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Abstract

Motivation is of great importance for social and work life as motivation emerges in every aspect of life.
The aim of this research is to analyze job motivation of primary and secondary school teachers. This is
a descriptive research in the survey model. The sample of the study is 305 teachers employed in primary
and secondary schools in Karabiik in Turkey. As a data collection instrument “Job Motivation Scale”
developed by Aksoy (2006) was used. The frequency, percentage, arithmetical mean and standard devia-
tion of the answers were calculated. Independent t-Test and One-Way ANOVA were performed to analyze
the data. According to research findings, Job motivation of teachers in primary and secondary schools
shows a significant difference in terms of age, tenure of office while motivation of teachers do not show a
significant difference in terms of teachers’ gender, education level and branch.
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Introduction

Motivation is of great importance for social and work life as motivation emerges in every
aspect of life. Motivation is a strong desire to make something. This desire comes from inside
of individuals. People take pleasure in what they do if they do it willingly and feel well about
themselves. As a result, they work efficiently and effectively.

Motivation is a vital element of organizational behavior as a factor which directs and re-
veals the human behaviors in an organization (Oriicii and Kambur, 2008). Motivation is a term
used for defining the success or the failure of any complex task (Brown, 1994). Motivation can
be defined as the power that directs the behavior to target or enacts the behavior according to
a purpose (Oztiirk and Diindar, 2003). Harmer (2001:51) defined motivation as “some kind of
internal drive which pushes someone to do things in order to achieve something”. Steers and
Porter (1991:6) deal with three matters while discussing motivation: (1) what energizes human
behavior, (2) what directs or channels such behavior, (3) how this behavior is maintained or
sustained. Dornyei (2001) stated that motivation is thought to be responsible for “why people
decide to do something, how long they are willing to sustain the activity and how hard they are
going to pursue it”.

Ryan and Deci (2000:54) state that “to be motivated means to be moved to do some-
thing”. Unlike unmotivated people who have lost impetus and inspiration to act, motivated peo-
ple are energized and activated to the end of a task. “Interest, curiosity, or a desire to achieve”
(Williams and Burden, 1997:111) are the key factors that compose motivated people.

Job motivation is regarded as a process that empowers, feeds and directs the behavior
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in an organization (Leonard et al., 1999). Job motivation is described as the psychological pro-
cesses that direct, energize, and maintain action toward a job, task, role, or project (Campbell
& Pritchard, 1976; Kanfer, 1990). Job motivation was defined in terms of a set of independent/
dependant variable’s relationships that explains direction, aptitude, and persistence of an indi-
vidual’s behavior holding constant effects of aptitude, skill and understanding of the task, and
the constraints operating in the environment (Campbell and Pritchard, 1976). Steers and Porter
(1991) defined job motivation as that which drives and sustains human behavior in working
life. Pinder (1998) described job motivation as a set of internal and external forces that initiates
work related behavior and determines its form, direction, intensity and duration.

The importance of job motivation is stated by Grant and Shin (2011) as in the follow-
ing:

Work motivation is an important phenomenon for both scholars and practitioners
to understand. It helps to explain what drove Thomas Edison to invent the first light bulb,
Florence Nightingale to improve nursing practices, Nelson Mandela to become the president
of South Africa, Benjamin Franklin to create fire and police departments, Maya Angelou to
write poetry, and Michelangelo to paint the Sistine Chapel. Knowledge of work motivation
also has the potential to shed light on major collective accomplishments such as discover-
ing flight, landing on the moon, curing river blindness, and inventing the telephone and the
computer. Underlying all of these accomplishments is a desire to take action.

The sources of motivation that people have in workplace might be different. Intrinsic
motivation is an incentive that is shaped by person’s interest for a duty or a job he/she is going
to do, his/her curiosity or the satisfaction he/she wants to have. Person’s relish and desire for
the work he/she is going to do is an important component of intrinsic motivation (Joo and Lim,
2009). If a person firstly cares the satisfaction, which he/she has while indicating a certain be-
havior or he was in a certain activity, we can mention about intrinsic motivation there. In intrin-
sic motivation, the job itself is a power because the person has fun from the work he/she carries
out (Cooman et al., 2007; Lin, 2007; Littlejohn, 2008; Millette and Gagne, 2008; Osterloh et
al., 2001). In other words, it is known that a person with intrinsic motivation defines his or her
job funny and interesting (Gagne et al., 2010). Extrinsic motivation refers to meeting the needs
indirectly by money or such things. Organizations need people to realize their purposes and
they use monetary motivators to make them internalize the organizational purposes (Osterloh
et al., 2001). Therefore, extrinsic motivation is caused by prize and punishment on contrary to
the intrinsic motivation (Goodridge, 2006; Littlejohn, 2008).

Motivation appears to be an effective tool that teachers need mostly recently. Teachers
who have a high motivation work efficiently and effectively and it is of great importance for
teachers in terms of their job satisfaction and job performance. In addition, a high job motiva-
tion of teachers can have a positive impact on the achievements of students.

Johnson (1986) states that there are three theories of motivation and productivity that
teacher motivation is based on.

e Expectancy theory: It is probable for a person to struggle for work if there is an
expected reward such a bonus or a promotion that is worth working.

e Equity theory: Unfair treatment for their efforts and achievements makes individu-
als displeased.

e Job enrichment theory. The more varied and challenging their work is, the more
productive employees become.

The efficiency and strength of an educational system greatly depends on teachers. It
is teacher morale and motivation which have a determining factor in the success of students,
schools and country. Teachers are instrumental in transforming an individual into a person of
imagination, wisdom, human love and enlightenment, and institutions into lampposts of poster-
ity, and the country into a learning society. Searching and evaluating the factors affecting teach-
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ers’ job motivation is essential at this point. There is limited number of studies about the analy-
sis of teachers’ job motivation in Turkey. (Demirci, 2011; Recepoglu, 2013; Tanriverdi, 2007;
Yilmaz, 2009). The aim of this research is to analyze job motivation of primary and secondary
school teachers in Turkey. In this context, answers were sought to these following questions.
1. Do teachers’ perceptions about job motivation show a meaningful difference in
terms of teachers’ gender?
2. Do teachers’ perceptions about job motivation show a meaningful difference in
terms of teachers’ age?
3. Do teachers’ perceptions about job motivation show a meaningful difference in
terms of teachers’ tenure of office?
4. Do teachers’ perceptions about job motivation show a meaningful difference in
terms of teachers’ education level?
5. Do teachers’ perceptions about job motivation show a meaningful difference in
terms of teachers’ branch?

Methodology of Research

General Background of Research

This is a descriptive research in the survey model. According to Karasar (1999) scan-
ning models are research approaches which aim to define a past or present situation..

Sample of Research

A total of 305 teachers employed in primary and secondary schools in Karabiik partici-
pated in the study. Random sampling method was used for teacher choosing. Teachers were
selected from 10 primary and 10 secondary schools. The sample of research included 142 (46.
6%) classroom teachers and 163 (53. 4%) branch teachers. Out of these teachers, 131 teachers
(43%) are male and 174 teachers (57%) are female. 88 (28.9%) teachers are between the ages
of 22 to 30, 112 (36.7%) are between 31 to 40, 79 (25.9%) are between 41 to 50 and 26 (8.5%)
are above 51 years old. Teachers who have seniority between 1 to 5 years are 66 (21.6%), who
have seniority between 6 to 10 years are 51 (16.7%), who have seniority between 11 to 20 years
are 120 (39.3%) and who have seniority above 21 years are 68 (22,3%). Among the teachers
who participated in the study, 248 of them have bachelor’s degree (81.3%), 42 (13.7%) of them
have pre-bachelor’s degree, 13 (4.1%) of them have master’s degree and only 3 (0.9%) of them
have PhD.

Instrument and Procedures

As a data collection instrument “Job Motivation Scale” developed by Aksoy (2006) was
used. A Likert scale of five was used for each item to detect the frequency of indicating the
behaviour. The scale items were answered on a rating scale from 1 “I’m not pleased at all” to
5 “I am really pleased”. Yilmaz (2009) applied a factor analysis to Aksoy’s scale in his thesis
study entitled as “The effect of organizational culture on teachers’ job motivation in educational
organizations”. The results of factor analysis conducted by Yilmaz (2009) reveal that Kaiser
Meyer-Olkin Sample measure was found 0.781. Considering these results Bartlett’s Test of
Sphericity value was significant and it was found 470.77. This result indicates that there is a re-
lationship among the items of the scale. Results of factor analysis indicated that the scale items
were distributed across six factors, however it was also seen that one subscale was consisted
of two items and one was consisted of one item. Hence items included in these subscales were
taken out of the scale and it was re-analyzed. In the second factor analysis it had been seen that
one dimension had still included only one item and it had been taken out of the scale and the

ISSN 1822-7864



Ergiin RECEPOGLU. Investigating Motivation of Primary and Secondary School Teachers in Terms of Demografic Variables Accord-
ing to Teacher Opinions: A Case of Turkey

factor analysis was conducted again. As a result of the repeated analyses after taking out items
off the list it was seen that scale includes four dimensions and 14 items namely; team harmony
(7, 12, 13, 14), integration with job (2, 5, 6, 8), commitment to job (1, 4, 9,), and personal de-
velopment (3, 10, 11). Factor loadings are ranging from 0.49 to 0.78 in the dimension of team
harmony, from 0.54 to 0.78 in the dimension of integration with the job, from 0.59 to 0.81 in the
dimension of commitment to job, and from 0.43 to 0.73 in the dimension of personal develop-
ment. On the other hand, internal consistency coefficient of the scale was calculated as 0.82 in
the reliability study carried out by Yilmaz (2009). In this study, the general internal consistency
coefficient of the job motivation scale was found 0.87.

Data Analysis

The statistical package for the social sciences (SPSS) 16 program was used for statistical
analysis of the data collected by the surveys filled in correctly and fully according to the expla-
nations in the frame of the general aims of the study. The frequency, percentage, arithmetical
mean and standard deviation of the answers were calculated. Independent t-Test and One-Way
ANOVA were performed to analyze the data.

Results of Research
T-test was done in order to determine whether motivation of teachers in primary and sec-
ondary schools shows a significant difference or not according to teachers’ gender. T-test results

according to teachers’ gender are shown in Table 1 in terms of Job Motivation Scale.

Table 1. T-test results about motivation of teachers according to gender.

Gender N x s SD t p
Female 131 3.69 0.54 303 -1.12 0.26
Male 174 3.62 0.61

According to the results of the analysis, motivation of teachers in primary and secondary
schools do not show a meaningful difference according to gender [t .) =-1.12, p > 0.05]. In
other words, male and female teachers have same perceptions.

ANOVA results according to teachers’ ages in their schools are shown in Table 2 in terms
of Job Motivation Scale.

(303

Table 2. ANOVA results for motivation of teachers according to teachers’ ages.

Age N X s SD F p Mean. Difference
1.22-30 ages 88 3.82 0.59
2.31-40 ages 12 357 0.55 12"
3 3-4*
3.41-50 ages 79 3.50 0.58 301 6.27 0.00 1.3+
4.51 age and over 26 3.87 0.51

According to the results of the analysis, motivation of teachers in primary and secondary
schools show a meaningful difference according to their ages [F ., = 6,27, p<0.01]. In other
words, motivation of teachers in primary and secondary schools changes according to teachers’
ages. Tukey HSD test was done in order to determine the groups which have a meaningful dif-

ference between them. There is a meaningful difference between teachers at 22-30 ages and the
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teachers at 41-50 ages. There is also a meaningful difference between teachers at 22-30 ages
and the teachers at 22-30 ages. According to Tukey HSD test, it is determined that motivation
of the teachers at 22-30 ages (X=3.82) is higher than the teachers at 41-50 ages (X=3.50) and
the teachers at 31-40 ages (X=3.57). There is also a meaningful difference between teachers at
41-50 ages and the teachers at 51 ages and over. It is determined that motivation of the teachers
at 51 ages and over (X=3.87) is higher than the teachers at 41-50 ages ( X =3.50.

ANOVA results according to teachers’ tenure of office in their schools are shown
in Table 3 in terms of Job Motivation Scale.

Table 3. ANOVA results for motivation of teachers according to teachers’ tenure

of office.
Tenure of office N i s sD F p  Mean. Difference
1. 1-5 years 66 3.90 0.58
2. 6-10 years 51 348 0.62 3 1-2*
3. 11-15 years 120 354 055 01 734 000 1-3*
4. 16 year and over 68 3.72 0.53

According to the results of the analysis, motivation of teachers in primary and secondary
schools show a meaningful difference according to teachers’ tenure of ofﬁce[F(HOl) =734,p<
0.05]. In other words, teachers’ tenure of office affects motivation of teachers in primary and sec-
ondary schools. Tukey HSD test was done in order to determine the groups which have a mean-
ingful difference between them. There is a meaningful difference between teachers whose tenure
of office is 1-5 years and teachers whose tenure of office 6-10 years. There is also a meaningful
difference between teachers whose tenure of office is 1-5 years and teachers whose tenure of of-
fice 11-15 years. The motivation of teachers who have 1-5 years of tenure of office (X = 3.90) is
higher than the mean of teachers who have 6-10 years of tenure of office (X =3.48) and the
mean of teachers who have 11-15 years of tenure of office (X = 3.54).

ANOVA results according to teachers’ educational level in their schools are shown in
Table 4 in terms of Job Motivation Scale.

Table 4. ANOVA results for motivation of teachers according to teachers’ edu-
cational level.

Educational Level N X S SD F p Mean. Difference
1. Associate degree 42 3.76 0.45
3 250 0.059 -
2. Bachelor’s degree 248 3.65 0.58 301
3. Master’s degree 12 3.28 0.59
4. Doctorate degree 3 3.30 1.69

According to the results of the analysis, motivation of teachers in primary and second-
ary schools doesn’t show a meaningful difference according to their educational level [F =
2.50, p>0.01]. In other words, motivation of teachers in primary and secondary schools doesn’t
change according to teachers’ educational level.

T-test was done in order to determine whether motivation of teachers in primary and sec-
ondary schools shows a significant difference or not according to teachers’ branch. T-test results
according to teachers’ branch are shown in Table 5 in terms of Job Motivation Scale.
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Table 5. T-test results about motivation of teachers according to branch.

Branch N X s SD t p
Primary school teachers 131 3.69 0.55 303 1.22 0.22
Secondary school teachers 174 3.61 0.60

According to the results of the analysis, motivation of teachers in primary and secondary
schools do not show a meaningful difference according to gender [t,,,) = 1.22, p > 0.05]. In
other words, primary and secondary school teachers have same perceptions.

Discussion

Motivation of teachers in primary and secondary schools do not show a meaningful dif-
ference according to gender. Male and female teachers have the same perceptions. This finding
can be evaluated like that factors that motivate teachers do not change according to gender. The
findings are similar with the researches done by Aksoy (2006), Giiven (2007), Eroglu (2007),
Everett (1988), Oades (1983), Pennington (1997), Recepoglu (2013), Smith (1999), Tanriverdi
(2007), Tiryaki (2008) and Y1lmaz (2009).

Motivation of teachers in primary and secondary schools shows a meaningful differ-
ence according to their ages. Motivation of teachers in primary and secondary schools changes
according to teachers’ ages. While the teachers at 41-50 ages stated most negative opinion,
both the teachers at 22-30 ages and teachers at 51 ages and over stated most positive opinion
about their motivation. This situation can be explained by the enthusiasm of starting a new
career in teaching profession. The more they get older, their motivation decrease. However it
is remarkable that the teachers at 51 ages and over have the highest motivation. This situation
can be explained by the fact that the older teachers who are closer to retirement may have the
higher professional satisfaction in their schools. But it mustn’t be disregarded that this find-
ing may stem from the fact that young teachers’ expectations are higher than the others. The
findings are similar with the research done by Recepoglu (2013). The findings aren’t similar
with the researches done by Aksoy (2006), Giiven (2007), Everett (1988), Oades (1983), Pen-
nington (1997), Smith (1999), Tiryaki (2008), Tanriverdi (2007) and Yilmaz (2009). In these
researches, it was determined that motivation of teachers does not show a meaningful differ-
ence according to teachers’ ages.

Motivation of teachers in primary and secondary schools shows a meaningful difference
according to teachers’ tenure of office. Teachers’ tenure of office affects motivation of teachers
in primary and secondary schools. Tukey HSD test was done in order to determine the groups
which have a meaningful difference between them. It is remarkable that the new teachers who
have 1-5 years of tenure of office have highest motivation. This situation can be explained
by the enthusiasm of starting a new career in teaching profession. The findings aren’t similar
with the researches done by Everett (1988), Giiven (2007), Howard (2007), Pennington (1997),
Smith (1999), Tanriverdi (2007) and Y1lmaz (2009). In these researches, it was determined that
motivation of teachers does not show a meaningful difference according to teachers’ tenure of
office. The findings are partly similar with the researches done by Oztiirk (2002) and Engin
(2004). The findings are similar with the research done by Recepoglu (2013).

Motivation of teachers in primary and secondary schools doesn’t show a meaningful dif-
ference according to their educational level. Motivation of teachers in primary and secondary
schools doesn’t change according to teachers’ educational level. This finding can be evaluated
like that factors that motivate teachers do not change according to teachers’ educational level.
Findings aren’t similar with the research done by Recepoglu (2013). According to the results of
that study, motivation of teachers in primary and secondary schools shows a meaningful differ-
ence according to their educational level.

Motivation of teachers in primary and secondary schools do not show a meaningful dif-
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ference according to branch. In other words, primary and secondary school teachers have the
same perceptions. This finding can be evaluated like that factors that motivate teachers do not
change according to branch.

Conclusions

As a conclusion, according to the perceptions of the teachers, Job motivation of teach-
ers in primary and secondary schools shows a significant difference in terms of age and tenure
of office while motivation of teachers do not show a significant difference in terms of teach-
ers’ gender, educational level and branch. This finding shows that age and tenure of office are
significant variables that affect job motivation of primary and secondary school teachers. The
teachers at 41-50 ages stated most negative opinion, both the teachers at 22-30 ages and teach-
ers at 51 ages and over stated most positive opinion about their motivation. This situation can
be explained by the enthusiasm of starting a new career in teaching profession. The more they
get older, their motivation decrease. However it is remarkable that the teachers at 51 ages and
over have the highest motivation. The older teachers who are closer to retirement may have the
higher professional satisfaction in their schools. But it mustn’t be disregarded that this finding
may stem from the fact that young teachers’ expectations are higher than the others. It is also
remarkable that the new teachers who have 1-5 years of tenure of office have highest motiva-
tion. This situation can be explained by the enthusiasm of starting a new career in teaching
profession.

Job motivation of teachers can be analyzed with new and different data collection instru-
ments. The scope of the study may be expanded. Researches may be applied not only also in
primary and secondary schools but also in higher education institutions. This research includes
only teachers. School principals, assistant principals and academic staff may be included in the
study.
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