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Introduction 

Teacher Performance is factor to product good quality in teaching and education that will implicate 
ouput quality of education after pasiing at school
Negeri Sawahlunto city obtained a picture that some teachers are less concerned
learning.It is seen from the frequency of teachers using the same tools and learning media every semester 
and make the varians method but in reality in the process of teaching and learning the teacher just do the one 
method. That result can not stimulate students' interest in learning.
rewards by principals for outstanding teachers.
employees(Damayanti, 2013; Hidayat, 2016)
2012; Mustika, 2014; Posuma, 2013; Riyadi, 2011; Suwati, 2013)
that affecting performance are commitment and compensation.
performance is compensation and work commitment.
compensation of non-material incentives
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and Work Commitment With Teacher Performance

 
Tia Ayu Ningrum1 

 

 ABSTRACT  

 The background of the research because there is poor performance of teachers. 
And the purpose of this research iss to see the relationship between non 
material incentive and work commitment with teacher performance. This 
research is a correlational quantitative research. The result of data analysis 
showes 1) The performance of teachers is in good category with achievement 
level 78,5%; 2) Non material incentive is in good category with achievement 
level 75,6%, 3) Commitment work is in good category with achi
72%, 4) There is significant relation between giving non material incentive and 
work commitment with teacher performance. Based on the calculation results 
of correlation test between non-material incentive variable with teacher 
performance is obtained 𝑟count equal to 0.248 while 𝑟
non material incentive with work commitment variable is obtained 
to 0,426 while 𝑟table is 0,235. Work commitment variable with teacher 
performance is obtained 𝑟count equal to 0,314 while 
relation of giving non-material incentive and work commitment with teacher 
performance is obtained 𝑟count  0.338 while 𝑟table is 0,235.  So that, there is 
relation  between giving non material incentive and 
teacher performance. 

 
© 2018 The Authors. Published by Redwhitepress
This is an open access article under the CC BY
(https://creativecommons.org/licenses/by-nc-sa/4.0/

Teacher Performance is factor to product good quality in teaching and education that will implicate 
ouput quality of education after pasiing at school(Karweti, 2010).  Based on the observations at SMK 

Sawahlunto city obtained a picture that some teachers are less concerned about the implementation of 
learning.It is seen from the frequency of teachers using the same tools and learning media every semester 

make the varians method but in reality in the process of teaching and learning the teacher just do the one 
can not stimulate students' interest in learning. This condition is influenced by giving the 

rewards by principals for outstanding teachers. The reward is influence to the performance of 
(Damayanti, 2013; Hidayat, 2016). Then, the compensation effect to performance

2012; Mustika, 2014; Posuma, 2013; Riyadi, 2011; Suwati, 2013). And (Murty, 2014; Prihantoro, 2012)
that affecting performance are commitment and compensation. So it can be seen that 

and work commitment. And in this study the researchers wanted to see the 
material incentives and work commitment to performance. 
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Teacher Performance is factor to product good quality in teaching and education that will implicate to 
.  Based on the observations at SMK 

about the implementation of 
learning.It is seen from the frequency of teachers using the same tools and learning media every semester 

make the varians method but in reality in the process of teaching and learning the teacher just do the one 
This condition is influenced by giving the 
is influence to the performance of 

Then, the compensation effect to performance(Dhermawan, 
(Murty, 2014; Prihantoro, 2012) said 

 factors that affect teacher 
And in this study the researchers wanted to see the 
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Method 
This research is a correlational research that is looking at the relationship between non material 

incentive and work commitment with teacher performance at SMK Negeri Kota Sawahlunto. The population 
in this study is all teachers of SMK Negeri Kota Sawahlunto which amounted to 131 people. The sample was 
taken based on the Slovin formula using proportional stratified random sampling technique and obtained a 
sample of 70 people . The research instrument used is a Likert scale questionnaire with five choices of answers 
that have been tested.Validity and reliability use the help of SPSS version 16.0.In this study to test the 
requirements analysis of the normality test and hypothesis testing. 

 
Results and Discussions 

Description of Teacher Performance Data  
 

From the table, it is known that the quality indicators are in category good with the level of 
achievement of 78,5%. The quantity indicators is in good categories with levels of achievement 78.4% . 
And punctuality indicators is in good categories with levels of achievement 7 8%.An indicator of the 
effectiveness is in good categories with the level of achievement of 78.6. So we can conclude 
k inerjaaverage overall teacher in the category d ith both achievement levels 7 8 5%. 

 
Table 1. AchievementIndicator Level ofTeacher Performance  Variable 

No Indicator Average Level of 
Achievement 

Category 

1 Quality 3.94 78.8 Good 
2 Quantity 3.92 78.4 Good 
3 Punctuality 3.90 78 Good 
4 Effectiveness 3.93 78.6 Good 
Average  3.92 78.5 Good 

  
But the percentage has not reached the category very well, which means the need for an increase in 

teacher performance in SMK Negeri Kota Sawahlunto. Teachersperformanceneeds to be improved through 
the quality of work, quantity, punctuality and effectiveness of use of resources better. From the research results 
obtained indicator of accuracy times has the lowest achievement level. Therefore, the indicators of timeliness 
need to be considered again with the expectation of teachers able to improve its performance through 
increased timeliness in carrying out the task. 

Performance is important to help the achievement of planned goals, because performance is the result of 
work. (Wibowo, 2011) said that the performance is an implementation of the plan that has been prepared 
previously in the organization. Based on these opinions, it can be said that if there is not performance then 
all plan that has been prepared in organiasi will not be implemented, so that organizational goals will not be 
achieved. 

Teacher performance is very important for school continuity. Thus the workings displayed by the 
teacher and the work of the teacher will support the success of the school and bring the school in achieving the 
goal. Teacher performance is low not only gives impact to the teacher's performance, but it also shows that the 
organization goals that have been set not achieved well. However the work program and teaching methods are 
well planned, the success of a school lies in the teacher performance. So what should be done to improve the 
performance of teachers is to improve the quality of work , timeliness , and effectiveness of resource 
use. Given the good performance of teachers, the school's goalswill be achieved optimally. 
  
Description of Non-Material Incentive Data 

 
From table, it can be seen that the award indicator is in good category with the achievement level 74 , 

6 %, the indicator of praise is in good category with the achievement level of 76,6%. So it can be concluded 
that the average non-material incentive overall is in good category with achievement level 75 , 6 %. However, 
the percentage has not reached the high category which means there is an need to increase the provision of 
non-material incentives by the principal at SMK Negeri Kota Sawahlunto. 
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Table 2. Achievement Indicator Level of Non-Material Incentive  Variable 

No Indicator Average Level of 
Achievement 

Category 

1 appreciation 3.73 74.6% Good 
2 Praise 3.83 76.6% Good 
Average  3.78 75.6% Good 

 
This suggests that the granting of non-material incentives by principals needs to be increased again 

through the provision of appropriate rewards and praise to achieve optimal results. Moreover, from the 
research results indicate that the award indicator got the lowest score. To that end, the principal needs to 
improve the provision of non-material incentives through giving appropriate rewards in order to improve 
teacher performance and work commitment. 

According to (Sarwoto, 2010)non-material incentives are the power of peransang given to employees in 
the form of appreciation, inauguration based on his work performance. These non-material incentives may 
include, either oral or written praise, awarding of award certificates, formal titling. Non-material incentives 
can be provided in various forms. They are (1). Guaranteed good communication between superiors and 
subordinates, (2) Availability of entertainment, education and training, (3) The existence of awards in the form 
of recognition of work performance, (4) Giving praise both orally and in writing, (5) The existence of gratitude 
both formally and non formally. 

Providing non-material incentives by school principals is essential to improve teacher performance and 
work commitment. With the existence of non-material incentives are adequate to make the teachers feel more 
appreciated his dedication as an educator, so it would be encouraging teachers to be more accountable to the 
task in hand. Thus the provision of non-material incentives through the provision of awards and praise 
sufficient to encourage performance improvement and work commitment of teachers. 

 
Description of Work Commitment Data 

    
From the table, it is known that the engagement indicators are in good category with the achievement 

level of 71.8%.The loyalty indicator is in good category with the achievement level of 72% and the indicator of 
responsibility in the good category with the achievement level of 72%. So it can be concluded that the overall 
work commitment overall is in good category with 72% achievement level. 

 
 Table 3. Achievement Indicator Level of Work Commitment 

No Indicator Average Level of 
Achievement 

Category 

1 Involvement 3.59 71.8% Good 
2 Loyalty 3.6 72% Good 
3 Responsible 3.6 72% Good 
Average  3.60 72% Good 

             
But the percentage has not reached the category very well, which means the need for an increase in 

teacher work commitments in SMKN Sawahlunto City. Teacher work commitment needs to be improved 
through better engagement, loyalty and responsibility. From the research result, the engagement indicator has 
the lowest achievement level. Therefore, the engagement indicator needs to be considered again with the 
expectation of teachers able to increase their work commitment through increased involvement in carrying out 
the task. 

From the above description that needs to be done in increasing the work commitment is to increase 
the involvement in carrying out tasks, have loyalty to the task and organization. It have also a great 
responsibility on the implementation of the task. With a high work commitment, the achievement of school 
goals and national education objectives to be optimal. Organizational commitment is important to 
the organization because: (1) it is influential to turnover employees, (2) it is relates to performance that 
assumes that employees who are committed to the company tend to develop greater effort on the enterprise 
((Morrison, 1997). And the steps that can be taken to increase commitment by (Armstrong, 2003), are as 
follows: (1) Involve employees in discussing the organization's goals and values, (2) talking to employees 
about what is happening and plan for the future that will affect them, (3) Involve the employee in establishing 
mutual expectations (both parties) so that they feel to own and implement those goals, (4) Take whatever steps 
to improve the quality of work, (5) Help the employee develops the skills and competencies to improve the 
ability to work both inside and outside the organization, (6) Do not give promises to give lifetime employment, 
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simply say that the organization will try to provide job opportunities , (7) A finally, when delivering any 
message to employees, always remember that their frame of mind is not always the same. 
  
  
The Relationship Of  Giving Non Material Incentive By Principal And Work Commitment With Teacher 
Performance 

Based on the results of the test persyar a tan analysis is the normality test, it is known that the values 
obtained by testing the normality greater than the significance level used (α = 0.05). This indicates that 
allthree variables have normal distributed data. This shows that the provision in tif cent non-material by the 
principal and co mitmen work with the teacher's performance has thus distributed data normal.Dengan 
normality of the data requirements for each variable's data analysis has been fulfilled. 

Based on the calculation of correlation test and correlation significance test, it can be concluded that 
there is a significant correlation between non material incentive and work commitment with teacher 
performance in Vocational High School of Negeri Sawahlunto at significance level 5% or at 95% confidence 

level. This is due to the acquisition of the correlation test, r count larger than r tables. It is r count = 0, 33 8>  table = 
0,235 at significance level 5% or at 95% confidence level. So also with the acquisition of test results 

significance correlation, where t count larger than t tables. It is t count = 2 , 11 > ttable = 2,000 at significance level of 
5% or at 95% confidence level. 

From the results of these calculations, the hypothesis that there is a significant relationship between 
non-material incentives with teacher performance can be accepted. This shows that one of the factors that 
affect teacher performance is non material incentive. This reinforces one of the expert's 
opinions, (Moeheriono, 2012) said a well-designed incentive program will be very useful because it can 
improve employee performance. The high performance of a teacher will be greatly influenced by the non-
material incentives provided by the principal.(Damayanti, 2013; Hidayat, 2016) said that the award affects 
the performance of employees. Then Armstrong (2003: 37) also said that one way to gain work commitment is 
to reward, assure that employees are rewarded fairly according to their contribution, using both financial and 
non-financial rewards. So it can be seen that non-material incentives have a relationship with 
performance. Based on the description, non-material incentives given by the principal have a close relationship 
with teacher performance. If the non-material incentives provided by the principal are in good category then 
the teacher's performance will be high. 

Aside from providing non-material incentives, commitment is also related to performance. This is 
known from the results of research and supported by previous research. (Dhermawan, 2012; Mustika, 2014; 
Posuma, 2013; Riyadi, 2011; Suwati, 2013) also states from the results of his research if the compensation 
effect on performance. And (Murty, 2014; Prihantoro, 2012) said that affecting performance among others is 
commitment and compensation . 

Teacher who have a high working commitment will be seen from the involvement, loyalty and 
responsibility in carrying out the task. The high level of teacher's work commitment is strongly influenced by 
the non-material incentives provided by the principal through the provision of appropriate awards and praise. 
Based on the description, the provision of non-material incentives by the principal has a close relationship with 
teacher work commitments. If the non-material incentives provided by the principal are in the high category 
then the teacher's work commitment will be high. 

 
Conclusions 

From the results of the research can be concluded that the performance of teachers in vocational high 
school in Sawahlunto city is in good category. There is indicator that we must improve to get good category of 
The teacher performance. They are quality, quantity, punctuality and effectiveness. The non material incentive 
given by principle of the vocational high school in Sawahlunto city is in good category.  There is indicator that 
we must improve to get good category of  The non material incentive. They are appreciation and praise. The 
Job commitment of teachers in vocational high school in Sawahlunto city is in good category.  There is 
indicator that we must improve to get good category of  The Job commitment of teachers. Involvement, 
loyalty and responsible. There is a significant relationship between non-material incentives and work 

commitment with teacher performance in vocational high school in Sawahlunto city with r count 0.338 at 95% 
confidence level. So that, to make teacher perfomance good that it must make the non material incentive and  
job commitment is good too.    
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