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Abstract
Teacher motivation plays an important role in the success of education, which 
is infl uenced by many factors. Th erefore, this article examines how gender, 
tenure, and level of education infl uence teacher motivation. Data were collected 
with the use of questionnaires of 135 Indonesian teacher respondents, in-dept 
interviews, and observations. Numeric data were analyzed by means of Statis-
tical Package for the Social Sciences (SPSS analysis). Th e research showed that 
male teachers are more motivated than female teachers. Junior teachers have 
a higher motivation than senior teachers. Teachers with a bachelor’s degree are 
more motivated than teachers with a master’s degree.
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Introduction

Teachers play a crucial role in the success of every educational policy initia-
tive, yet in the most parts of the world, they are poorly motivated and have low 
identity (Agezo, 2010; Cogneau, 2003; Ololube, 2006). Teachers can engage in 
many metacognitive and cognitive activities that are relevant to guiding students’ 
learning (Duff y et al., 2009). Studies show that improvement in teacher motivation 
has benefi ts for students as well as for teachers themselves. Dolton and Marcenaro 
(2011) observe that countries with poor records of teacher motivation have low 
teacher performance leading to poor educational outcomes. Teachers deal with 
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many ethical problems in their practice, they encounter issues such as inappro-
priate allocation of resources, the situations in which pupils are being discussed 
inappropriately, and irresponsible colleagues (Husu et al., 2007; Shapira et al., 
2009).

Motivation may mean diff erent things to diff erent people. Velez (2007) concep-
tualizes motivation as an inspiration or encouragement of a person to do his or her 
best. Snowman et al. (2008) defi ne motivation as the forces that lead to the arousal, 
selection, direction, and continuation of behavior, where teacher motivation is 
a concept that assists us in understanding why teachers behave the way they do. 
Motivation is the “internal desires for personal and professional development and 
working in educational settings” (Claeys, 2011, p.4; Bennell and Akyeampong, 
2007). Teacher motivation for work can be interpreted as a mental boost in the 
teacher to do his/her job.

Bennell (2004) says that teacher motivation is similar to all the psychological 
processes that infl uence teachers’ behavior towards the achievement of educational 
goals and yet these psychological processes cannot be observed directly due to 
many organizational and environmental challenges that aff ect the achievement 
of educational goals. High levels of job dissatisfaction, stress, and burnout can 
negatively infl uence motivation, cognition, and job performance (Dai et al., 2004).

In Indonesia, carrying out their tasks in a professional way, teachers are obliged 
to develop the learning plan, implement quality teaching, as well as assess and 
evaluate learning outcomes. Sardiman (2011) says that the teacher plays many 
diff erent roles, e.g., of an informant, organizer, motivator, initiator, transmitter, 
facilitator, mediator, and assessor. It can be seen that the teacher adopts many 
roles that must be played simultaneously. Th e teacher in at-risk conditions can 
re-motivate himself with three principles-managing emotion counters: emotional 
exhaustion, joining communities’ counters depersonalization, and boosting effi  -
cacy counters in case of low personal accomplishment (Falout, 2010). Dörnyei 
(2005) emphasized how substantially teacher motivation infl uences student 
motivation and learning achievement.

Indonesia is working hard to improve the quality of teaching. Teacher compe-
tence test held by the Ministry of Education in 2015 reported that thte average 
teacher score was 48.94. Th is score was under the minimum score of 55 (scale 
100). It indicates that teacher motivation is still at a low level. Th ere are many 
factors that infl uence teacher motivation. Th e research analyzed three factors: 
gender, tenure, and level of education. Bugler, McGeown and St Clair-Th omson 
(2015) reported that academic motivation is infl uenced by gender. Tenure also 
aff ects academic assesment (Filetti, Wright, & King, 2010). Th e level of education 
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holds a great promise for improving teachers’ professional motivation (Iliya, & 
Ifeoma, 2015). Th erefore, this article examines how gender, tenure, and level of 
education infl uence teacher motivation.

Research Problem
Th e problem of this research is the eff ect of teacher motivation.

Research Focus
Th e focus of this research is to assess the factors of gender, tenure, and level of 

education infl uencing teacher motivation.

Research Methodology

Research General Background

Th ere are two main factors aff ecting teacher motivation, namely extrinsic and 
intrinsic factors. Intrinsic factors are those which come from within a person, 
whereas extrinsic motivation factors are those which are determined basically by 
the level and type of external rewards that are available (Bennell and Akyeampong, 
2007). Johnson et al. (2005), Salifu et al. (2013) point out that the extrinsic factors 
aff ecting teacher motivation are many categories, namely: attractive remuneration, 
student discipline, good working conditions, favorable educational policies and 
high occupational status.

Research Sample

Th e sample of this research consisted of 135 teachers (75 females, 60 males) in 
20 Surakarta School (junior high school). Th e teachers participating in this study 
work in schools varying in size, type (state school/religious state school), level 
of education (Bachelor’s and Master’s), and the teachers’ age ranged from 23 to 
55. In addition, the teachers were from diff erent fi elds of science and the average 
teaching experience was 20.54 years (SD = 10.51). 16 teachers were interviewed 
and observed to validate the data.
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Instrument and Procedures

Numeric data were collected using a questionnaire regarding the teachers’ moti-
vation in performing their professional duties, which consisted of 15 questions, 
namely: completion of teaching according to the syllabus, doing the work not 
only for its own sake, carrying out the assigned tasks, solving problems as well 
as possible, trying to improve competence and knowledge, developing teaching 
methods, presenting work on time, starting classes on time, following the activ-
ities of others in a timely manner, obeying all the rules, obeying the instruction 
leadership, carrying out duties in accordance with procedures, establishing good 
relationships with colleagues, helping other teachers experiencing diffi  culties, and 
expressing criticism for the good of the institution. Th e questionnaire provided 
four kinds of options, i.e.: always (4), frequently (3), sometimes (2), and never (1). 
In-depth interviews and observations were carried out based on the questionnaire 
to strengthen and validate the fi ndings.

Data Analysis

Numeric data were analyzed by means of Statistical Package for the Social 
Sciences (SPSS analysis). In the research, SPSS was used to assess the extent of 
teacher motivation in carrying out duties as professionals. Based on the analysis 
of data obtained from the 15 motivation indicators, it was found that there were 10 
valid and 5 invalid indicators, because the meaning of the last was below 0.3338 (N 
= 135), namely completion of teaching according to the syllabus, presenting work 
on time, starting classes on time, following the activities of others in a timely man-
ner, obeying the instruction leadership. Based on reliability analysis, 10 indicators 
of motivation were included in the overall validation of reliable criteria with the 
value of Cronbach’s alpha = 0.822. Th e hypotheses of the study were formulated 
as follows:

H1: Motivation between male and female teachers will diff er signifi cantly.
H2: Motivation between senior and junior teachers will diff er signifi cantly.
H3: Motivation between bachelor and master degree teachers will diff er signifi cantly.

Th e SPSS analysis was validated and strengthened by interactive data analysis 
of Miles & Huberman (1984). Interactive data analysis consists of four cycle steps: 
data collection, data reduction, data display, and conclusions. Data collection was 
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carried out by interviews and observation of the teachers. Data reduction was the 
process of selecting, focusing, simplifying, abstracting, and transforming the ‘raw’ 
data that appeared in written-up fi eld notes. Data reduction was done continu-
ously throughout any qualitatively-oriented project. Data reduction was part of 
analysis. Th e ‘display’ was an organized assembly of information that allowed for 
conclusion drawing and action. Th e last step of the analysis activity was conclusion 
drawing and verifi cation.

Research Results

Results showed that teacher motivation was very high (84.93 %), with an aver-
age value of 3.971 (SD=0.32402). Table 1 shows a comparison of means of 10 
motivation indicators, where establishing good relationships with colleagues is the 
highest indicator and expressing criticism for the good of the institution scores 
the smallest value.

Table 1. Teacher motivation in each criterion

Mean Std. Dev Std. Error Mean
Doing the work not only for its own sake 3.49 .507 .086
Carrying out the assigned tasks 3.80 .406 .069
Solving problems as well as possible 3.51 .507 .086
Trying to improve competence and knowledge 3.40 .604 .102
Developing teaching methods 2.74 .443 .075
Obeying all the rules 3.69 .530 .090
Carrying out duties in accordance with procedures 3.74 .443 .075
Establishing good relationships with colleagues 3.83 .382 .065
Helping other teachers experiencing diffi  culties 3.11 .583 .098
Expressing criticism for the good of the institution 2.66 .725 .123

Table 2. Teacher motivation based on gender

 Gender N Mean Std. Dev Std. Error Mean
Motivation M 60 3.4625 .25788 .06447
 F 75 3.3421 .36865 .08458

Table 2 presents teacher motivation based on gender, where the average values 
of the male teachers’ motivation are higher than those of the female teachers. 
Interviews showed that the female teachers had undertaken the job only to help 
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their husbands to meet the needs of their families. Th erefore, the female teachers’ 
motivation is lower than the male teachers’. In contrast, the male teachers consider 
themselves as the leader of their families so they need to increase their motivation 
to make a better career.

Analysis of the teachers’ motivation based on the average number of years in 
the teaching profession is shown in Table 3. Th e average number of years in the 
teaching profession is divided into two parts : ≥ 25 years (senior teachers) and < 
25 years (junior teachers). Th e results showed that the motivation value of the 
teachers with tenure ≥ 25 years was smaller than that of the teachers working < 
25 years.

Table 3. Teacher motivation based on tenure (≥ 25 years and < 25 years)

 Tenure N Mean Std. Deviation Std. Error Mean
Motivation
 

≥25 83 3.3000 .35949 .09608
<25 52 3.4619 .28892 .06305

Interviews and observations showed that the senior teachers, with tenure more 
than 25 years, had decreased motivation. Senior teachers generally have less pas-
sion in following various capacity building activities. Even some teachers prefer to 
wait for retirement rather than joining capacity building. In contrast, the teachers 
with tenure of less than 25 years have higher motivation. Th ey have greater hope 
and motivation to improve their careers.

Table 4 shows the teachers’ motivation based on education, where the average 
motivation of the teachers with undergraduate education is higher than that of 
the teachers with a master’s degree. Th is is a unique fi nding. Th e teachers with 
a bachelor’s degree have higher motivation than the teachers holding a master’s 
degree. Observations show that the teachers with a master’s degree generally feel 
that they have enough knowledge, so they feel no need to follow the capacity 
building program.

Table 4. Teacher motivation based on education

 Education N Mean Std. Devn. Std. Error Mean
Motivation Bachelor’s 102 3.4138 .26420 .04906
 Master’s 33 3.3167 .56006 .22864



205Teacher Motivation Based on Gender, Tenure and Level of Education

Discussion

Results of the research on the motivation of junior high school teachers in 
the city of Surakarta showed that the average number of teachers is motivated in 
carrying out their duties as professionals. Th is can be explained by the fact that 
teachers feel a huge responsibility towards their job. Besides, concern for young 
people is also a factor that aff ects the intrinsic motivation of teachers, such as 
a sense of love towards children, aspiration to contribute to citizens. William and 
Forgasz (2009) concluded that factors such as a desire to work with children, the 
desire to contribute to society, and the belief in possession of teacher attributes 
were more important than extrinsic factors in the participants’ decision to become 
teachers. Furthermore, Chaterine (2008) found that altruistic factors such as the 
desire to work with children, provision of intellectual stimulation by teaching, 
“calling” to teach, love of teaching, perceived easy nature of teaching work, and 
the desire for a career change were responsible for the participants’ motivation in 
their teaching profession.

Results of the analysis also showed that the indicator of motivation that has 
the greatest value is to maintain good relationships with colleagues. Th is suggests 
that a conducive work environment strongly supports the activities of teachers in 
schools. Salifu (2013) states that teachers’ working conditions may be explained as 
the needed atmosphere created for teachers in the work place to motivate them to 
better performance. When teachers have conducive working environments such as 
light workload in terms of class size and number of teaching hours, good relation-
ships among themselves and with students and good leadership from principals, 
they are likely to be motivated and have job satisfaction (Adelabu, 2005; Bennell, 
2004; Mathew, 2005). Teachers can collaborate to mentor each other, modeling the 
behaviors and values that lead to professional success (Hooker, et al., 2003; Park, et 
al., 2007). Maintaining good relationships with colleagues is also a form of ethical 
knowledge of the teacher.

Ethical knowledge is about an introduction into values and morality, to give 
teachers an understanding of how to relate to other people, together with the 
ability to apply the values and rules intelligently (Aspin, 2000; Th ornberg, 2008). 
According to Taylor (1994), ethical knowledge may encourage exploration of 
choices and commitment to responsibilities and develop value preferences and 
an orientation to guide attitudes and behavior. A mutual goal can simply mean 
enjoying a  pleasant day, with daily greetings, respectful language, and polite 
demeanor contributing immensely toward a cooperative environment (Falout, 
2010).
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Indicators of expressing criticism have the smallest average value because teach-
ers sometimes feel awkward or embarrassed to give feedback or express criticism 
of the institution. Th e teachers who participated in this study worked in the city 
of Surakarta, they had a culture that was very smooth. Javanese people are very 
delicate, gentle, and humble, not seeking confl ict. Th ey believe that expressing 
criticism of a person or institution requires consideration, adopting language 
that does not hurt the receiver’s feelings. Budi (2011) states that the dominant 
character that is positive is that Javanese people’s actions tend to be smooth, using 
“unggah – ungguh” (manners), based on the spirit of brotherhood and tolerance,as 
described in the proverb “tepo seliro”(mutual respect) and the Javanese like stating 
everything in an indirect manner, as revealed by the proverb: “wong Jowo ngone 
semu, sinamun ing samudana, sesadane ingadu manis” (Javanese tend to be veiled, 
full of symbols). Th at is why the indicator of the motivation of teachers to express 
criticism has the smallest value.

Based on gender, the average value of the male teachers’ motivation is higher 
than that of the female teachers. Th is is understandable because men have 
a tendency to be more active than women. In women’s own culture it is still con-
sidered positive not to have motivation. As in the division of gender roles, girls 
are focused more on the domestic, reproductive, feminine roles and if they do 
professional work, they are not the main breadwinner, but a secondary earner, 
while boys are concentrated on the productive, public, masculine roles and being 
the main breadwinner (Fakih, 1997). According Purwadi (2000:147), the image 
of a woman is not only shaped by the views of the local culture, but also by the 
views based on the doctrine of Christian theology, especially according to textual 
understanding. Women report lower overall levels of satisfaction. If women have 
bigger responsibility at home, this may also contribute to decreased levels of 
job satisfaction for those who bear the dual pressure of home and work (Bishay, 
1996). In contrast, research fi ndings (Ghana National Association of Teachers & 
Teachers and Education Workers Union of Trade Union Congress, 2009; Smithers 
& Robinson, 2003) show that females are more likely to be intrinsically motivated 
to stay in the profession than men.

Considering teacher motivation based on years of work in the teaching pro-
fession, junior teachers are more motivated than senior teachers because junior 
teachers are still eager and their knowledge is still new comparing to senior 
teachers. Junior teachers always try to show their ability in developing teaching 
methods in class or express constructive criticism of the institution. Th e overall 
motivation indicator shows that the average score of the young teachers is higher 
than that of the senior teachers. Lindeman (Knowles, 1990) revealed that young 
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adults are always motivated to learn in accordance with the need for experience 
and interests that learning will be satisfying so that they begin to organize learning 
activities. In accordance with a study conducted in the United States, Johnson et 
al. (2005) state that younger teachers, especially those under thirty, are least likely 
to remain in their schools.

When considering teacher motivation from the point of view of education, the 
teachers in the city Surakarta with a master’s degree have higher motivation than 
the teachers with a bachelor’s degree. Th e cause is a mismatch between what they 
think and reality. Michelowa (2002) is of the opinion that teachers with a very high 
educational attainment are generally less satisfi ed and less motivated in their job 
and prefer to leave. As she observed, “teachers with a high level of education face 
a mismatch between their professional expectation and reality”.

Conclusions

Based on the results of this study, the teachers’ motivation is very high in 
Surakarta City, Indonesia, where the male teachers are more motivated than the 
female teachers. Moreover, junior teachers have higher motivation than senior 
teachers and teachers with a bachelor’s degree are more motivated in carrying out 
their professional  duties than those with a master’s degree.
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