grounded in personal
value and meaningful engagement, supports sustained effort and effective
performance (Thobroni, 2026; Yulis, 2025). In educational settings, motivated
teachers are more likely to invest effort in instructional preparation, classroom
management, and professional responsibilities. Organisational culture theory,
meanwhile, conceptualises school culture as shared values, norms, and practices
that guide members’ behaviour and establish expectations for collective work
(Harianto et al., 2026; Alzoraiki et al., 2024). A constructive school culture can
encourage collaboration, accountability, and professional commitment. These
perspectives suggest that teacher performance reflects both individual
motivation and organisational conditions. However, their relative contributions
remain insufficiently clarified when both variables are examined simultaneously
within the same institutional context.

Despite policy efforts to improve teacher professionalism, unequal
performance remains a practical concern, particularly in educational institutions
expected to fulfil multiple academic and moral responsibilities. This challenge is
especially relevant to state Madrasah Aliyah, where teachers must deliver the
national curriculum while supporting students’ religious and moral
development. Families consequently expect these institutions to provide
academic competence alongside meaningful character formation (Furqon et al.,
2026; Zakariyah, 2024). Previous research indicates that teacher performance in
Islamic educational institutions is associated with leadership, working
environments, religiosity, and work ethic, suggesting that professional
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effectiveness depends on conditions extending beyond certification and
remuneration (Haekal et al., 2023; Siregar et al., 2023). When these conditions are
inadequate, instructional quality and students’ educational experiences may
suffer. The central problem is therefore understanding why teachers operating
under similar formal employment arrangements demonstrate different levels of
performance and identifying organisational and motivational factors that may
explain these differences.

Research on work motivation has produced substantial evidence of its
relationship with teacher performance, although the findings are not entirely
consistent across contexts. Among private school teachers in Pakistan,
motivation significantly predicted job performance (Kumari & Kumar, 2023). In
Indonesian vocational schools, motivation and professional development helped
explain how managerial support and working conditions influenced teacher
performance (Elnurianda et al., 2025; Kholifah et al., 2024). Similarly, motivation
predicted performance and mediated the relationship between principal
leadership and teacher performance in a state Islamic junior high school
(Hasiana, 2024; Sarinah et al., 2024). Research involving state Madrasah Aliyah
teachers in Banten also identified positive effects of work motivation, classroom
management, and assessment competence on performance (Rudiana et al., 2026;
Nugraha et al., 2026). However, Podsakoff et al. (2024) found that work discipline
predicted performance among madrasah teachers in East Java, whereas work
motivation did not. These findings indicate that motivational effects require
further contextual examination.

Studies of school culture likewise demonstrate its relevance to teacher
performance and related professional outcomes. Research in Yemeni public
schools found that positive school culture predicted teaching performance and
partially mediated the influence of transformational leadership (Alzoraiki et al.,
2024). In Indonesia, organisational culture influenced contextual performance
among elementary teachers (Widodo, 2024), while research among secondary
teachers linked culture with job satisfaction and organisational commitment (Ali
et al., 2026). Other studies indicate that these relationships may operate through
individual psychological conditions. In Algeria, school culture influenced
curriculum implementation commitment directly and indirectly through self-
efficacy and job satisfaction (All Hasanah, 2026; Boudouaia et al., 2024). In rural
West Java, its relationship with teachers’ interest in teaching operated through
life satisfaction (Umasugi et al., 2026; Dahlan R et al, 2025). Workplace
spirituality predicted teacher motivation in Taiwan (Wu, 2024), while distributed
leadership improved teaching practices indirectly by expanding teacher
autonomy (Song & Hsieh, 2026). Nevertheless, the independent and shared
contributions of motivation and culture remain insufficiently distinguished.
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The principal research gap concerns how work motivation and school
culture contribute independently and collectively to teacher performance.
Existing studies frequently establish significant relationships between individual
predictors and performance without adequately determining how much
explanatory value each contributes after accounting for their overlap. This
limitation matters because motivated teachers may work within supportive
school cultures, making their effects difficult to separate. The present study
addresses this issue by examining both predictors within a single analytical
framework and comparing their individual and joint explanatory contributions.
It also extends the geographical scope of research on state Madrasah Aliyah by
focusing on Samarinda, East Kalimantan, whereas relevant previous studies have
primarily examined settings in Java and Sulawesi. Its novelty lies in integrating
two established explanatory perspectives, evaluating their relative contributions,
and investigating their relevance to teacher performance in a religiously oriented
public-school environment.

Accordingly, this study investigates three research questions: whether
work motivation influences teacher performance, whether school culture
influences teacher performance, and whether both variables jointly explain
teacher performance among teachers of state Madrasah Aliyah in Samarinda. The
underlying argument is that motivation and culture are complementary but
potentially unequal predictors. Work motivation is expected to demonstrate a
more immediate relationship with performance because teachers directly
translate their motivation into professional effort, whereas school culture
establishes shared expectations and conditions that may support or constrain that
effort. Based on this reasoning, three hypotheses are proposed: H1, work
motivation positively influences teacher performance; H2, school culture
positively influences teacher performance; and H3, work motivation and school
culture jointly influence teacher performance. Testing these hypotheses is
expected to clarify the relative importance of individual and organisational
factors for teacher performance and inform more targeted school improvement
strategies.

RESEARCH METHODS

This study employed a quantitative approach with a cross-sectional,
correlational survey design to examine the relationships between work
motivation, school culture, and teacher performance. This design was selected
because the research aimed to determine the strength, direction, and relative
contributions of naturally occurring variables without introducing experimental
treatments. Cross-sectional surveys are appropriate for examining associations
among measured variables, including in studies of teacher performance in state
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Madrasah Aliyah (Nugraha et al., 2026). However, causal interpretations depend
on the specific study design and its methodological limitations rather than the
design label alone (Savitz & Wellenius, 2023). Accordingly, this study focused on
statistical relationships, predictive effects, and explained variance rather than
definitive causal conclusions. The analysis examined the individual and joint
contributions of work motivation and school culture to teacher performance
within the institutional context of public Islamic senior secondary education.

The research was conducted at MAN 1 Samarinda, located in Samarinda
Ulu District, and MAN 2 Samarinda, located in Samarinda Ilir District, East
Kalimantan, Indonesia. These institutions were selected because they operate
under the same ministry and share broadly comparable staffing regulations and
accreditation status, helping maintain a relatively consistent institutional context.
Both schools have 18 learning groups, with approximately 820 students at MAN
1 and 970 at MAN 2. Nevertheless, their institutional profiles differ: MAN 1
emphasises vocational skills and research programmes, whereas MAN 2 offers
the national religious programme (MAN PK) and boarding facilities. These
characteristics provided a useful setting for examining teacher performance
across two public madrasahs. The population comprised 112 teachers, including
52 at MAN 1 and 60 at MAN 2. Following Lakens (2022), sample size was justified
before data collection using Slovin’s formula at a 5% margin of error, yielding 88
respondents selected through proportionate allocation and simple random
sampling: 41 from MAN 1 and 47 from MAN 2.

Data were collected primarily through self-administered questionnaires,

supplemented by observation and documentation. Observation provided
contextual information about daily school routines, while documentation
supplied institutional profiles and teacher lists used as the sampling frame. Three
closed-ended instruments employed four response categories: always, often,
seldom, and never. Work motivation (X1) was measured through productivity,
institutional loyalty, and discipline; school culture (X2) through obedience to the
Creator, good conduct (adab), care for the working environment, and
cooperation; and teacher performance (Y) through instructional planning,
implementation, and evaluation. Three senior lecturers in Islamic education
assessed content validity through expert judgement. Pilot testing involved
teachers from the target population who were excluded from the main sample.
Pearson item—total correlations were evaluated against a critical value of .30; all
24 motivation items and 25 performance items met the criterion, while one of 25
school culture items was removed. Cronbach’s alpha was used to assess internal
consistency, following Kalkbrenner (2023), with reliability results presented in
Table 1.
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Data analysis was conducted using SPSS in three stages. First, regression
assumptions were assessed through the Kolmogorov-Smirnov test for residual
normality, linearity tests, tolerance and variance inflation factors for
multicollinearity, and homoscedasticity assessment. Second, simple linear
regression tested H1 and H2, examining the individual relationships of work
motivation and school culture with teacher performance at a significance level of
.05, with 86 degrees of freedom. Third, multiple linear regression tested H3 using
the F test at a = .05, with 2 and 85 degrees of freedom, while the coefficient of
determination (R%) measured the joint explanatory contribution. To distinguish
the predictors’ contributions, the joint R? was compared with each single-
predictor R2. The incremental R? represented each predictor’'s unique
contribution, while the remaining explained variance represented their shared
contribution. Because all variables were self-reported by the same respondents at
one time, potential common method bias was considered when interpreting the
coefficients (Podsakoff et al., 2024). Participation was voluntary, and responses
were analysed anonymously.

RESULTS AND DISCUSSION
Results
Instrument Validity and Reliability

The validity and reliability of the research instruments were assessed
before conducting the main statistical analyses. The item-validity assessment
showed that all work motivation and teacher performance items met the
specified validity criterion, whereas one school culture item was excluded.
Cronbach’s alpha was calculated to evaluate the internal consistency of each
instrument.

Table 1. Validity and Reliability of the Research Instruments

Variable Items tried out Items retained Cronbach’s a
Work motivation (X1) 24 24 952
School culture (X2) 25 24 951
Teacher performance (Y) 25 25 .908

Table 1 shows that the work motivation instrument retained all 24 items,
the school culture instrument retained 24 of 25 items, and the teacher
performance instrument retained all 25 items. Cronbach’s alpha coefficients were
952, .951, and .908 for work motivation, school culture, and teacher performance,
respectively. All coefficients exceeded the .70 criterion, indicating satisfactory
internal consistency across the three instruments.
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Regression Assumption Tests

The assumptions underlying the regression analyses were examined
before hypothesis testing. The assessments covered residual normality, linearity,
multicollinearity, and homoscedasticity. The results are summarised in Table 2.

Table 2. Results of the Regression Assumption Tests

. Model / .. . .
Assumption . Result Criterion Decision
variable
Normality of residuals X1 Y p=.484 p>.05 Normal
X2 =Y p=.844 p>.05 Normal
X1, X2 =Y p=.892 p>.05 Normal
Linearity (deviation) X1 =Y p = .400 p>.05 Linear
X2 =Y p=.484 p>.05 Linear
. . . Tolerance = .529; VIF =
Multicollinearity X1, X2 1.891 >.10; <10 Absent
Heteroscedasticity X1 p=.898 p>.05 Absent
X2 p=.776 p>.05 Absent

Table 2 indicates that all reported assumption tests met their respective
criteria. The residual normality tests produced significance values of .484, .844,
and .892 for the work motivation, school culture, and joint models, respectively.
The linearity tests yielded p = .400 for work motivation and p = .484 for school
culture. The joint model produced a tolerance value of .529 and a VIF of 1.891,
both within the specified limits. The heteroscedasticity tests were non-significant
for work motivation (p = .898) and school culture (p = .776). These results
indicated no detected violations of the reported regression assumptions and
supported proceeding with the planned analyses.

Individual Relationships Between the Predictors and Teacher Performance

Simple linear regression was conducted to examine the relationship
between each predictor and teacher performance separately. The regression
coefficients, test statistics, correlations, and coefficients of determination are
presented in Table 3.

Table 3. Simple Linear Regression of Teacher Performance on Each Predictor

Predictor Constant B SE B t r R2 (%)
Work motivation (X1) 43.570 0.487 0.072 592 6.804* 592 35.05
School culture (X2) 41.998 0.503 0.086 532 5.827* 532 28.30

Note: p < .001; critical t (o =.05, df = 86) = 1.988. Dependent variable: teacher performance (Y); n=88.

Journal of Educational Management Research Vol. 05 No. 05 (2026) : 5837-5852 5843
Available online at https://serambi.org/index.php/jemr



Table 3 shows that work motivation had a positive relationship with
teacher performance, with r = .592 and t = 6.804. Its regression equation was Y =
43.570 + 0.487X1, and its coefficient of determination was 35.05%. School culture
also had a positive relationship with teacher performance, with r =.532 and t =
5.827. Its regression equation was Y = 41.998 + 0.503X2, and its coefficient of
determination was 28.30%. Both t values exceeded the critical value of 1.988, and
both relationships were statistically significant at p < .001. Work motivation
therefore accounted for 6.75 percentage points more variance in teacher
performance than school culture when each predictor was examined separately.
The results supported H1 and H2.

Joint Relationship Between Work Motivation, School Culture, and Teacher
Performance

Multiple linear regression was conducted to estimate the relationship
between both predictors and teacher performance when they were included in
the same model. The results are presented in Table 4.

Table 4. Multiple Linear Regression of Teacher Performance on Work Motivation
and School Culture

Term B SE B t P
Constant 36.180 6.728 - 5.377 <.001
Work motivation (X1) 0.352 0.097 428 3.644 <.001
School culture (X2) 0.225 0.111 .238 2.029 .046

Model statistics: R = .616; R? = .380; adjusted R? = .365; standard error of the estimate = 4.788; F(2, 85) =
25.994; critical F = 3.10. Dependent variable: teacher performance (Y); n = 88.

Table 4 shows that the overall regression model was statistically
significant, with F(2, 85) =25.994, exceeding the critical value of 3.10. The multiple
correlation coefficient was .616, and the model explained approximately 37.95%
of the variance in teacher performance. The adjusted R? was .365. The estimated
regression equation was Y = 36.180 + 0.352X1 + 0.225X2. Both predictors had
positive coefficients when entered simultaneously. Work motivation had a
standardised coefficient of 3 = .428 (p <.001), while school culture had 3 =.238 (p
=.046). Thus, both predictors retained statistically significant relationships with
teacher performance, although the standardised coefficient for work motivation
was larger. The overall model supported H3.

Decomposition of Explained Variance

To distinguish the unique and shared contributions of the two predictors,
the R? values from the separate regression models were compared with the R? of
the joint model. The results are presented in Table 5.
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Table 5. Decomposition of the Variance in Teacher Performance Explained by the

Joint Model
. . Share of variance in Y Share of explained
Source of explained variance .
(%) variance (%)
Unique to work motivation 9.65 254
Unique to school culture 2.90 7.6
Shared by both predictors 25.40 66.9
Total explained (R?) 37.95 100.0

Note: Unique contributions represent the increase in R? when each predictor is added to a model containing
the other predictor. The shared contribution is calculated as 35.05% + 28.30% — 37.95%.

Table 5 shows that work motivation contributed 9.65 percentage points of
unique explained variance, equivalent to 25.4% of the variance explained by the
joint model. School culture contributed 2.90 percentage points uniquely,
equivalent to 7.6% of the explained variance. Their shared contribution was 25.40
percentage points, representing 66.9% of the total explained variance. Together,
these components accounted for 37.95% of the variance in teacher performance.
The remaining 62.05% was not explained by the two predictors included in the
model.

Work motivation r=.592; R*=35.05%
(%) B=.428, p<.001

Teacher performance

()

+——————>
B
o~
~0

Joint model: R =.616
School culture r=.532; R?=28.30% R? = 37.95%; F = 25.994
(X2) B=.238, p=.046

Figure 1. Work Motivation and School Culture as Predictors of Teacher
Performance

Figure 1 presents the relationships between work motivation, school
culture, and teacher performance, including the individual correlations,
standardised coefficients in the joint model, and overall model statistics. Work
motivation was associated with teacher performance at r =.592, with R? = 35.05%
in the separate model, and had a standardised coefficient of 3 =.428 (p <.001) in
the joint model. School culture was associated with teacher performance at r =
532, with R? = 28.30% in the separate model, and had a standardised coefficient
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of 3 =.238 (p =.046) in the joint model. The correlation between the two predictors
was approximately .69. The joint model yielded R = .616, R? = 37.95%, and F =
25.994.

Discussion

The finding that work motivation was positively associated with teacher
performance and independently explained 35.05% of its variance is consistent
with self-determination theory, which emphasises the importance of
autonomous motivation for sustained effort and effective performance. It also
aligns with evidence from Pakistan and Indonesia showing that motivation
significantly predicts teacher performance (Kumari & Kumar, 2023; Kholifah et
al., 2024). The result closely resembles findings from state Madrasah Aliyah in
Banten (Nugraha et al., 2026), although it differs from Lazarides et al. (2025), who
reported no significant relationship. Differences in sample size and institutional
context may contribute to the contrasting findings, but this explanation requires
further testing. Theoretically, the present result reinforces work motivation as an
important individual-level predictor of teacher performance, even where formal
employment conditions are relatively similar.

School culture independently explained 28.30% of the variance in teacher
performance, supporting the proposition that shared norms, institutional values,
and established practices are associated with professional behaviour (Widodo,
2024; Alzoraiki et al.,, 2024). This finding is consistent with research linking
organisational culture to contextual performance among Indonesian elementary
teachers. In state Madrasah Aliyah, school culture also has a religious and moral
dimension, reflected in institutional expectations concerning conduct,
cooperation, and religious commitment. Previous research has linked religiosity
and work ethic with teacher performance in state Madrasah Aliyah (Haekal et al.,
2023), while workplace spirituality has been identified as an important predictor
of teacher motivation in Taiwan (Wu, 2024). The present findings extend this
literature by demonstrating the relevance of school culture to teacher
performance in public Islamic secondary education. They also complement
evidence connecting organisational culture with job satisfaction and
organisational commitment (Ali et al., 2026; Podsakoff et al., 2024).

The principal contribution emerges from the joint model, which explained
37.95% of teacher performance variance, only 2.90 percentage points more than
work motivation alone. Approximately 66.9% of the explained variance was
shared by the two predictors. This overlap suggests that motivation and school
culture do not provide entirely independent statistical explanations of
performance. The pattern is consistent with research indicating that school
culture relates to teachers’ commitment through self-efficacy and job satisfaction
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(Boudouaia et al., 2024), and to teaching interest through life satisfaction (Dahlan
R et al., 2025). Likewise, distributed leadership has been associated with
improved teaching practices through greater teacher autonomy. These findings
support the theoretical proposition that individual motivation and organisational
conditions are interconnected. However, the present cross-sectional design
cannot establish the direction of this relationship or demonstrate mediation
(Savitz & Wellenius, 2023; Song & Hsieh, 2026).

The relative contributions of the predictors provide further insight into
their relationship with teacher performance. When both variables were included
in the model, work motivation remained the stronger predictor (3 =.428, p <.001),
compared with school culture (3 =.238, p =.046). Its unique contribution was 9.65
percentage points, compared with 2.90 percentage points for school culture. This
distinction advances previous research that has often reported individual and
joint associations without separating unique and shared explained variance. It
also responds to the need for more research on the processes connecting teacher
motivation with professional behaviour and school conditions (Lazarides et al.,
2025; Savitz & Wellenius, 2023). Theoretically, the findings are consistent with
the proposition that motivation is more proximal to performance, while school
culture provides a broader organisational context. Nevertheless, the variance
decomposition is statistical evidence of overlap, not proof that culture affects
performance through motivation.

Practically, the findings suggest that school improvement strategies
should integrate teacher motivation with the everyday experience of school
culture rather than treat them as separate management priorities. Principals
could strengthen both through collaborative lesson planning, transparent task
allocation, supportive working environments, and recognition based on
professional contribution rather than seniority (Siregar et al., 2023; Hardianto et
al., 2025). In religious schools, institutional values may be more meaningful when
reflected consistently in leadership practices, collegial relationships, and
instructional responsibilities. Supervisors and the Ministry of Religious Affairs
could also interpret teacher performance assessments alongside indicators of
motivation and organisational conditions, avoiding explanations that attribute
poor performance solely to individual shortcomings. Teacher development
should combine technical training with opportunities to strengthen autonomy,
competence, and professional relatedness (Haekal et al., 2023; Kholifah et al.,
2024). These approaches offer a practical basis for more integrated professional
development and school management.

Several limitations should guide interpretation and future research. The

sample comprised 88 teachers from two state madrasahs in one city, limiting

generalisation to private madrasahs and other regions. Furthermore, all three
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variables were self-reported by the same respondents at one point in time,
potentially inflating correlations and shared variance. The model also left 62.05%
of teacher performance variance unexplained. In the wider dataset, adding
principal leadership increased the explained variance to 40.58%, suggesting that
classroom management, assessment competence, workload, supervision, and
student characteristics merit further investigation (Nugraha et al., 2026;
Podsakoff et al., 2024). Future research should use larger multisite samples,
combine teacher reports with supervisor assessments and classroom
observations, and employ longitudinal or multilevel designs. Formal mediation
analyses could examine whether motivation mediates the relationship between
school culture and performance. Such approaches would help distinguish
overlapping associations from the mechanisms underlying teacher effectiveness.

CONCLUSION

This study demonstrates that work motivation and school culture are
positively associated with teacher performance in state Madrasah Aliyah, with
work motivation explaining 35.05% of the variance, school culture explaining
28.30%, and both variables jointly explaining 37.95% (R = .616). The most
important lesson is that individual motivation and organisational culture should
not be treated as entirely separate determinants, as approximately two-thirds of
the explained variance was shared between them. The study contributes to
educational management scholarship by distinguishing the unique and shared
explanatory contributions of these predictors, thereby providing a more nuanced
understanding of teacher performance in Islamic educational institutions.
However, the findings are limited by the relatively small sample of 88 teachers
from two madrasahs in one city, the reliance on self-reported data, and the cross-
sectional design, which prevents definitive causal conclusions. Future research
should involve larger, geographically diverse samples, incorporate independent
performance assessments, and test the potential mediating role of work
motivation. Practically, school principals, supervisors, and policymakers should
integrate motivation-building initiatives with a supportive, collaborative, and
values-oriented school culture while complementing financial incentives with
professional development, fair management practices, and improvements to
teachers” working environments.
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