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ABSTRACT

The purpose of this study was to study the level of work mativation of public
secondary school teachers in Hua Hin District, Prachuabkhirikhan, Thailand and to compare
significant differences on the level of work motivation by  socio-demographic and
organizational factors related to work motivation such as: supervision, interpersona relations,
working condition, image of the job, salary, recognition, responsibility, work qualities, and
growth and advancement.

The research method applied in this study was a descriptive questionnaire. The
data was anayzed using both descriptive and inferential statistics. The overall findings
indicated that work motivation was at the highest level. Year of experience, organizational
commitment, school size, and teaching work load were found to be statistically significant
factors influering work motivation, while age, gender, marital status, education level and years
of experience were not. Even though overall work motivation was the highest, there were
other factors such as supervision, working conditions and salary which could be improved
upon.

The findings of the research can be a resource for further studies or as a
benchmark for policy makers to raise work motivation levels of teachers in public secondary
schools in Hua Hin District, Prachuabkhirikhan, Thailand.
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CHAPTER|
INTRODUCTION

1.1 Background and Significance of the Problem

Teachers should be considered one of the mostriemggorofessions yet
this is not the case as many teachers are dissdtigfith their jobs. Each year
thousands of new teachers start their teachingesareith good intentions and high
levels of motivation to contribute to the learnswgrcess of their students. Due to their
eagerness and belief to make a real differencey tiee not foresee the many
difficulties that come with the job. The result when difficult challenges present
themselves, they are often unprepared and witke lgixperience become easily
frustrated. Their original motivation is curtailegith difficult work assignments,
bureaucratic regulations, lack of resources, arfticdlt students to note a few
relevant issues. Most often the adjustment pesddugh to get through as the novice
teacher feels overwhelmed and begins to experifgatmgs of isolation and unclear
expectations. Add all these troubles and the onoBvated teacher loses optimism
and becomes discouraged. The above outlined soesaicommon one and it is vital
to keep teachers motivated through various meacds as mentoring programs and
counseling at an early stage of their careers setam them (Gordon, 1991).

Studies of beginning teachers from a variety othbtraditional and
alternative preparation programs exemplify how meegchers do not feel properly
prepared to meet the challenges when they firsinbegaching in their classroom.
Most of the focus thus far has been on new teadhetrsalso veteran teachers are
neglected as well as they cannot keep pace withotte® rapid current changes in
education policy to meet the needs of the' Zentury which often bring new
pressures in meeting the demands of their jobsryB2004). Some of the reasons
why teachers are facing these new pressures ar® dlne increased multicultural mix
of student populations, a lack of public supportteachers, poor working conditions,

and low salaries. These are just some of the reasamy teachers become
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unmotivated and attrition and turnover rates ineeedn short there is a staffing crisis
and it will get worse as many teachers are neartigement age. This is a time to
understand teacher motivation so as to attrach@tipand retain new teachers for the
growth of the school population of the future (Zeier, 2003).

The relevance of work motivation is crucial to floag-term growth of
any educational system wherever it may be in thddvdotivation to work is very
essential in the lives of teachers because it fahmgundamental reason for working
in life. (Dweck, 1999)

Teaching is one of the professions that many adeéad probably even
most people enter with a large measure of idealiBhey seek out education as a
profession not for the salary or the benefits dduse they feel that teaching is their
vocation, their calling. And yet despite this ialtistrong motivation to teach, many
teachers leave the profession after a short tinfikn cafter only a year in the
classroom. Nearly twenty percent of new teacheena@bn the profession entirely
within three years of having entered (Henke, Cigegeis, 2000), while as many as
forty-six percent leave within their first five yesa(Ingersoll, 2002, 2003). Such a high
attrition rate is unproductive. It is bad for thosew teachers who have put
considerable time, effort, and money into teachrcation programs and who find
themselves unemployed, often bitter, and unsure wehdo about their professional
futures. It is problematic for schools, who mushstantly recruit new teachers,
thereby expending a great amount of institutiomargy simply to keep them in place
or recruit new ones. And it affects the educatibstadents, who are faced with new
teachers each year and so a lack of continuityelsas a lack of the expertise that
more experienced teachers could offer.

Clearly, Hua Hin District secondary teachers, sthicand students would
all benefit from higher retention of teachers atl@lels. But the problem of teacher
retention affects not just new teachers but althees, who may find themselves
overwhelmed and exhausted at any stage of thegerar So what would induce
teachers to stay in the profession? And what wdadp teachers who are in the
profession happy enough so that they do not becommotivated? The simple

answer is that they would be more likely to stajdy were more motivated.



Fac. of Grad. Studies, Mahidol Univ. M.E¢Educational Managemen® /

Work motivation is important to retention as wa#i dedication in any
profession. The simplicity of the situation doed mo any way negate its value.
Teachers who are sufficiently motivated will staythe profession. The question then
becomes: How can teachers stay motivated? Wher&wloel main source of teacher
motivation be? In programs of teacher educatiowPRhe school districts? From the
schools? From the unions? Or does each teachertbaued sufficient motivation
within her or himself? Or what would be the appratgr combination of all of these
factors? Another angle to look at this question Mdoe to ask to what extent is
teacher work motivation a personal matter, somgtthat can be inculcated, nurtured
and sustained, by the individual ,with some hetprfra range of institutions, and to
what extent must teacher work motivation come alimatugh structural changes and
supports.

The following overview of structural problems irhdiland schools at
large suggests that structural problems must &t lea seriously considered when
looking at ways to motivate teachers: The real pteta of mass public schooling is
not the teacher as lighter of fires, or the teadseplanter and nurturer of beautiful
flowers. It is the school as factory, the teacherpeoduction worker (Whitehead,
2007) Schools run as bureaucracies are subjectréamge of ills, dramatically and
directly affecting teacher work motivation.

Research has pointed out man’s inherent propensity resist
formalization, and impersonalization, and they shdwthe organizational
“pathologies” that result from excesses in thisediion. The dysfunctional
consequences take various forms: the ossificatiohebavior, with the automatic
rejection of all innovative ideas, the mistreatmeintlients, increases in absenteeism,
high turnover, strikes, and sometimes the subwversiothe operation (Mintzberg,
1983).

Given these kinds of limiting environment circuargtes, it is
understandable why many teachers leave the profedar earlier than they had
intended to and those that stay find far lowergaikjob satisfaction than they had
hoped for. What is then relevant is how many teecfied ways to remain motivated
about their jobs year after year. This work is avestigation of what factors keep
teachers motivated, including an examination of ltiffierent models of motivation
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might be best employed to improve teachers in jbbs. This project thus blends two
different tasks to answer the essential questiensglposed. The first task consists of
gathering data to determine the specifics of theditimns for teachers, from their
average age to what services schools and the gaoeetrprovide to support teachers.
The second task is to examine the different thearfenotivation. The final step is an
integration of these two tasks. Such integratioouth be useful in explaining the
current situation for teachers in Hua Hin Distri€his is the more important of the
two tasks, as it will facilitate the development pbgrams that will improve the
situation for teachers in the future. The curr@atesof public education in Hua Hin
District is far from perfect, but it is also fapm irredeemable.

Hua Hin’s population has been steadily increasginipe last few years. In
2008 the population was 50,456 compared to thetlaensus recording at 85,099, a
difference of 34,643 (True Knowledge, 2010). Thisaymbe beneficial for
commercialism, however with the arrival of many niamilies establishing business
or seeking employment, the enrollment of studemtsecondary public schools in Hua
Hin is increasing dramatically. This is of greanhcern to the Hua Hin Division of
Education as there is currently a shortage of &acand an overcrowding of classes.
Even though the Division of Education attempts éoruit new teachers, many
potential candidates choose to apply to privateosishwith better remuneration,
resources and smaller class sizes. The standardenuof students in a public
secondary school classroom is sixty students. Hvemgh teachers in public schools
are classified as civil servants with guaranteeleyment and pension, future
teachers have little incentive to choose a careargovernment school. Furthermore,
secondary teachers do not have the advantage whregummer breaks as they are
required to work on administrative duties as webr these reasons, Hua Hin was
chosen as an important district to study the lefelvork motivation of its current
secondary public school teachers so as to ideati§as of improvement for the
purpose of policy makers to implement improved maf® to ensure the level of work

motivation can be maintained and raised to ensiwedtention of its teachers.
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1.2 Resear ch Questions

1.2.1 What is the level of teacher work motivatiamong public
secondary school teachers in Hua Hin District, Ruwabkhirikhan Province,
Thailand?

1.2.2 Are there significant differences in levelavork motivation among
public secondary school teachers working underha Hin District determined by

their socio-demographic factors and organizatidmetiors?

1.3 Resear ch Objectives

1.3.1 To study the level of public secondary school teashwork
motivation at Hua Hin District, Prachuabkhirikhdmailand.

1.3.2To compare public secondary school teacher’'s wookivation in
Hua Hin District, Prachuabkhirikhan, Thailand byeith socio-demographic and

organizational factors.

1.4 Research Hypothesis

1.4.1 There is a statistically significant difference public secondary
school teacher’s work motivation based on socioatgaphic factors.

1.4.2 There is a statistically significant diffece in public secondary

school teacher’s work motivation based on orgaiurat factors.

1.5 Scope of the Study

The study mainly focuses on discovering the leafeivork motivation
base and its relationship with demographic factoid organizational factors. The
main purpose of this research is to measure thel lefy work motivation of the
teachers teaching in public secondary schools i Hin District, Prachuabkhirikhan,

Thailand. This study is to be carried out in allblit secondary schools. The
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population of the study includes 193 teachers fparhblic secondary schools in Hua
Hin District.

1.6 Resear ch Contributions

1.6.1 To provide a high level of detail aboutctear work motivation
levels. While the phenomenon of high rates of teadttrition is well known, the
specific mechanisms involved are not necessarily welerstood. Teaching can be a
very isolating profession given that teachers spimedmajority of their time with
their students and not with other teachers, whielams that often each teacher has to
try to motivate himself or herself alone. By aggrgg data on a number of different
teachers, the aim is to demonstrate broad trentsacher motivation allowing each
individual teacher to learn from collective wisdom.

1.6.2 To determine the connections between teagbe motivation and
larger social forces. As noted above, teacher winokivation tends to be framed as a
problem of the individual. But while it is individii teachers who may face daily
struggles with motivation, it is important to remaen that no teacher is separate from
the whole. Institutional levels of support from th@vernment affect levels of teacher
work motivation because the degree of resourcet dha available to teachers,
including everything from funding for mentoring grams, to the provision of mental
health services to teachers, to class size andwohfaffect their levels of work

motivation.

1.7 Limitations of the Study

The research only encompasses public secondapplstdachers under
the Hua Hin District school system and will notleet all public secondary teachers
in Thailand. In addition, the study is conductedimy a two week period in the
month of August 2010. Therefore, the study is ledito only the Hua Hin District, a

semi-urban town of Thailand.



Fac. of Grad. Studies, Mahidol Univ. M.E¢Educational Managementj /

1.8 Operational Definition of the Terms

Work Motivation based on Herzberg (1959) two vector model of
motivation (potential motivators and hygiene fasjaefers to the degree in which an
individual feels towards different facets of theab (recognition, responsibility,
achievement, work qualities, growth and advancemegmtlicies, supervision,
interpersonal relation, status, working conditiomsage of job and salary) which
determines their work performance. Motivation igj@#ality people have, allowing
them both to initiate and to continue pursuing ativday. People can motivate
themselves by seeking, finding and carrying outkworsatisfy their needs or at least
directing them to expect that their goals will kmhiaved. However hygiene factors
may be counterproductive directly affecting thetiahi motivation factors in the
model.

Secondary Schoolsinclude Matthayom grades one to six and is frealto
students who attend from September through laiagpr

Secondary Teacher refers to anyone who provides instruction within a
secondary school setting to the school's students.

Ageis defined as the total number of years of agenahdividual
calculated from the year of birth up to the predené.

Gender is defined as the sex of an individual, includingle and female.

Marital status is defined based on their relationship with/withcu
significant other. There are 4 possible answersglaj married, divorced and
widowed.

Education level refers to the highest level of graduation earngdhe
individual. It is divided into 4 categories, BeloBachelor's Degree, Bachelor’s
Degree, Master’s Degree and Doctoral’'s Degree

Years of Experience is calculated based on the number of years working
as a teacher only.

Present Position in School refers to the teachers working within the
secondary system with the following position titfléenior Teacher, Teacher, and
Other.
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Organizational Commitment refers to the degree of which the employee
has a feeling of belonging to the organization arsdher dedication to it, due to a
sense of obligation.

School Size is the total number of students enrolled at the®est School
size will be divided into 2 categories, small aadye. Schools with less than 1,000
students will be in the small category and 1,0Q@eshts or more will be in the large
category for the study.

Teaching Load is defined by the average number of teaching hpars
week.

Supervision refers to the fair evaluation and comments, ofwibek of an
individual or group of individuals. In addition, éhsubordinate is allowed to offer
explanations on any difficulties in their work.

Interpersonal Relations is an association that exists between two or
among more than two individuals for a period ofdiranging from very brief to long-
term but tending toward the long-term. This inckidéeam work, open
communication, trust and cooperativeness.

Working Conditions refers to the environment in which an employee
carries out the duties of his or her job. Theseditmmms are usually specified by
contract, include specifications on the number aiirk to be worked and how safe
classrooms and facilities are to carry out duti@s,well as access to required
resources and manageable administrative dutieseanting loads.

Image of Job is the overall assessment that an employee hasrair his
job, including the employee's sense of how the iggpeiblic assesses the job.

Salary refers to a set amount paid to a worker, agreeah tadvance
between the worker and his or her supervisor.

Recognition is understood based on the positive actions ofetheher and
recognized by his superiors, peers, parents, contynand public with praise and
rewards.

Responsibility includes a realm of decision making and actionsieich
one is held to accountable in one's area of regpbtys

Work Qualities is defined as the nature of the work for the teach

weather it is challenging or routine and permits Worker to be offered a variety of
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interesting projects as well as to have the autgnimnaesign and implement relevant
work plans.

Growth and Advancement refers to progress towards a goal. Depending
on the goal this may include upgrading a teachqualifications, attend relevant

workshops, mentoring and promotions to achieve it.

1.9 Conceptual Framework

The conceptual framework of this study is developgdnerging the variables
from various motivation theories and related litera on motivation from the
literature review. The most significant and premélenotivation factors from the
literature review are used for both the independedtdependent variables.

Independent variables are classified into socioagaphic characteristics
(age, gender, marital status, education level,syehexperience and present position
in the school) and organizational factors (orgamonal commitment, school size and
teaching load).

On the other hand, dependant variables have cedsi$twork motivation of
public secondary school teacher. There are 2 aspbgtiene aspects (supervision,
interpersonal relations, working conditions, imafehe job and salary) and motivation
aspects (recognition, responsibility, work quadited growth and advancement)
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Independent Variables

bduction¥0

Dependent Variables

Socio- Demogr aphic Factors

- Age

- Gender

- Marital Status

- Education Level

- Year of Experience

- Present Position in the School

Organizational Factors

- Organizational Commitment
- School Size

- Teaching Load

Work Motivation

Hygiene Aspects
- Supervision
- Interpersonal Relations
- Working Conditions
- Image of the job
- Salary
M otivation Aspects
- Recognition
- Responsibility
- Work Qualities

- Growth and Advancement

Figure 1.1Conceptual Framework
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CHAPTER Il
LITERATURE REVIEW

This chapter presents an overview of the liteeathiat is relevant to the
current research, thus allowing its research andirfgs to build upon what has
already been examined and analyzed by other rdwarcThis research has been
organized in the following way;

2.1 Background of the Education system in Thailand

2.2 General Overview of Education in Thailand

2.3 Development of Education in Thailand

2.3.1 Teacher Certification Requirements in Thalla
2.3.2 Teacher Training Development in Thailand
2.3.3 Thai Government Policy on Teacher Qualityn8&ads
2.3.4 Thai Government Professioraldlopment and Support of
Teachers
2.3.5 Thai Government Resource and Support Senvioe
Teachers

2.4 Background of Hua Hin School District

2.5 Significance of Motivation

2.6 Concepts and Definitions of Work Motivation.

2.7 Theories of Motivation

2.8 Use of independent and Dependent VariabldseiiResearch

2.8.1 Independent Variables
2.8.2 Dependent Variables
2.9 Measurement of Motivation
2.10 Related Research
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2.1 Background of the Education System in Thailand.

Education is implemented by the Thai governmerdugh the Ministry of
Education from pre-school to senior high schoolelwe years of standard education
is ensured by the constitution and young persomseguired to attend for a minimum
of nine years. Formal education is split into gears of primary and six years of
secondary education for a total of twelve years.

Education in a school related system is divided faur levels: pre-school
education, primary education, secondary educationhggher education.

Pre-school education (Prathom 1-3 for ages 6 tis 8jructured to offer
child care and the initial actions to develop thadiness for physical, psychological,
mental, emotional, personality, and social partgreparation for higher levels of
education.

Primary education (Prathom 4-6 for ages 9 to $l1jlasigned with the
goal to offer a basis for students to learn and pretmend literacy and arithmetic
skills. Other parts of the curriculum are addedirtspire morality, ethics, basic
knowledge and abilities.

Secondary education is further divided into 2 drdom its original six
years; Lower secondary (Matthayom 1-3 for agesd24) and upper secondary
education (Matthayom 4-6 for ages 15 to 17). Lowsecondary educations
fundamental building blocks are to promote studemtorality, knowledge, ability
and skills beyond those learned at the primarylléd®well as to identify their needs
and interests, to be honed in on their aptitudebath vocational and general
education, in addition to developing their work awtupational practices relevant to
their age. Upper secondary primary purpose is @iblenstudents to advance as per
their aptitude and interests, and acquire the fatiod for further higher education for
working and pursuing a career. And again to comtite promote their morality,
ethics, and social skills needed for a career aadihg peaceful social lives.

Admissions to an upper secondary school are dormeigh an entrance
exam and the student must pass the NET (Nationadd&thn Test) after each level to
advance and graduate.

Educational institutions in conjunction with sgexicurriculum for each

level and type of education are developed in @hato curriculum objectives. A note



Fac. of Grad. Studies, Mahidol Univ. M.Ed.(Educational Maement) 13

of distinction in the Thai education system is tloacept of “education from the way-
of-life learning process” is applied through seétning from multiple sources of
knowledge and surroundings related to ways ofdiesting naturally to enhance the
learning experience. (MOE, 2010)

2.2 General Overview of the Education System in Thiand

In the last thirty years, Thailand has made wophogress in offering
basic education to a large percentage of its ypagulation. In 1998, 91% of primary
and 72% of secondary students were in schools (QNIBG8). This success was
primarily achieved by offering 45,577 preschool8,830 primary, 10,109 lower
secondary and 2,563 upper secondary schools. $e tembers include both private
and public institutions located in both very rusald large urban areas with either a
very small number of students up to a school withcaisand or more students.

The Thai government in providing this many schaao facilitated the
hiring of teachers to teach in them. During thisseiae education reform period, the
manpower figures comprised of 71,906 pre-schoo#,£2%5 primary, 39,870 lower
secondary and 85,569 upper secondary teachersmuittiple levels of skills and
gualifications. (ONEC, 2001)

From early 2001, the Ministry of Education put filluand developed the
new national curriculum. Some of the best improvetmevere from 2001 to 2006 in
education including, increased use of technology ore qualified native foreign
language teachers for foreign languages to exeynphiowever the attempts to
decentralize the education system did very poartyits education system took some
dishearten set backs but was still in a trial pkrad improvement but then re-
established itself in 2008 with the newly formedaldton People’s Power Party
(MOE, 2009). The party has since allocated addafidumds, increased the number of

teachers and made improvements to the nationatalum.
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2.3 Development of Education and Teachers in Thaitel

Historically, education in Thailand was managedhbat home and by
Buddhist monks at local temples. The main areadotation at home pressed upon
general knowledge needed for daily life, includiiagming techniques. The monk’s
area of learning aimed at moral behavior and Bustdteachings. Only in the
nineteenth century did relevant changes occur duenddernization and formal
education was recognized as a critical factor snpitocess to produce civil service
workers as noted in Walsh (2005). In the beginmidignited number of schools were
established with a curriculum and students wereptosory committed to four years
of schooling. The purpose of creating civil sergaiar work in public administration
was both successful and of benefit for the govenimeeeds during this time period.
However, only when Thailand achieved much more aded democracy did
compulsory education become a mainstay and begialai@ng mass education for
its people and set criteria’s for teachers.

2.3.1 Teacher Certification Requirements in Thailad

The Rajaphat Universities are the main institigi@administering and
managing the teacher training colleges to prodeeehers for the Thai education
system. The universities curriculum provides praggaovering courses in teaching
methodology, school administration, special edocatsupervised practical teaching
experience, and education subjects including lagesiahumanities, social sciences,
mathematics and technology. Two separate prograisiste become either a primary
and lower secondary teacher or upper secondarypktgacher.

Before a potential primary or lower secondary esccandidate can be
admitted into the program they must have achieygzeusecondary education to be
granted the permission to enroll into the basic ywar programs to obtain the Higher
Certificate, or also recognized as a Diploma indadion or Associate’s Degree.

Upper secondary school teachers must obtain a yfear Bachelor of
Education degree offered by the government at eideeher training college or from
a faculty of education at a university. In additisimould a candidate already have a
bachelor degree in another field, they must retaroniversity for an additional one
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year, full-time, teacher training program to reeetv Bachelor of Education Degree
(ONEC, 2004).

2.3.2 Teacher Training and Development in Thailand

With the growth and advances in the Thai educaty@tem it was evident
to increase the number of teachers needed to wdhHem. The main drawback of this
positive major growth was the lack of qualified dears, but candidates are hired
nonetheless to meet the demand. The issue of yumadiy have been compromised
due to a lack of teacher training but many of thedidates did possess some relevant
qualifications ranging from diplomas to master @egt Furthermore the training and
development of new teachers was not the only conéedisting teachers also needed
to be re-trained to keep pace in an increasingajlkibowledge based society making
the task twice as difficult, to have to train batirrent and new teachers entering the
profession (ORIC, 2001). The solution was for thHeaiTgovernment to establish
Rajabhats (Teacher Training Colleges) through thic® of Rajabhat Institutes
Council (ORIC) under the guidance and supervisibMOE. The Rajabhats offer
pre-courses and in-service teacher training. Thezehirty six Rajabhats throughout
Thailand to meet the demands of the Thai educaystem now and in the future
(Fry, 1999). The main factors in providing teactievelopment are in the jurisdiction
of the Rajabhats and other faculties of educatiomfother institutions as a form of
support and checks and balances. In addition touttieersity requirements for
teacher qualification, the in-service teacher dmwelent shifting to school-based
training (SBT) for both new and seasoned teacharpiyotal reform for the future
success of ensuring teachers are properly traoreithé current and future educational

needs of Thailand’s educational system. (MOE, 2010)

2.3.3 Thai Government Policy on Teacher Quality Sindards

The Office of Educational Reform (OER) under tluharity of the MOE
formed the Council of Teachers and the Office faglfdfe and Security Promotion of
Teachers and Educational Personnel for the purpmggerform both institutional
development and development of professional stalsdand ethics. The council is
mandated for drafting and implementing professi@tahdards with the authority to
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issue or revoke professional teacher licenses, elt ag to survey and observe
professional standards and ethics. As outline®iBE, 2004), the main features to be
monitored are; academic background and professiaglerience, teacher’s
experience, teacher’'s behavior, teacher mentoprajessional control, accreditation,

and continued professional development.

2.3.4 Thai Government Professional Development andupport of
Teachers

The Thai government implemented the Institute B@velopment and
Promotion of Teachers, Faculty Staff and Educatidmersonnel to develop and
support teacher’s needs (OEC, 2004). The mainrieriteere to provide funding to
support education, training and observation touthiw Thailand and abroad to gain
insightful knowledge for teachers, faculty staffdaeducational personnel. The aim
was to allow educational civil servants the oppuaitiuto gain confidence to initiate,
innovate, and recognize comparative achievemenitgua be applied within their
own workplace resulting in greater satisfactiontheir own disciplines and careers
motives. In addition scholarships for master's atattorate degrees in areas of
science and technology and academic training &iesviare offered to qualified
teachers through two projects; Training of Teastveth Special Talents in Science
and Technology, and Development and Support of Aeracwith Special Talents.
Furthermore, multiple teacher-training activitieavl been organized between the
MOE and international bodies. Part of this iniratincludes self-study English kits

labeled “English through Entertainment” consistaigeaching plans and videos.

2.3.5 Thai Government Resource and Support Servisdor Teachers

A more recent report, Investment Plans under i&@mulas Package of
Economic Reform 2010-2012 (MOE, 2009), outlines groject 1 to increase
development and support of teachers. It states t¢tivate current teachers by
recruiting the above average students to bettestdredard and quality of the teaching
profession in Thailand. In doing so, it will padlthis goal to increase the manpower
at schools so as to give current over worked teadamere time to plan and teach to

be more effective in the classroom.
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Attached to this new technological resource suppsrtE-HRM

(Electronic Human Resource Management), to cortstrianpower framework,
producing, seeking, employing, improving teacherd affering a better quality of
life. This system function is to secure and mamtprofessional dedicated and
socially adept teachers who value their work andtinoally produce high quality
academic work. To compliment this ingenuity, the E@ill also offer new teaching
techniques, with access to more learning resousces as public libraries and
educational media to expand knowledge access.

2.4 Background of Hua Hin, Prachuabkhirikhan, Schod District

Gulf af
Thailand

Figure 1.2Map Of Prachuabkhirikhan Province with Hua Hin Dt
Source: www.hua-hin-map.com
Hua Hin Town is located on the coast of Hua Hirstbit with a
population of approximately 84,883 (Wikipedia, 2D10 an area of 87 kilometers
squared. It is one of the eight districts (Amphotjhe Prachuabkhirikhan province.
Based on statistics there are a total of nine pulplunicipality schools providing
primary, lower and upper secondary education tdb%,4tudents taught by 298
teachers (Division of Education, 2010). Of the ltatamber of students, 1003 are
enrolled in secondary public schools taught by ¥@8ondary teachers. All the
schools are easily accessible by road.
This district was primarily chosen as it has haddramatic rise in
population within the last few years due to inceshsproperty and business
development. This has caused an increase in stpdpuadations as families move to

Hua Hin Town for work from surrounding provinces iasoffers more attractive
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opportunities than in other towns or provinces.abidition, the access to school
administrators, teachers and schools was also tanicio be able to collect data for

the study in an urban area with current records.

2.5 Significance of Work Motivation

The significance of work motivation is of great paortance for the
educational institution, the teacher and the studBor the institution it means
achieving national standards, for the teachermitagents fulfillment in their work and
for the student, success in educational achievement

An integral aspect of the education managementcgs® is the
management of teachers. It is essential to receghig human element as the main
source for improvement within educational organaraand its educational goals. As
stated in (Bowen & Radhakrishna, 1991), motivatetpleyees ensure institutions
survive. Motivated employees produce more qualioykw Motivating employees is
arguably the most demanding function an adminmstratust initiate while constantly
applying motivational techniques as employees ratibmal behaviors are fluid and
not overtly transparent. Ongoing assessment isiregnis to ensure educational
institutional success.

For an educational organization to fulfill its ebjives it must instill a
sense of cooperation and commitment from its stdfferwise efforts will be
counterproductive without the full support of teach Without work motivation
many aims will not be achieved by educational tosbns, teachers and students.
Luthans (1998) assessed motivation to be the chtidyawake, stimulate, direct and
maintain high levels of positive action behavioda@anhanced performance tasks. To
understand and develop effective work motivatiareases job satisfaction as well as
commitment of the teacher at their educationalitutstn making the study of work

motivation significant for the betterment of educat
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2.6 Definitions and Concepts of Work Motivation

From reviewing the literature, understanding whnativates employees
and how they are motivated has been the focus afynmasearchers. Personal
motivation is a dynamic and highly developed fidddnging together a web of
disciplines to continue adding to previous reseachas to remain as current as
possible for defining and conceptualizing work mation as it is in a constant state
of fluxuation as goals and priorities of individsiadre continually changing and
effecting behaviors causing motivation to be diffid¢o have one specific definition
or one precise theory for all workers.

Bassett-Jones & Lloyd (2005) offered that Hergband other content
theorists suggested a more complex interactionntiefn from both internal and
external factors, and explored the possibilitiesirafividuals reacting to different
internal and external stimulus. However in compmarjgprocess theorists like Vroom
initiated internal factors as the reason for pessbehaviors patterns.

While Greenberg and Baron (2003) stated motivatian be defined in
three parts. They are the drive and energy ofrilvidual actions, behavior directed
by the choices individuals choose and the lengthimé an individual chooses to
maintain the behavior to achieve their goals.

Though Young (2000) stipulated motivation can ledireed in multiple
ways depending on who is asked. Along this linghariking, motivation is a force
within the individual authorizing the level, direant and strong willed effort spent on
the work.

But Luthan (1998) defined motivation as, a procésg begins with a
physical disadvantage or a need triggering a beh&wipropel an individual to decide
and reach their goal.

While Lock (1968) cited in Wofford (1992) proposedly goal setting
was enough to create a feeling of motivation.

Back to a simpler definition, Shamir (1991) prdaseénis findings stating,
that a task can be motivating only because theithgial finds meaning in it, and not

from the intrinsic rewards it may offer.
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However Sylvia and Hutchinson (1985) concludedchiea motivation
stems from the freedom to experiment with new ideagease and success of new
responsibilities with elements of intrinsic seltel@ninants.

This is in agreement with Campbell and Pritch&tf76) who defined
motivation as a construct of psychological processed affecting initiation,
direction, intensity and persistence of behavior.

While Guion & Landy (1972) hypothesized that wanotivation was a
function of work purpose reinforcing Maslow’s thgoiThe original motivational
literature linked work itself as the main motivator

Additionally, Maslow (1971), individuals who dooin recognize the
workplace as meaningful and purposeful will not mi@in professional standards.

In review of these definitions, when looked atistatally, the underlining
theme of work motivation reflected motivation to geal oriented with outlines to
attain success in pursuing desired goals while n#go& on some freedom at the work
environment. With the tremendous number of thedoesonsider, one needs criteria
to evaluate them all. It must be criteria with #i®lity to identify which theories have
the most predictive and which have no validity dejpeg on its purpose (Furnham,
1999).

It is evident from the wealth of theories for pbss inclusion in this
research the researcher must be selective in cigppde appropriate grouping in
providing a more in-depth review of the theoryrkieire and for this reason the main
focus has been to present the Need theories wathekt influence in explaining and

speculation of work motivation in the following $em.

2.7 Theories of Motivation

Eight major approaches are presented to ensureliatih in-depth
explanation of work motivation leading to our urstending of motivation are
Maslow's Needs Hierarch, Alderfer's ERG Theory, NMaland’'s Acquired Needs
Theory, Cognitive Evaluation Theory, McGregor's dhe X and Theory Y,
Herzberg's Motivation and Hygiene Factor Theory,amd&s Equity Theory and

Vroom's Expectancy Theory.
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2.7.1 Maslow's Needs Hierarchy Model

Maslow is considered to have introduced one of libhst well known
theories of human motivation. It is one of the moegtely recognized and referred to
works in motivation theory, first published as ‘Adory of Human Motivation” in
1943. (Denhardt, 2008)

His model was fundamental to research in explginim general terms
human needs and why they were motivated to takersctMaslow's hierarchy theory
provided several layers of motivational predicttM&hba & Bridgewell, 1976).
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Figure 2.1 Maslow’s Hierarchy of Needs Pyramid

Source www.timlebon.com/maslow.htm

Maslow's overarching assumption about what unetketiuman motivation
was humans are directed to take action resultindulfiling underlying needs
(Maslow, 1954). Maslow’s model was only one of gossible models (Goble, 2004).
Perhaps the best way to explain this model is éoamsanalogy from chemistry. In a
needs-based model, humans can be seen as neutrdiafanced) atoms (Maslow,
1943). This sometimes upsets a balance state vidialso called homeostasis. For
example, a person becomes thirsty or scared. Tlpgssan is missing something that
must be replaced through a certain set of actidiagivation arises as the result of this

lack and the person attempts to recover the balbatae in the same way that an
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atom that has been turned into an ion seeks tonrégelf to a neutral state (Maslow,
1971).

Maslow added a number of details to this basicddehdbecause he
recognized not all needs are equal: This is whygrieated a hierarchy of needs. It is
worth noting Maslow's research was based not otraatgheorizing as had been the
case with earlier psychologists like B.F. Skinrmrt on large data sets derived from
his works with a range of subjects. Maslow's higrgrwas almost always represented
as a pyramid with the most primary needs at theobut although it was also
sometimes inverted so that it resembled a funnih thie primary needs at the top
(Goble, 2004).

These primary needs are the ones that Maslow caligsiological needs,
breathing, water, food, sleep, and shelter. What inmaovative about Maslow's model
was his insistence that human motivation arisedwthese basic needs were not met.
And, moreover, those “higher” needs will be setlagintil the basic needs are met
(Maslow, 1954; Maslow, 1971).

These are labeled as the most basic needs amght not initially be seen
in what they have to do with workplace motivatidiaglow, 1943). The meeting of
basic needs is highly relevant to workplace moibra{fMaslow, 1971). If a worker is
not given enough time to eat a nutritious lunchtime to get a drink of water, then
his or her most basic needs are not being met €;ab0D4).

When this was the case, of a basic need not beiey people were
motivated as Maslow argued to meet only those basgrls. When these most basic
needs were met, an individual could move on tagiteto satisfy issues surrounding
safety. Again, this next level of needs is one Aamdntally relevant to the workplace.
It included a sense of health, personal finan@austy, employment and access to
resources.

It should be pointed out here that there is alteylunothing wrong with a
person being motivated to satisfy more basic néeftsre moving to satisfy “higher”
or more abstract needs (Maslow, 1943). This tendemsee to the most basic of our
needs first arises from the fact that humans livghysical bodies and as such are

subject to the same needs as other living creafivtaslow, 1954).
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The third level of needs Maslow outlined were abaieeds such as
friendship and intimate relationships (Maslow, 1p@@iven that many people's most
important friendships come from the workplace, tisis relevant issue to teachers'
motivation. However, if the first two layers of rseare not being met, then workers
would not have the motivation to make social cotinas, which would limit their
overall motivation.

The highest level of human motivation, accordingMaslow, was the
need for activities building esteem. This was samet described as the motivation
to work towards a sense of belonging. Workplaceivaton equated to the level
needed by the worker. And it is true workers ardivated to receive various forms of
praise in the workplace. But this level of need ba met in less formal ways as well
(Maslow, 1943). Being well regarded by other woskevas also considered a
motivating factor to strive for.

Finally, Maslow argued, when all other needs aet, ifnumans will reach
toward what he called “self-actualization”, the naation to become the best possible
version of ourselves.

Even though Maslow’s theory is still somewhat paputoday, the
replication of studies using need-based theories dmt offer strong support for its
use (Naylor, 1999).

2.7.2 Alderfer's ERG Theory

Clayton Paul Alderfer (1980) expanded and refilddslow's theory.
Alderfer built upon Maslow's categories so thatrhisst basic ones (the physiological
and safety needs) became Alderfer's “Existenceégmay. Maslow's intimacy and
esteem categories became Alderfer's “relatedneat®gory. Alderfer's “growth”
category replaced Maslow's self-actualization leviel addition to collapsing
Maslow's categories, Alderfer also made more eipdiemething that was at most
implied in Maslow's model. Alderfer argued that pkeowould “regress”. If an
individual could not meet her or his needs in ahbiglevel, then that person
“regressed” to a lower level and dramatically imsed efforts at that lower category.
This can be seen as a sort of compensatory straltegge cannot achieve the top
goal, then the individual tries to make do withaallitional focus on secondary goals.
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Table 2.1 A Reorganization of Maslow’s and Alderfes Hierarchies

Level Introversion Extroversion
. o - |Transcendence (assisting in the
Gibwih Sc!i-Acluaiuulul:m td;:\:JciupmgnlJﬂ development of others éi}mpelencies
row competencies [knowledge, attitudes, | -7 F O E T s 2 s
and skill] and character i s
Other Personal identification with group, |y, 0 o oo bl e (Esteem)
(Relatedness) significant others (Belongingness) i ) BHOUPALS
Self Physiological. biological (including . R
(Existence) basic emotional needs) Connectedness. security

Source:http://tabacco.blogcity.com/maslows_hienaroli needs__physiological_lev

el 1 to_selfact.htm

The above visualizes how the two models are cdadeboth to each
other and to the personality types of introvert axttovert. This table is especially
useful in terms of helping individuals see whereytimight fit in terms of the work
place. All individuals have basic needs and acogrdo both Maslow and Alderfer,
seeked to meet those needs before they could dihiagyelse in a focused way
(Alderfer, 1980). But what we might call the corttei human motivation and need
differs. So while an introvert needs to have his/basic needs met, she/he will
visualize these needs in a relatively solitary wky.simplify this concept to its very
basic level, an introvert will do what she/he neéalget food for dinner. But an
extrovert seeking to meet the same needs will seekpany for dinner with equal
fervor as he/ she seeks the food (Alderfer, 2005).

This was an important distinction that Alderfezlged to cement in his
analysis of human motivation. Not this particulesticiction between introversion and
extroversion, although it is in itself importantitmot on the insistence on the fact that
all humans are motivated to meet their needs iartio order, but how each of us
defines “basic” or “fundamental” needs in differewmys. While it is intuitive that at
the “higher” levels of motivation (such as selftadization) there would be
differences among groups of people, actualizatisnai rather abstract concept
(Alderfer, 1980).

Alderfer argued there are important distinctiansterms of human
motivation because of the differences experiencedhe understanding of basic
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needs. Workers were unified in their tendency tgress to lower needs when
attempts to satisfy higher needs were frustratédefer, 1980). The relevance of this
model of human motivation to the current researchhie following table helps to
explain the ways in which Alderfer divides the legyand levels of human motivation.
Reading across this table, a better understandintpe ways in which this model of
human goal-seeking and motivation can be transl&imoh the abstract into the

particularities of a workplace.

Need Motivation to Satisfy
Need

need

forsetr \ Challenging Projects. Opportunities for Innovation

need forself  \.....
gsteem

/ soctal \ Acceptance, Group Membership. Association

needs-belonging  \  With Successful Team. Love and Affection.
/ need for \ Physical Safety, Economic Security. Freedom

safety and security from Threats, Comfort, Peace.

, , Water, Food, Sleep, Warmth, Health,
physical survival needs "

" Excercise, Sex.

Figure 2.2 Maslow’ Hierarchy of Needs
Source:http://tabacco.blogcity.com/maslows_hienarolh needs__physiological_lev

el 1 to_selfact.htm

Beginning at the bottom layer of existence, treeeclear implications for
the work place. When workers are bettering thenesglthey would most probably
like to believe that they appreciate the rewar@ds tthers receive without begrudging
them these rewards or without secretly assessirghghwhat other people receive is
being directly deducted from their own portion (&tter, 2005).
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The next level up for Alderfer was his categofyrelatedness” as a force
for human motivation. This is an important vector fotivation for workers as they
value their friendships with other workers and arsel sense of collective purpose.
To be a worker is to be a part of a team. In gédrteechers are motivated to form
strong communal ties and feel a significant amaimeward from these connections.
Workers who have a high sense of relatedness tebe highly motivated overall.

In following Alderfer's model, it is seen how whhigher-level needs are
not met, lower-level needs tend to interfere witd motivation to pursue higher level
needs (Alderfer, 1980). Thus while workers are watéd to make connections, they
may be prevented from doing so by competition fesources (Alderfer, 2005).
Divisions among workers, between different depantsie between new and
established workers, could prevent authentic klghips from being made. And
when this happens, workers revert to the “existetmeel of needs, trying to assure
for themselves the largest possible piece of the.ti

The same dynamic exists at the next level of A&ls model, that of
“growth”. When workers were blocked from achievitigeir goals of meeting
connectedness needs, they became more focused textbtence” levels. This made
it even harder for workers to be motivated to refachihe goals at the “growth level”.
Ironically, under Alderfer's model, workers who weable to concentrate on the
highest goals would find themselves both highly imaded and much happier since
the goals at this level are fundamentally satigfyimpart because they were precisely
these kinds of goals that attracted people into ghafession. But encountered
obstacles at lower levels. Thus Alderfer's modggests that workers were caught in
a dichotomy (Alderfer, 2005).

This model is useful as it allows researcherse® why some workers
seem to get ensnared; struggling over the basit$osh their motivation to reach the
highest goals of the profession that had origindiigwn them in. The most useful
aspect of these two models , Maslow's and Alderferas that they underscored the
fact that human motivation is not a homogeneoudifigmentiated force or drive but

must be considered to be a complex and stratipéa of human nature.
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2.7.3 McClelland's Acquired Needs Theory

Davis McClelland's (1961) model followed in the aeoof Maslow and
Alderfer while also contrary to them as he arguexdain needs differ from individual
to individual. He argued, all people humans areidated by three needs. This model
was also sometimes referred to as the “Three-nleeoryt”. The importance of his
theory was twofold. The way in which he categoribedic human motivation was
intrinsically interesting. But there was also theportant addition in this model that
needs were acquired or learned rather than inMéslow and Alderfer did not
explicitly focus on the fact that the needs thaytloutlined were innate, but the
purpose of their models was, humans come into thidvwvith the needs that they
outlined and in the order or hierarchy that theyehaelineated (McClelland &
Burnham, 2008).

Beginning the examination of his model with aalgdion of the three
needs that he saw as central to human nature amadrhmotivation, McClelland
believed that while all humans were motivated tlilfteach of these three needs,
workers each balanced these three needs diffeyesatithat while some people were
highly motivated to achieve their goals others wargch more highly motivated to
have important relationships in their lives. Whyreopeople are more motivated to
have one need fulfilled and others a different @@ complex one. McClelland
seemed to at least have believed that the majcetusdor why each worker needs or
beliefs that she or he needs, that power rather thlations arises from our personal
experiences, although he did not preclude the bitisgithat there were also innate
elements in individual’'s make-up, shaping our mations (McClelland, 1961).

McClelland argued that one of the three prime wattirs of human nature
were what he referred to as the need for achievemmeN-Ach. This need is the
motivation to achieve what is important to the parsHowever, there was another
element to McClelland's N-Ach category, which whaat tthis motivation has in it the
idea of success. And while success can be defipdrely internal terms, it tends not
to be. For example, a person might decide thatveduets to run and complete a
marathon because she has been reading inspirastor@ds about runner. So she/he
trains and enters, and indeed completes a marafffus.can be as an internally
defined motivation in terms of N-Ach category (Medand & Burnham, 2008).
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However, it is almost necessarily the case thathaéhe runs the race, she/he begins
to compare her pace and effort against other rgni@re/he begins to define success
not in terms only of her/his own goals and motimas but also in terms of other
people's performance. Many people are motivatdsketpn with a concept of success
that is defined vis-a-vis others.

Another very important aspect of McClelland's ®lpdin aspect of his
model that sets it apart from those of Maslow andeAer, was McClelland
understood that both goals and motivation are emibed, often to a fundamental
degree, by the culture in which a person was ragsetllived. In a culturally diverse
workplace, there will be a variety of differing mations depending on both
individual preferences and experiences as seenghrthe filter of differing cultures
(McClelland, 1961).

McClelland's further defined people who were wetted toward the
fulfillment of the goal of N-Ach as the kind of men who sets reasonably goals
.Goals that are sufficiently high to challenge theividual but with a high but not
impossible level of effort to be achieved. In otlweords, a psychologically well
balanced person, one who wants to extend her osdiino the extent of her/his
limits, but then to be rewarded for these effoMsClelland & Burnham, 2008).

McClelland understanding of this form of human ivation, as well as
his other two categories, were both psychologicaitye astute and more refined than
that of Maslow or Alderfer. An important aspecttbis psychological acuteness was
that he understood that a person will not feel seyse of accomplishment if she/he
thinks that success is unearned (McClelland, 19640d a major barrier to feeling
that success was earned was the feeling that ludate played a greater role than
one's own effort. Thus an important part of N-Ashthat the person feels that there
was no significant amount of luck.

Another aspect of this form of human motivatioaswthat people who
were primarily motivated towards achieving goalérasl as N-Ach were also highly
motivated towards working with other people whoneythconsidered to be high-
achievers who were motivated by similar goals. Mdti@hd also argued that people
who were primarily motivated to achieve goals dist meed praise or outside
inducements (McClelland, 1961). Some people nexs] Bnd sometimes significantly
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less, external motivation than do others and ngbma@ is entirely unaffected by
honest and authentic motivation.

The next category of human goal-seeking or madbwataccording to
McClelland was the need for power, or N-Pow. Inegah this can be seen as the
motivation to lead other people in concerted e$fa that the individual believes that
he or she has made an impact in an arena that psriamt to the individual
(McClelland & Burnham, 2008). This motivation caatwally be acted out in two
different ways, one much more benign than the offiee less benign of these forms
of N-Pow is the desire to have power over othersGMIlland, 1961). People who are
motivated in this way can be highly disruptive imyavorkplace.

This leads to an important point so far not disedsdt is assumed that
motivation is a good thing: When a worker is redngd as being “motivated”, it is
generally believed to be about a valued employes.itBis perfectly possible for a
worker to be motivated to act in ways that areretyticounterproductive (McClelland
& Burnham, 2008). Thus one of the aspects of rebgag human motivation as it
applies to a productive workplace is not only home aletermines and encourages
what might can be called pro-social motivation bigo how one determines and
discourages anti-social motivation.

The second need for power or N-Pow is the matwabn the part of an
individual to gain not personal power but instibutal power (McClelland, 1961).
People who are motivated to gain this time of poaer also motivated to work
towards the fulfillment of the objectives of the nkplace or organization as a whole.
At first, this form of power or motivation might & to be a universally good one.
After all, who doesn't want a worker who is in tumiéh the goals of the organization?
However, in reality, the issue is a rather more glicated one given that there is
rarely a single goal for an organization. Thus ragiviidual who focuses with a high
degree of intensity on one of the organizationagto the exclusion of others may in
fact be a disruptive force in a workplace (McCletda% Burnham, 2008).

McClelland's third form of motivation is what halled the need for
affiliation, or N-Affil. People who are high in thiform of motivation are focused
most highly on their relationships with others. Mapeople who go into the
workforce are highly motivated by their desire tavé strong and supportive
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relationships with others. McClelland believed tpabple high in N-Affil are good
team players and will have an easier time subsuriieg own personal desires to
what they perceive to be the good of the orgarorgiMcClelland, 1961).

Again, the individual who is motivated along tbésmes might seem to be
an ideal worker. However, McClelland made it cléeat the overall picture is more
complicated than this. For while it is important fworkers to come together in a
team, it is equally important for individuals tast up for what they believe. Those
high in N-Affil are good team players, but they akso highly inclined to be
conformists. They are also inclined to make deosiand act in ways that will make
them popular with their fellow workers. Such dems may or may not be in the best
long-term interests of the organization.

A final word about McClelland's work in terms of @aining human
motivation was his use of the Thematic Apercepfi@st, or the TAT (McClelland,
1988). McClelland, to a much greater degree th#meeiMaslow or Alderfer, was
concerned with psychological nuances in terms ohdmu motivation and so was
concerned with tests or instruments that couldrdete how people assess both their
internal states as well as their assessments of ditver people think and that
motivates them. The TAT consists of a number died#int types of assessments. A
number of these tests include showing a test subjeambiguous picture and asking
the subject to interpret what it means.

2.7.4 Cognitive Evaluation Theory

Cognitive Evaluation Theory is a version of Sel#tBrmination Theory,
which in turn is a part more generally of humagigisychology (Deci & Ryan, 1985).
This group of theories is unified by the belief tthweople have an inherent push
towards growth: Workers are each motivated by makeinfluences rather than by
external forces (Deci, 1975). To some extent wWas a turn toward the underlying
model Maslow was using: It is implicit in his modékt the kinds of needs that he
was referencing, and the associated motivatiors, omes that arise from within

ourselves rather than being imposed from the oeutsid
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Researchers who worked with self-determinatiord@ are explicit that
motivation arises from within the person. A consate of working with a model, if
one wishes to motivate someone then one must emphasd support the internal
impetuses for motivation rather than relying oneexal rewards (Deci & Ryan,
1985). The advantage for managers in believinguchsa model, regardless of its
possible accuracy: If people are responsible feirtawn motivation, then this fact
reduces the responsibility of managers to do angthi

Cognitive Evaluation Theory, in addition to ung®ring the ways in
which each person is responsible for his or her geoal-setting and motivation, is
also responsible for his or her own self-determama{Deci, 1975). In very broad
terms, the individual is responsible for the preceswho they become. Exemplified
are elements of existentialism in this type of modée following diagram is one
way of displaying a cognitive evaluation theoryténms of the kinds of feedback that

help a person remain self-motivated and self-detexth

lelng of
Anagrams

Test
Score

S \

Ability Self-Perceptions
Feedback of Ability

Effort Self-Perceptions
Feedback of Effort

R-290

Figure 2.3 Cognitive Existentialism Model

Source: http://psycnet.apa.org/journals/psp/62/@ges/psp_62_3 402 _figba.qif
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Another graphic representation of the dynamics Ivea in a self-motivating,

self-determining system is follows:

define data

goals beliefs actions
problem acquisition
propose : task
solutions commitment management
options decisions . plans
arguments commitment

Figure 2.4 Self-motivating and Determining Model

Source: http://www.acl.icnet.uk/images/rags_figfL.qgi

The description of such a model by researcherswgled models like this
are focused on how people are motivated by intrimgther than extrinsic factors.
Deci & Ryan (1991) argued that the primary motingtforces are universal, innate,
and psychologically as opposed to physiological4sdnl. Thus those arguing for
models of intrinsic motivations are arguing agaitit idea of acquired or learned
motivations. Deci & Ryan (1998) described thesaianuniversal needs as the need
for relatedness, a common motif in all of the medekamined so far, need for
autonomy which might be seen as an analogous tomekd for self-actualization,
personal growth and the need for competence. migbt be seen as a combination
of the need for power for the motivation to be agbkd.

What causes people to be motivated on their owhat\Wfives rise to an
internal sense of determination? Researchers snati@na are not entirely clear about
this (Deci & Ryan, 1985). Indeed, this is a gendgdling in the entire field of
motivation research: Researchers tend simply td pea motivation is more intrinsic
than extrinsic or innate rather than learned, er réverse, without hard empirical
evidence to support such claims.

Cognitive Evaluation Theorists seemed to have simmbsited that
motivation is internal. To some extent they weretlos right path, because there are

intrinsic elements to all human behavior. But ih&d to see that intrinsic motivations
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are as specific as this group of theorists argestto be. It may be problematic that
cognitive evaluation theorists believe that extemraextrinsic motivations can be
internalized or made intrinsic in a very specifiayyDeci & Ryan, 1985). Again, as
noted above, these sets of models are capablgé&akip managers but are much less
favorable for workers. Deci (1975) and Ryan & D€2D00) both posited that
managers can transform specific extrinsic motivetisuch as the desire to make a
certain level of profit for a company, for exampdegoal that would be rewarded by a
certain raise in salary into an intrinsic need sashthe need to feel competence.
Openness to the idea that the need to feel compeisnnnate and universal; it may
not be so for extrinsic goals, which are determiagd unique by other individuals,
can be matched up seamlessly to intrinsic needstai@y a good deal of
management theory is devoted to the idea that tedsgof managers and/or
organizations can be transformed into the intrimsativations of workers. Certainly
one of the basic motivations in human life is telfeonnectedness or relatedness or

affiliation, all of which have been cited by therioas authors examined.

2.7.5 Douglas McGregor’s Theory X and Theory Y

Douglas McGregor (1960) is likely the most relevanademic to have
developed Maslow’'s needs hierarchy in relation ciganizational behavior
approaches (Ott, 2007). McGregor produced two rtegoto explain employee
motivation. Both of these theories start with tea that management's role is to put
together the factors of production, including peodbr the economic prosperity of
the firm. Then the two theories of management aputiit X and Y.

Theory X states workers are lazy, selfish, anddrgvoid work if they can
and are easily distracted and need to be directet cantrolled. This style of
management forces the manager to outline the taskis responsibilities of the
worker. However this method can lead to a lackusdttby the manager of the worker.
(Scott & Davis, 2007)

Theory Y states workers are self-motivated, arbgj accept greater
responsibility with enthusiasm and have directiog@dls increasing self motivation.
Managers applying Theory Y the work itself is mating and will tend to develop
better working relationships with their staff. Iddation, within the correct setting, the
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managers will allow for more creativity and offenhanced resources to allow
workers to be more productive, thus stimulatingrtht® be more motivated due to
increased work autonomy and flexibility in day taydwork activities (McGregor,
1960)

2.7.6 Herzberg’s Motivators and Hygiene Factor Thery

Herzberg (1966) theory was strongly influenced dmth Maslow and
McGregor when he put fourth his own theory of mation called the motivation-
hygiene theory. The theory was strongly influenbgaheed fulfillment because of his
interest in the best way to satisfy workers.

With the introduction of Frederick Herzberg's miodé motivators and
hygiene factors, it became an important new asp#ot the concept of human
motivation. He argued that any accurate model ohdu motivation, especially as it
is applied to the workplace, must be what he callettwo-factor model”. Such
models include what one might call “push” as wall“pull” factors. In other words,
motivation arises both in terms of what we waniva#l as in terms of avoiding things
that we don't like the “push” factors (Herzberg53p

While the models examined above can be mapped asiggle vector
,essentially like a number line with positive vau® one side and negative values on
the other, Herzberg's model can only be mappedyaln separate lines or vectors
or, using the term in a general rather than a ema#ical sense or dimensions
(Herzberg, 1987). One of these vectors is satisiactanging from zero through an
infinite positive realm. The other is dissatisfaati or a scale that also goes from zero
to infinity. Although a high ranking on this secordale is highly detrimental. The
following diagram suggests how these two factons &dated to each other in the

workplace.
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motivation factors

- achievement

= recognition
« the work itself (
= responsibility

- advancement

= growth

~N hygiene factors

- company’s policies & administration
= supervision

= working conditions

= salary

roersonal relations

= job security

Figure 2.5 Herzberg’s Two Factor Model
Source:http://www.provenmodels.com/files/1e328794Fe1675a62f04ca026232/m
otivation_hygiene_theory.gif

If this model is regarded as accurate, it follawat it must be analyzed
along both work place vectors (Herzberg, 1987)oidder to understand whether a
worker is likely to be positively motivated or name must therefore analyze both
sets of factors (Herzberg, 1959). He discovered ttie main determinants of work
motivation were achievement, recognition, work Iffseresponsibility and
advancement. He also determined the main dissatisfvere company policy and
administration, supervision, salary, interpersastdtionships and advancement. Both
of these groups were separate and required sedwate The most relevant finding
was if the company did not resolve dissatisfieentthey could not create motivation.

A sample analysis of a workplace in terms of quatential motivators (or
factors that tend to lead to higher levels of workatisfaction and individual
motivation) and of hygiene (or of factors that ckad to higher levels of

dissatisfaction and decreased levels of motivatioiijws:
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Factors Affecting Job Attributes as Reported in 12 Investigations™

Factors characterizing 1,844 events on the Factors characterizing 1,753 events on the
joh that led to extreme dissatisfaction joh that led to extreme satisfaction
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Hygieneor o1 COnRHons job satisfaction and 31%0 of
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Status dizsatisfact on.
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Figure 2.6 Factors Characterizing and Affecting Ekeme Dissatisfaction and
Satisfaction of Job Attributes
Source:maaw.info/ArticleSummaries/ArtSumHerzberdgsBim

Furthermore, understanding this two-factor modethat people derive
satisfaction from their job and this includes saspects of motivation as the desire to
feel competent and the need for self-actualizafissatisfaction arises’ not so much
from failures or perceived failures in terms of tigportunities that a job allows such
as the need for feeling competent but from a failof an employer to provide the
hygienic needs of an employee (Herzberg, 1959; béerz 1987). An employer who
fails to provide adequate salary or fair treatmfentall workers or a safe working

environment will create a work environment in whitissatisfaction will tend to be

high.
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2.7.7 Adam’s Equity Theory of Motivation

John Stacey Adams's Equity Theory of motivation aso be seen as a
two-factor model, although it is not generally reéel to as such. His models focuses
much more distinctly on extrinsic rewards, or p@ha better way of stating this is to
say that he focuses on the ways in which we malkensic factors meaningful to
ourselves, which can be seen as a way of interngliextrinsic factors (Adams,
1965). Adams's major argument was that all emp®yssek to balance what they
give to a job, their effort, their principles, atigeir sense of self, with what they
receive from a job vis-a-vis what they perceiveb&othe relationship between other
workers' input and rewards. In simpler languagedé&yrEquity Theory, workers ask
themselves if they are being rewarded proportidyaite comparison with other
workers.

This theory posits that even more important thaw mouch reward a
worker is getting in comparison to how much effsite or he is making is that
person's assessment of how well other people ang bewarded. Adams (1965) put
fourth; the more inequitable perception of the vpdake to be, the lower its general
level of motivation will be. Messick & Cook (1983apded essentially it is a human
impulse for workers to measure how well they armpensated against the ways in
which other people are compensated and to feebpsated, if they know others in
similar jobs are being compensated much better tivay are. And the more
inequitable the perception of the workplace to thes lower its general level of

motivation will be. The following diagram explaittsis model:
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Adams” Equity Theory diagram - job motivation
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Figure 2.7 Adam’s Equity Theory Diagram-Job Motivation

Source:www.businessballs.com/.../adamsequitythietony.

This model may explain how if a worker feels thene being treated
unfairly, despite the fact that they are being paell. For example, the research of
(Messick & Cook, 1983) explained how workers arkely to have reduced
motivation if he or she knows that their salaryl it rise with experience. This is a
standard dynamic in many workplaces and can samfly increase levels of

dissatisfaction.

2.7.8 Vroom's Expectancy Theory
Victor Vroom's model of human action and motivatwas based on the
assumption that humans are rational actors. In wag his theory parallels the

assumptions made in a number of classical and lassical economic theories. He
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believed that humans act in the ways that are i@y to ensure that we maximize

our pleasure; at the same time we are continuadlkimg choices that minimize pain

or other unpleasant sensations. This model thumpocates the assumption that we
as humans are able accurately to assess what is likelg to cause us pain or

pleasure (Vroom, 1964).

Vroom put fourth three forces or central ideashis theory: Expectancy
(E), Instrumentality (I), and Valence (V). Vroontserall model can be translated
into the idea that while each individual has hider own set of unique goals, nearly
everyone can be motivated if she/he believes infoflewing ideas. 1. Increased
efforts will result in a stronger performance. 2job well done will be rewarded. 3.
The rewards that are given for a good performande satisfy a need that is
important to that individual. Within this formuld,room defined “valence” as the
emotional connection that people (i.e. workers)eh&w various rewards. So, for
example, a high salary might be very importantrie person while only moderately
important to another, while a third might be mossily motivated by more vacation
time. The element of “expectancy”, according to & refered to the idea that
different workers have different ideas about wihad that they are good at doing and
that to motivate workers as much as possible ihesessary for managers to
understand workers' expectations of themselves enadt jobs to meet these
expectations.

Finally, the vector of “instrumentality” for Vroo refered to the
assessments made by employees as to whether aenavith@ctually give them the
rewards that these managers have promised. If mahagre seen as being
untrustworthy and/or dishonest, then they are yikelhave less-than-fully motivated

employees. The following diagram provides an ovewof this model:
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Figure 2.8 Vroom’s Expectancy Model

Source:www.workingfutures.com.au/.../fmc13_intrmht

Vroom’s Expectancy Theory of Motivation is unlikBlaslow and
Herzberg; Vroom did not concentrate on needs, atlter focused on outcomes. In
this sense, Maslow and Herzberg view the relatipnisbtween internal needs and the
energy to produce the results while Vroom dividéerg performance and outcome
in his theory. However both theories could be imigred as Maslow’s theory could
describe outcomes while Vroom’s Theory could expldithe individual will act
based on experiences and outcomes.

Based on the review presented in the above tiegtfollowing theories
have been documented for the purpose of undersiguindiw they are relevant to the
study of work motivation. The researcher thinkse8i¢heories of motivation specify
the kinds of needs people have and the conditioderuwhich they will be motivated
to satisfy these needs in a way that contributegaik motivation. The theories try to
figure out what makes people do what they do. Heeries developed by Maslow,
Herzberg, Alderfer, McClelland, and McGregor areluded in this category. The
relevance of these theories are, they all list cglhmg needs as the driving forces for
human behavior needed in developing understandingook motivation. Some of
them hold that lower level needs have to be feffilbefore they can reach high level
needs. Others see needs as overlapping or intedwAs for organizational behavior,
understanding what needs people are trying tdlfbéips managers to offer the right

incentives to get the best effort out of their istéhe second types of theory presented
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are Process-based Theories, sometimes also calitiVe Theories. The researcher
presented the most relevant theories of Adam arabivrin this second category
which focused mainly on the choices people madeusx of what they knew,
believed, and expected regarding what impact thelvavior would have on their
situation. It seems managers try to bring aboutifipedehaviors by influencing the
process of how staff work gets done. After revigyihe literature, Maslow’s theory
seems outdated and lacks empirical evidence howéwsas a starting point for
understanding work motivation. Alderfer's ERG isstjua re-designed re-labeled
version of Maslow’s Hierarchy of Needs and is lingt as it not homogeneous for
studying work motivation. McClelland’s work builtpon Maslow and Alderfer’s
theories and is useful and popular however it ggges individuals into three groups
(all who need to be pre-tested to know which grthgy fall into) and the reality is
workers need to be able to do multiple duties,singsover into all categories making
it limited in its use for this study on teacher wanotivation. As for Cognitive
theories, which include the works of Adam and Vroaromparing intrinsic and
extrinsic motivators to evaluate work motivatione aveak in prediction and is
surrounded by too much debate to be effective adyeing viable results in research
to be make effective change within a reasonable fiame. Choosing Herzberg's 2
Factor Need Theory by the researcher to develogdheeptual framework was the
best choice because it also included hygiene factbereby allowing for more
relevant and accurate study with meaningful redoltshe public secondary school

teachers in Hua Hin District.

2.8 The Use of independent and Dependent Variablesthe Research

2.8.1 Independent Variables

Age

The following is an outline of the independenttéas deemed to be
important in carrying out this research into therkvmotivation of public secondary
teachers in the Hua Hin School District. The fio$tthese factors is age. Ololube
(2006) suggested that the relationship between agk work motivation is not

necessarily linear. This actually accords with emowns understanding: It is assumed
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teachers will be motivated early on in their caseand then gradually, or perhaps
precipitously, lose motivation until they achievesenior rank, at which point their
motivation is likely to begin to rise again. At &athis is one possible model.
Malmberg (2006) argued for a simpler model: In moases, teachers become
increasingly less motivated over their careers Witle to be done to increase their

work motivation.

Gender

De Cooman (2007) argued that gender is one ofntbst important
variables to consider in regards to teacher matimatwith women being more
motivated than men. There are several possibleomea$or this. Women may,
reasonably, feel that they have fewer career opttban men and so may feel that
they have little choice but to work hard within tbereer paths that are open to them.
Another possible explanation is a stronger one: \Womay find themselves more
appreciated than male teachers because they fudilbus nurturing and familiar
functions in the lives of students. It may well that students will accept women as
capable of fulfilling both pedagogical and nurtgriiunctions while students see male
teachers as inadequate in fulfilling either roleewhthey try to combine the two
(Bishay, 1996).

Marital Status

Dhull & Mangal (2005) argued that the maritaltstaof teachers is a
relevant variable in assessing teacher work matinatTeachers, who are married,
they argue, rate higher in Emotional Intelligendéis is turn makes them better
teachers, which in turn creates a situation in thiey are more highly rewarded —
which in turn increases their level of work motieat This model includes a number
of assumptions both about the connection of emationtelligence to teaching skills
and about how extrinsic and intrinsic rewards am&eld to each other, making it
slightly tenuous as a model. But it cannot be raed

Annaraja & Jose (2005) made a simdegument:. Teachers who are

married have higher emotional intelligence, whilbves them to instill higher levels
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of emotional intelligence in their students, whiehds to a situation in which students

constantly reinforce teachers' work motivation.

Education Level

The relationship between levels of school andheaevork motivation
has not been extensively researched (Frymier & Tasam, 1992). In general,
teachers seem to be likely to be more motivatelbrsg as they are being exposed to
new ideas. Advanced degrees seem to have some iaftecms of increasing overall
teacher motivation, but seemingly even more imprthan advanced degrees is a
program of lifelong learning. A program that allofes ongoing workshops, retreats,
etc., will allow teachers to feel that they arekag abreast of new ideas while also
allowing them to feel that they growing in competeand expertise (Brophy, 1987).

Years of Experience

The variable of years of experience is an impurpart of how motivated
a teacher is but there is no single clear relakignbetween years of experience and
work motivation. Rather, years of experience méstdrtored into the whole picture
of factors when assessing how likely it is thateacher will be, or will remain,
motivated (Luce, 1998). In general, teacher workivation tends to fall with years
of experience. This is only to be expected: Pradesds in a wide range of fields tend
to find their enthusiasm and work motivation fajjithe longer they are in the same
profession. However, a number of teachers are @blmaintain their enthusiasm
through a number of mechanisms, such as changmgdde or subject that they
teach so that their job does not become monotofiiassen et al, 2009).

Position in School

As might be expected, the position that a teabhsrin a school can have
significant effects on that person's motivationisTies in largely to the measure of
Adams's Equity Model. Teachers are more likely & Highly motivated if they
believe that others in the same position or ramkbaing compensated and in general
treated, at the same level that they are. Ched3)26uggested that equity is a more
important predictor for work motivation than is ahge rank. However, most
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teachers do not seem to enter the profession wiéh goal of rising into the
administrative ranks and so unlikely to lose mdtoa simply because they are not

rising in rank (Diamantes, 2004)

2.8.2 Organizational Factors

Organizational Commitment

In addition to the variables described above,ehate other important
factors that need to be taken into account foroaotigh examination of the reasons
why teachers in the Hua Hin School District arew@ not motivated. One of the most
important aspects of teachers' lives that eithemptes or reduces teacher work
motivation is the organizational commitment thaschool offers a teacher. Such a
commitment arises from the administration at thieost site as well as the school
district and in the country’s Ministry of Educatiohhere are structural elements of
this support, such as the pay scale, as well aopal elements of this commitment,
such as the relationships that exist between pahend teachers.

The principal is rightly seen as the locus of moththe commitment of
the school to each teacher, as Diamantes (2004}ibled: Owens (2001) stated that
the educational leader is an important part of édecational environment of the
school. It is with this educational environment ttilhe organization's members
interact and therefore the principal can deterntime nature and quality of the
teachers' work motivation.

However, while it is imperative to consider thiéeet of the principal's
leadership in the overall commitment that a schnad to its teachers, there are other
layers of commitment that have to be consideredduttion to the school district, the
overall public attitude towards public schools &eaching must be assessed (Shaker,
2009; Witherspoon, 2006; Stewin & McCann, 1993).

Organizational commitment as outlined by MoodBgrter, and Steer
(1982) explained commitment as attachment and tpyading 3 aspects assess the
parts of commitment: Identification of goals andiues of the organization, a desire to
belong to the organization, and an effort to digphallingness on behalf of the

organization.
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School Size

School size has different effects on teacher worstivation. Some
teachers are more motivated by larger schools wtieree is a larger community,
more opportunities for advancement, and more deveeseer paths. However, other
teachers are more likely to be highly motivated small school. Small schools are in
fact more likely to have smaller classrooms. Theyaso more likely to have closer
ties to the community.

There are also other, unexpected connections batwehool size and
teacher work motivation. For example, Wu (2008)niduhat teachers in smaller
schools are more likely to adopt new teaching tetdgies — and teachers who adopt
new technologies, such a new ways of using comginethe classroom or the use of
new interactive technologies such as Smart Boakdisteover, there are some
connections between school size and subject baurght. Certain subjects, like music
and science, can more easily be taught with theuress of a large school and so

teachers in these fields are more likely to be wadéid in a larger school.

Teaching Work Load

Teaching work load has a relatively simple effentwork motivation:
The more work that teachers are forced to do, éslhewhen teachers perceive that
there is an unequal division of labor, the lessllikhey are to be highly motivated
(Reyes & Imber, 1992). Smith & Bourke (1992) fouticht while teachers' work
motivations are relatively stable with temporargrgases in workload, motivation

tends to decrease rapidly with long-term increas&gork.

2.8.3 Dependant Variables

The dependant variable is the average of 2 phlygjene aspects and
motivation aspects

Hygiene Aspects

Supervision

The quality of supervision is an important elemienthe overall level of
teacher work motivation. While both teachers anchiadtrators believe this, there is

often a very large gap between what teacher andngstrators believe to be good
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supervision. EImore (2000) argued that teacherderstanding of supervision, in
which administrators must ensure that teachers Haeesources that they need to
perform their jobs. An administrator should sayhtmself or herself the following
vis-a-vis supervision of teachers: Elmore statédihe formal authority of my role
requires that | hold you accountable for some actiooutcome, | have an equal and
complementary responsibility to assure that youehidne capacity to do what | am
asking you to do” (EImore, 2000, pp. 113-115)

Neither teachers nor administrators need to pdetieat the structure of a
school is not hierarchical given that it clearly isowever, for supervision within a
hierarchical system to be effective, both sides tnoasiceive of themselves to be

accountable to the other (Rosenholtz, 1986).

Interpersonal Relations

Pajores (1996) argued that a high number of satisfy interpersonal
relationships lead to an increase in a sense sbpal efficacy, which in turn leads to
a higher level of motivation. Hidi (1990) found emdar result; that the quality of

workplace relationships is highly correlated withtlbsatisfaction and motivation.

Working Conditions

Working conditions are connected to teacher wodtivation as is of
course true of workers in general. While teachersha very beginnings of their
careers may be relatively less affected by pookimngrconditions being by the power
of idealization as well as, in general, being happye out of school and making
money, workers in general are affected by the ¢and in which they work. There
are at least two reasons for this: There are sitrireasons: For example, if the roof in
one's classroom leaks, then one is likely to findard to keep up one's work
motivation if everything that gets left out on degshets ruined. This is an intrinsic
aspect of working conditions affecting work motieat (Ashton, 1985).

There is also the fact that poor working condgiondicate to a teacher
that his or her contributions are not being valukdeacher who has too few books
for her students, or a teacher who has to keepeheturned low to save money and
so has to work with physically miserable studentfi Wwave problems staying
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motivated. Poor working conditions tell a teachettsociety values other professions
such as professional hockey more highly than tegcferaham & Weiner, 1997).
Working conditions includes not only the physicandition of the
classroom and aspects of the teacher' workingslifeh as salary scales but also
interpersonal relationships. Poor physical condgi@re never welcomed, but will
matter to most teachers less than poor interperselagionships. A teacher who feels
supported by his administration or has a high lefetollegiality with her fellow
teachers will be more likely to take ownership loé problem with a sense of humor.
Of course, as in all things, there were personii¢r@nces in what is important in

terms of working conditions (Elliott, 1999).

Image of Job/Professional Status

Professional status has an effect on teachervatimn in mostly
predictable ways. Lepper & Hodell (1989) found tkedchers, like other workers,
tend to be more highly motivated the greater theiestment in the system. In other
words, those teachers with higher professionalustaend to be more highly
motivated. However, this is a self-limiting aspettteacher work motivation given
that higher status is linked to length of servitlkese two characteristics can be seen
as reverse vectors: Increase in status and accgimpaiactors like increased salary
tends to produce an increase in motivation. Atdhmme time, the more years that an
individual has been teaching, the lower one's wodkivation tended to be (Midgley,
Kaplan, & Middleton, 2001).

Salary

Bishay (1996) among others found that salaryiieatly related for many
teachers to their work motivation. However, in gahealary is not the greatest work
motivator for teachers, as summarized below inTtlG&P (Tennessee Career Ladder
Program);
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Table 2.2 The importance of various Herzberg's hygne factors in teacher’s

decision to participate in TCLP (Bellott and Tutor, 1990)
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Factor Level | Level Il | Level I
Personal life 3.658 4.794 4.984
Possibility for growth 4.013 5.528 5.394
Salary 5.980 6.500 6.468
Status 2.960 4.373 4.261

Items ranked lower than those shown were Integpeisrelations with

peers, with students, and with superiors; job sgcurschool policy and

administration; supervisor; and working conditiof@ellott & Tutor, 1990)

Motivation aspects

Recognition

Recognition of one's efforts is an important paft teacher work
motivation, although it may not be as importantaat @s many administrators think.
As discussed in various sections above, extrinswards such as praise or more
concrete forms of recognition such as bonuses, lianted power and tend not to be
effective in and of themselves (Mueller, 2009). Howr, extrinsic factors when allied
with intrinsic ones can prove to be synergisticténms of increasing motivation
(Bandura, 1977).

Responsibility

The degree of responsibility that one has is dnthe factors that effects
work motivation. In general, the more responsipilihat one has the more highly
motivated one is. However, there is a point of dishing returns with this.
Individuals tend to feel that they are being highiglued when they are given

increasing degrees of responsibility. Howeverome point, a person is likely to feel
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the she or he is being given too many responséslifThis comes about either at the
point when an individual feels that she or he im@p@verwhelmed by the degree of
responsibility and the amount of work or at thenpevhen an individual feels that she
or he has been unfairly selected to do too muchkwaird take on too much
responsibility while others have an easier job wikver responsibilities (Keller,
1987; Spitzer & Keller, 1978).

Work Qualities

The intrinsic quality of work a teacher does haseéfect on his or her
level of motivation. It is important in this regatd emphasize the fact that not all
aspects of teaching is equally rewarding. Thusaimgd measure the relationship
between the work of teaching and teacher motivateombe measured as the amount
of time that teachers spend doing the part of tjois that they like and how much
time that they have to spend doing parts of tlabrthat they don't like (Parkay et al,
1988). As is true of other professionals, teachensl to have lower levels of work
motivation when they have to spend a large amottitn@ doing what they consider
to be non-core duties (Czubaj, 1996; Mills, 1991).

Growth & Advancement

The possibilities for growth and advancement nhestconsidered when
assessing the probability that a teacher will betay highly motivated. Growth and
advancement are different types of rewards. Grasvéin intrinsic reward: Teachers
are likely to be highly motivated by these intrmmsewards because it leads them to
the chance to reach for the highest levels of humeed such as actualization.
Advancement, on the other hand, is essentiallyxarnsic reward: Advancement is
something that is given to a teacher as an ackmigeleent that the teacher is
forwarding the goals of the organization, in theneavay that growth can be seen as a
form of acknowledgement that the individual, istifering her or his own goals. If a
teacher feels that she is able to achieve perggnaadth while also achieving the
sanction of the organization through advancemeatvwgh be receiving both intrinsic

and extrinsic rewards and thus will be likely totbghly motivated (Coladarci, 1992).
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2.9 Measurement of Motivation

There are two basic ways to assess and measuke maivation. The
first is to examine objective factors (Benge & Higk 1984). These include factors
such as how long teachers stay in the professabes of absenteeism among teachers,
rates at which teachers file complaints againststtteol and district and with their
unions, rates at which teachers file for disahilfhese are relatively concrete ways
of determining how happy teachers are with thelssjand their motivation to
continue in the teaching profession (McClelland3&)9

There are also subjective ways in which to meadescher work
motivation. Determining how teachers feel abouirtjuds is something that can only
be done through anthropological methods: Teachears to be treated as if they were
natives of the educational world and need to bemes and interviewed or surveyed
about their levels of motivation. Looking at demegjnic aspects of teacher identity
such as gender will suggest at different levelsnotivation. For example, we could
learn that women are more likely to stay in teaghtiman are men but in order to
determine why women have greater levels of motivathan do men (Potter et al,
2009).

Lawrence & Jordan (2009) offered the useful retamthat motivation is
neither homogeneous nor constant. It changes fraynta day and even, especially
for a classroom teacher, from moment to moment. WdBsessing work motivation
among teachers it is important to remember thatrtbst accurate number will be an

average over time and situation.

2.10 Related Research
In a study by Ud Din and Inamullah (2008) on tmweistigation of

motivation techniques used by heads of higher ddur institutes with a sample of
200 heads and 1000 teachers from all colleges kistaa, investigated were the
relationships between motivation and the followfagtors; rewards, recognition, and
reprimands. The results presented state princigaés more constructive and

optimistic but hold more negative views. While teexs are not as positive due to
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favoritism within the colleges and sometimes f&primands were too harsh and
rewards and recognition were difficult to achiettmwever the study did note that
reprimands may motivate teachers to perform atdridg¢vels so as to receive more

rewards and recognition.

Lam, Cheng and Choy (2008) investigated the waywinch school
support was related to teacher’s motivation to enpnt project-based learning. The
subjects were 182 Hong Kong teachers who partietpat filling out a questionnaire
on school support and motivation to implement stihased projects. The results put
fourth are explained if the teachers perceivedsttieols as stronger in collegiality
and more supportive of teachers, then they wereemwolling to go ahead with
educational innovations within the schools. As wellvas important to teachers to
have competence and autonomy support to implenrejagd-based learning.

The main factors as stated by Ryan and Deci (20€i&®d in Lam &
Garden (2008), are interest, curiosity, or a desirgchieve is the grouping needed for
people to be motivated. It was reported “to be watdid means to be moved to do
something”. Whereas unmotivated people have |l@sti#sire to act, motivated people
are enthusiastic to complete a task.

According to Dornyei (2001) there are four motieatl aspects in terms
of teacher motivation. The relationship betweenkaaptivation and teaching is high.
A) The educational process, B) The subject ma@igRrofessional effectiveness, and
D) General beliefs. Further research by Zane Déirayplains environment is a key
factor in work motivation. They are listed as;

e The school’s general climate and the existing sthooms;

e The class sizes, the school resources and fagjlitie

e The standard activity structure within the instaat

e Collegial relations;

e The definition of the teacher’s role by colleagaes authorities;

e General expectations regarding student potential;

e The school’s reward contingencies and feedbaclesyst

e The school’s leadership and decision-making strectu
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Doérnyei (2001) also cited Brown (1994) in explaipihow teacher’s
“intrinsic ownership” in their career paths canoall them to become or remain
motivated by helping to develop curriculum, monitole with new discipline, Being
responsible for developing new courses, making eremice presentations and
preparing publications while also managing tead¢taning workshops.

Johnson (1986) put fourth that there are threeribg of motivation and
productivity that teacher motivation is based omxpétctancy theory where it is
expected the individual will go through some hardsho get a bonus or achieve a
promotion. Equity theory explains how if an indiva is not treated fairly for their
efforts they will be upset. And thirdly, Job enmcént theory states the more diverse
and inspiring their work, it will make individuatsore productive employees.

Many factors have been reviewed and studied td @ot which ones
increase teacher motivation. In a study of 167 Heec it was found that teacher
motivation is based on the freedom to try new idaakievement of responsible goal
levels and intrinsic work parts. One of the mamdings of the study stated schemes
like merit pay were actually counterproductive. Htedy further explained that true
work motivation came from higher order gratificatinoeeds such as social relations,

esteem, and actualization (Sylvia & Hutchinson,5)98
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CHAPTER 11
RESEARCH METHODOLOGY

This study’s purpose is to study and comparesdtael lof public secondary
school teacher work motivation in Hua Hin Distri€@rachuabkhirikhan, Thailand.
Descriptive survey questionnaires were used toecblthe data based on the
conceptual framework. The main area of study ipanlic secondary school teachers.
The research design is as follows:

3.1 Research Design

3.2 Population and sample

3.2.1 Population
3.3 Research Instrument
3.3.1 Data Collecting Instruments
3.3.2 Quality of the Research Insteaits
3.4 Data Collection
3.5 Statistics and Data Analysis

3.1 Resear ch Design

A descriptive survey research design was uselisnstudy to investigate
work motivation on public secondary school teachéise method used was a
guantitative design to collect the data using dpsee survey questionnaires.

The popular Likert-type scale research instrumeas used to collect and

measure each variable in the study.
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3.2 Population

The research area was Hua Hin District and thaulatipn of the study
consisted of all the secondary public teachers egsible) in Hua Hin,
Prachuabkhirikhan, Thailand. Hua Hin is home taublig secondary schools, which
are different in size and type. The population asnprised of 193 teachers from 5

selectepublic secondary schools.

Table 3.1 Statistics of Schools & Teachers in Hua Hin DistiRrachuabkhirikhan,

Thailand
School Name No. of Students No. of Teachers

1. Baan Hua Hin Municipality School 1000 15
2. Hua Hin School 2,245 121
3. Baan Nong Hoi 330 9
4. Hua Hin Wittayakhom 516 30
5. Nong Plub 400 18

Total 4,491 193

SourceDivision of Education Bureau, Hua Hin, Thailand 120).

3.3 Resear ch I nstruments

3.3.1 Data Collecting I nstruments

The instrument designated Teacher Work MotivatiQuestionnaire
(TWMQ) for collecting the data for the study hasp&rts. The questionnaire is
developed through the literature review and relagsgarch on work motivation. The
guestionnaire is as follows:

Part A is socio-demographic data sought from the cone¢tamework
used to gather the respondent’s unique traits thegathe needed basic parts.
Information such as age, gender, marital statuscatn level, year of experience

and present position in school.
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Part B is organizational factors; this include organiaasil commitment,
school size and teaching load

Part C uses directional responses of agreed and disabesad on the
five-point Likert scale to assess work motivati@pects in the study.

Table 3.2 Motivation level with scale of scores

Motivation Level Scores
Highest 5
High 4
Moderate 3
Low 2
Lowest 1

Table 3.3 Classification of nine work motivation aspects iftaems

Description [tems
1. Supervision 1-4
2. Interpersonal Relation 5-7
3. Working Conditions 8-13
4. Image of the job 14-19
5. Salary 20-23
6. Recognition 24-27
7. Responsibility 28-31
8. Work Qualities 32-37
9. Growth and Advancement 38-40

The scores from the answers are classified im¢wé&ls by Best's Criteria
(1977) to evaluate levels of work motivation.

Higher score— Lower score 5-1
Number of levels

= 4

5

0.80
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Table 3.4 Criteria for determining the means of work motiweati

M ean scor es L evel of motivation
4.21-5.00 Highest
3.41-4.20 High
2.61-3.40 Moderate
1.81-2.60 Low
1.00-1.80 Lowest

3.3.2 Quality of the Resear ch Instruments

3.3.2.1 The content validity of the questionnaias tested
while consulting with advisors on clear content a@hatity of language based on the
conceptual framework. Revision of the instrumentswibne once feedback and
recommendations were received from the advisorswitee.

3.3.2.2 Pre-test was carried out on 30 puldecondary
teachers before the collection of data was donés Was done to ensure that there
were no ambiguities, misleading or unethical questi These 30 teachers were not to
be included in the sample group but all work inosetary schools in Cha-am district.
The final questionnaire was produced only after phe-test. Croanbach’s Alpha-
Coefficient was used to analyze the reliability tok results and the reliability
obtained was 0.9642.

3.4 Data Collection

The researcher wrote a standard official letteh&Division of Education
Bureau of Hua Hin District to get permission toleol the data from all the schools
included in the study. A time frame of two weeksswgiven to hand out and re-collect
the questionnaires. The Questionnaires were cellday the researcher in Thailand.

To ensure the data collection process went smaothdar instructions
were given to all school administrators as wellaatetter of explanation on the

purpose of the study for the teachers, includet thi¢ questionnaire, so as to give the
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respondents confidence in filling it out truthfullf was clearly highlighted that no

teacher should write his/her name on the questiomf@ confidentiality.

3.5 Statisticsand Data Analysis

The data collected from the teachers was verifiggsimilated, and
calculated for the analysis process. The researcised both inferential and
descriptive statistics while analyzing the datahwtiihe use of computer tabulation
software to process it.

3.5.1 Descriptive statistics method was used sembling the
data to identify the information from the samplgsusing frequency, percentages,
mean and standard deviation.

3.5.2 Inferential statistics (t -test) and one-wWdyOVA was
used to compare the significant variant differermiesecondary school teachers work
motivation based on socio-demographic factors amdk \&spects.

3.5.3 The significant differences was tested bgtioc test
with LSD (Least Significant Difference)
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CHAPTER IV
RESULTS

This chapter offers the results of the study ofkmmotivation of public
secondary school teachers in Hua Hin District, Ruabkhirikhan, Thailand. The data
was collected using a questionnaire survey. A witdl93 sample questionnaires were
used for this study. A 100% of the questionnaireseweturned completed. The data
was analyzed using statistical computer softwaré #re findings are published
below.

4.1 General Characteristics of the Sample

4.2 Work Motivation of Public Secondary School drars in Hua Hin
District, Prachuabkhirikhan, Thailand

4.3 Analysis of the difference between personalratteristics and their
effects on the level of work motivation among pakdecondary school teachers in
Hua Hin District.

4.4 Summary of the research results.

4.1 General Characteristics of the sample

Table 4.1Number and percentage of the personal charactsristithe sample

(N=193)
General Characteristics Number Percentage
Age
Less than 41 years 96 49.7
41 years and more than 97 50.3

p =39.86,6 = 8.98, Min = 23, Max = 60
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Table 4.1 Number and percentage of the personal charactsristi the sample
(Cont.)

(N=193)

General Characteristics Number Percentage
Gender
Male 60 31.1
Female 133 68.9
Marital Status
Single 57 29.4
Married 130 67.4
Divorce 3 1.6
Widowed 3 1.6
Education Level
Below Bachelor's Degree 3 1.6
Bachelor's Degree 160 82.8
Master Degree 29 15
Doctoral’'s Degree 1 5
Years of Experience
Less than 11 years 73 37.8
11 years and more than 120 62.2
p=15.57,6=19.23, Min = 1, Max = 37
Present Position in the School
Senior Teacher 42 21.8
Teacher 121 62.7

Other (Master Teacher and Principal) 30 15.5
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Table 4.1 Number and percentage of the personal charactsristi the sample
(Cont.)

(N=193)
General Characteristics Number Percentage
Secondary Level
Matthayom 1-3 61 31.6
Matthayom 4-6 66 34.2
Matthayom 1-6 66 34.2

The general characteristics of the data waralyzed in terms of
frequency, percentage, means, and standard devi@iat of 193 participants, 49.7%
which represents 96 participants, falls under e group of less than 41 years and
50.3% which represents 97 participants falls uriderage group 41 years and more
than. The sample has more female teachers witl6&HBich represents 133 female
teachers and 31.1% representing 60 male teachbese Tis a greater number of
married teacher representing 67.4% with 130 pasitis, 29.5% with 57 participants
are single and there are some very insignificantcgggages of 1.6% with 3
participants falling under both the widowed andodoed categories. With regard to
education level, 1.6% with 3 participants has belmaehelor's degree, 82.9% with
160 participants have bachelor degree, 15% witlp&®icipants have master degree
and .5% representing 1 participant has a doct@gtek. In the sample, the majority
of teachers have 11 years more than of experientte 62.2% representing 120
participants and 37.8% representing 73 teachetslests than 11 years of experience.
Mostly the participants were teachers with 62.7%W121 participants), 21.8% with
42 participants were senior teachers and 15.5%esepting 30 participants were
categorized in other. Lastly, 31.6% of 61 particsateach in secondary level
Matthayom 1-3, 34.2% of 66 participants teach iooséary level Matthayom 4-6,
and 34.2% of 66 participants teach in secondarmgiseMatthayom 1-6.



Fac. of Grad. Studies, Mahidol Univ. M.Ed.(Educational Ngement) /61

Table 4.2Number and percentage of organizational factors

(N=193)
Number Percentage
Commitment
Highest commitment 146
75.6
High commitment 47 24.4
Teaching Hours
Less Than 21 hours 175 90.7
21 hours and more than 18 9.3
School Size
Less than 1,000 students 131 67
1,000 students and more than 62 32

The large majority of the teachers had highest ciimemt with 75.6%
representing 146 participants and 24.4% repreggin participants with high
commitment. As for teaching hours, 90.7% represgnti75 participants taught less
than 21 hours and 9.3% representing 18 participaotght 21 hours and more than.
Furthermore, 67% representing 131 participants hairg a school with less than
1,000 students and 32% representing 62 particiganght in a school with more than
1,000 students.
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4.2 Work motivation of the public secondary schooteachers in Hua
Hin District of Prachuabkhirikhan, Thailand

Table 4.3Work motivation level on supervision

(N=193)
Statement U c Meaning
1.My immediate supervisor is impartial 4.17 0.71 High
2.My immediate supervisor gives me 4.32 0.77 Highest
feedback that helps me improve my
performance.
3.My immediate supervisor tries to 4.17 0.73 High
understand my point of view in discussions
about problems or projects with me.
4.0Overall, how satisfied are you with the job 4.29 .76 Highest

being done by your immediate supervisor.

Average 4.23 .63 Highest

Note: 1.00 - 1.80 = lowest, 1.81 - 2.60 = low, 2-63.40 = moderate, 3.41 — 4.20 = high, 4.21 — 5.00
highest.

Table 4.3 shows the work motivation level on sumeown. The overall
work motivation on supervision was at highest levgh the mean scores of 4.23 and
.63 standard deviation. The result illustrates thatteachers value at its highest when
immediate supervisors give feedback to improvequerénce, followed by highest
overall satisfaction with the job being done byithemmediate supervisor with the
mean score of 4.29. Finally the impatrtiality ofith&pervisor with a mean score of
4.17 and how their immediate supervisor tries tdemstand their point of view and
discuss problems or projects with them with a ns@ore of 4.17 also.
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Table 4.4Work motivation level on interpersonal relations

(N=193)
Statement K c Meaning
1.My job provides me with the opportunities 4.35 .64 Highest
to communicate with other members of
staff.
2. | can easily approach my colleagues to 4.38 .64 Highest
share my feelings and criticize current or
new school policies.
3.There is trust and cooperativeness among 4.34 .70 Highest
my fellow teachers and we work well as a
team.
Average 4.35 .55 Highest

Note: 1.00 - 1.80 = lowest, 1.81 - 2.60 = low, 2-63.40 = moderate, 3.41 — 4.20 = high, 4.21 — 5.00
highest.

Table 4.4 shows the work motivation level with asdyto interpersonal
relations, the overall motivation level in this arlls under the highest level with a
mean score of 4.35 and .55 standard deviation. Wookivation is highest when
teachers are able to approach colleagues and fa®iregs and criticize new school
policies with a mean score of 4.38, followed by dpportunity to communicate with
other staff with a mean score of 4.35 and lastiyh\@imean score of 4.34 to have trust

and cooperativeness among fellow teachers and weltlas a team.
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Table 4.5 Work motivation level on working conditin

(N=193)
Statement K c Meaning

1. My work provides me the opportunity of 4.04 1.00 High
self-directed flexible work hours.

2. My work facilities are spacious and 4.09 .84 High
comfortable with proper ventilation.

3. | have access to the resources needed to 4.14 .79 High
facilitate my work.

4. My administrative duties and 4.34 .61 Highest
participation in extra-curricular activities
is manageable with my teaching load.

5. The building | work in is acceptable for  4.22 .76 Highest
working.

6. | am able to reserve and use school 4.17 .82 High

facilities when needed with minimal

booking issues.

Average 4.16 .65 High

Note: 1.00 - 1.80 = lowest, 1.81 - 2.60 = low, 2-63.40 = moderate, 3.41 — 4.20 = high, 4.21 — 5.00
highest.

Table 4.5 indicates the work motivation level ofriwag condition in
public secondary schools in Hua Hin District of Taad. Out of 6 items in the
working condition, 2 items fall under the highestdl and 4 items fall under high
level, making the overall mean score = 4.16 anda$ée standard deviation. Work
motivation of teachers with regard to working cdiwh seems to be the highest with
administrative duties and participation in extrarmuwlar activities as manageable
with teaching load with the mean score of 4.34 amak motivation of working
condition is lowest with the opportunity of selirgcted flexible hours with the mean

score 4.04.
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Table 4.6Work motivation level on image of the job

(N=193)
Statement K c Meaning
1. I am privileged to be a teacher. 4.24 .65 Highest
2. The community values my profession 4.30 .65 Highes
3. Parents recognize my efforts and gives 4.45 .56 Highest
praise for the work | do.
4. The public recognizes the stress of my  4.26 72 Highest
profession.
5. | feel a sense of pride to be an educator. 454 4 5 Highest
6. Teaching provides me with a sense of  4.46 .58 Highest

security to support myself.

Average 4.37 42 Highest

Note: 1.00 - 1.80 = lowest, 1.81 - 2.60 = low, 2-63.40 = moderate, 3.41 — 4.20 = high, 4.21 — 5.00
highest.

Table 4.6 indicates the work motivation level onage of the job of
public secondary school teachers in Hua Hin DistrfdPrachuabkhirikhan, Thailand.
Out of 6 items, all fall into the category of highéevel with an overall mean score of
4.37 and .43 as the standard deviation. Work mibdwaof the teachers is highest in
regards to image of job where the educator feederse of pride to be an educator
with a mean score of 4.54 but on the opposite émchage of job, the privilege to be

a teacher is minimum with a mean score of 4.24.
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Table 4.7Work motivation level on salary

(N=193)
Statement K c Meaning
1.1 am in agreement with the monetary 4.13 .84 High
compensation | receive for the work | do.
2.1 feel | receive fair compensation for my 412 .80 High
gualifications.
3.The benefits and work security of working as a 4.05 .83 High

educator compensates for the average salaries

compared to other professions.

Average 4.10 75 High

Note: 1.00 - 1.80 = lowest, 1.81 - 2.60 = low, 2-63.40 = moderate, 3.41 — 4.20 = high, 4.21 — 5.00
highest.

Table 4.7 indicates that the work motivation lewal salary is at a high
level with a mean score 4.10 and .75 standard tieniaFrom the 3 facets, all fall
under the category of high motivation. Comparatwalysis of the result reveals that
the teachers score is lowest with a mean score0&f when comparing benefits and
work security as an educator compared to otheepsidns average salaries, followed
by a mean score of 4.12 where teachers feel theyviee fair compensation for their
gualifications. With a close second where teaclam®s in agreement with the
monetary compensation they receive for the worl tteewith a mean score of 4.13.
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Table 4.8Work motivation level on recognition

(N=193)
Statement K c Meaning
1.1 receive credit from my immediate supervisor4.16 .68 High
for work well done.
2.1 get feedback from my co-workers about 4.20 .64 High
my performance on the job.
3.Management recognizes and makes use 0f4.26 .65 Highest
my abilities and skills.
4.The recognition | receive allows me to do 4.28 .63 Highest

better at my work.

Average 4.22 54 Highest

Note: 1.00 - 1.80 = lowest, 1.81 - 2.60 = low, 2-63.40 = moderate, 3.41 — 4.20 = high, 4.21 — 5.00
highest.

The table 4.8 indicates the work motivation lemelrecognition of public
secondary school teachers in Hua Hin District gicRuabkhirikhan, Thailand. The
overall work motivation level of this facet withilems comes out as highest with a
mean score 4.22 and .55 standard deviation. Thiamedqpon for this is because out of
these 4 items, 2 items scores are high, with meares of 4.20 and 4.16 which are
very close to falling into the category of highéstork motivation is highest when the
recognition teachers receive allows them to doebeit work with a mean score of
4.28 and work motivation is least for receivingditédrom their immediate supervisor

for work well done with a mean score 4.16.
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Table 4.9Work motivation level on responsibility
(N=193)
Statement K c Meaning
1.1 am able to act independently of my 4.28 .66 Highest
supervisor in performing my work duties.
2.1 affect a lot of other people by how my 4.19 .65 High
work is performed.
3.1 am treated with respect by management 4.32 .64 Highest
and the people | work with.
4. My work significantly influences the 4.10 .86 High
decisions at my school.
Average 4.22 .58 Highest

Note: 1.00 - 1.80 = lowest, 1.81 - 2.60 = low, 2-63.40 = moderate, 3.41 — 4.20 = high, 4.21 — 5.00

highest.

Table 4.9 indicates that the level of motivatianresponsibility is highest

with a mean score 4.22 and .58 standard devia@on.of the 4 facets, 2 items fall

into the category of high with mean scores of 4ah€él 4.10, close to falling into the

highest category. The highest is when teacherslaeto act independently of their

superiors in performing work duties with a meanrscof 4.28. However, teacher’s

levels are lowest in terms of work significantlyfliencing the decisions at their

school with a mean score of 4.10.
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Table 4.10Work motivation level on work qualities

(N=193)
Statement K c Meaning
1. My job allows me the opportunity to 4.26 .65 Highest
complete
the work | started.
2. My job provides lots of variety. 4.25 .70 Highes
3. While performing my job | get the chance t04.32 g7 Highest
work on many interesting projects.
4. | have the authority to design and implemend.41 .61 Highest
teaching plans.
5. My school is flexible and understands the 4.23 72 Highest
importance of balancing my work and
personal
life.
6. | am motivated to accept new challenges in4.17 .70 High
my
present position.
Average 4.27 .56 Highest

Note: 1.00 - 1.80 = lowest, 1.81 - 2.60 = low, 2-63.40 = moderate, 3.41 — 4.20 = high, 4.21 — 5.00
highest.

Table 4.10 reflects the work motivation level afbfic secondary school
teachers in Hua Hin District, Prachuabkhirikhan,aildnd in regards to work
qualities. The overall work motivation level of thefacets comes out as highest with
a mean score 4.27 and .56 standard deviation.idmsinly due to the fact that out of
the 6 facets, 5 items are ranked in the highestgoay. When teachers have the
authority to design and implement teaching plamsy fare at their highest motivation
level with a mean score of 4.41. But they are airtlowest when faced with having
to accept new challenges in their present posiitim a mean score of 4.17.
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Table 4.11Work motivation level on growth and advancement

(N=193)
Statement K c Meaning
1. I am getting the training | need to do my  4.28 .63 Highest
job
efficiently and effectively.
2. 1 am regularly offered the possibility to 4.21 .69 Highest
better
my professional skills with seminars and
re-training workshops.
3. I am confident there are more opportunities4.34 .68 Highest
within education for promotions than other
industries.
Average 4.27 57 Highest

Note: 1.00 - 1.80 = lowest, 1.81 - 2.60 = low, 2-63.40 = moderate, 3.41 — 4.20 = high, 4.21 — 5.00
highest

Table 4.11 shows the work motivation level forwgtio and advancement.
The overall work motivation level for growth andvadcement is highest with a mean
score of 4.27 and .58 as the standard deviatidrofAhe items fell into the category
of highest. However, work motivation level for tbacs is highest when it is
considered that more opportunities are within etlooafor promotion when
compared to other industries with a mean score3# 4nd at its lowest in regards to
the possibilities to better their professional Iskiwith seminars and re-training

workshops with a mean score of 4.21.
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Table 4.12Summary of the overall motivation level of work nvation of public

secondary school teachers in HmaDistrict of Thailand

(N=193)

Statement K c Meaning
1.Supervision 4.23 .63 Highest
2.Interpersonal Relations 4.35 .55 Highest
3.Working Conditions 4.16 .65 High
4.lmage of Job 4.37 42 Highest
5.Salary 4.10 75 High
6.Recognition 4.22 .54 Highest
7.Responsibility 4.22 .58 Highest
8.Work Qualities 4.27 .56 Highest
9.Growth and Advancement 4.27 57 Highest

Total 4.24 .58 Highest

Table 4.12 demonstrates the summary of the overativation level of
work motivation of public secondary school teacherklua Hin District of Thailand.
The results show a highest level with the averagamscore of 4.24 and .59 standard
deviation. Out of the 9 facets, 7 facets fall unttex highest level and the other 2
facets fall in the high level. However, there is mach difference in the mean scores.
Therefore, the findings of the overall motivatiore at highest level. The table also
illustrates that teachers in Hua Hin have the naask motivation in the category of
image of job with a mean score of 4.37, followedrigrpersonal relations with 4.35,
next are both work qualities and growth and advareceg with mean scores of 4.27,
and then, supervision with a mean score of 4.28, fallowed by both recognition
and responsibility with an equal mean score of An2Xt is working condition with a

mean score of 4.16 and lastly is salary with a nseane of 4.10.
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4.3 Analysis of the difference between personal cfacteristics and
their effects on the level of work motivation amongoublic secondary

school teachers in Hua Hin District.

The research work motivation of public secondatyosl teachers in Hua
Hin District of Prachuabkhirikhan, Thailand aims ftod out the work motivation
level of the teachers teaching in public secondaryools in Hua Hin District of
Thailand.

The independent variables are comprised from #rsgmal and work
characteristics and the dependant variables argreed from the facets of work

motivation.

4.3.1 Socio-Demographic Factors

Table 4.13Differences in age and work motivation

(N=193)
Age N U c t p-value
Less than 41 years 96 4.24 A7 207 .836

41 years and more than 97 4.25 A7

* Significant at the 0.05 level

Table 4.13 illustrates the overall work motivatiith regards to the age.
The findings indicated that it has no statisticalgnificant difference. This means

that the age does not have an impact on the Iéwebik motivation.
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Table 4.14Differences in gender and work motivation

(N=193)
Gender N U c t p-value
Male 60 4.23 .53 416 .678

Female 133 4.26 44

* Significant at the 0.05 level
Table 4.14 illustrates the olleveork motivation with regards to the
gender. The findings indicated that it has no stiatilly significant difference. This

means that the gender does not have an impacedawél of work motivation.

Table 4.15Difference in marital status and work motivation

(N=193)
Marital status N U c F p-value
Single 57 4.17 48 1.59 192
Married 130 4.28 46
Divorced 3 3.98 .80
Widowed 3 4.58 31

* Significant at the 0.05 level

Table 4.15 illustrates the overall work motivatienth regard to the
marital status. The findings indicated that it hasstatistically significant difference.
This means that the marital status does not havenpact on the level of work

motivation.
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Table 4.16 Difference in education level and work otivation

(N=193)
Education level N U c F p-value
Below Bachelor Degree 3 4.09 .68 .352 .788
Bachelor Degree 160 4.26 A7
Master's Degree 29 4.20 48
Doctoral’'s Degree 1 4.53 .00

* Significant at the 0.05 level

Table 4.16 illustrates the overall work motivatienth regard to the
education level. The findings indicated that it has statistically significant
difference. This means that the education levesam have an impact on the level of

work motivation.

Table 4.17 Difference in year of experience and wkmotivation

(N=193)
Teaching experience N VI c F p-value
Less than 11 years 73 4.24 .49 224 .823

11 years and more than 120 4.25 46

* Significant at the 0.05 level

Table 4.17 illustrates the overall work motivatiaith regard to the year
of experience. The findings indicated that it hasstatistically significant difference.
This means that the year of experience does na@ &avumpact on the level of work

motivation.



Fac. of Grad. Studies, Mahidol Univ. M.Ed.(Educational Ngement) /75

Table 4.18Difference in present position in the school andkayaotivation

(N=193)
Present position in the school N K c F p-value
Senior Teacher 42 4.24 .50 16.08 .000*
Teacher 121 4.35 .39
Other (Master Teacher and Principal) 30 3.84 51

* Significant at the 0.05 level

Table 4.18 illustrates the overall work motivatianth regards to the
present position in the school. The findings inthdathat it has a statistically
significant difference. This means that the pregesition does have an impact on the

level of work motivation.

Table 4.19Comparison test showing the difference of presesition in the school

(N=193)

Present position in school
Present positon in the H Senior Teacher Other
school Teacher
Senior Teacher 4.24 *
Teacher 4.35 *
Other (Master Teacher and 3.84 * *
Principals)

*The mean difference is significant at the 0.0%lev

Table 4.19 showed that the teacher had highet veork motivation

than the others.
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4.3.2 Organizational Factors

Table 4.20Difference in organizational commitment and worktivetion

(N=193)
Organizational commitment N M c t p-value
High commitment 47 3.76 52 10.05 .000*

Highest commitment 146 4.40 .32

* Significant at the 0.05 level

Table 4.20 illustrates the overall work motivatianth regards to the
organizational commitment. The findings indicatedatt it has a statistically
significant difference. This means that the orgatiimal commitment does have an
impact on the level of work motivation. Highest aoitment has higher level of work

motivation than high commitment.

Table 4.21Difference in school size and work motivation

(N=193)
School Size N V1 c t p-value
Less than 1,000 students 131 4.43 377 9.18 .000*

1,000 students and more than 62 3.87 431

* Significant at the 0.05 level

Table 4.21 illustrates the overall work motivatianith regards to the
school size. The findings indicated that it hasatistically significant difference. This
means that the school size does have an impacheievel of work motivation.
School size with students less than 1,000 studegsigher level of work motivation

than school size with 1,000 students and more than.
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Table 4.22Difference in teaching load and work motivation

(N=193)
Teaching Load N U c t p-value
Less than 21 hours 175 4.30 43 5.435 .000*

21 hours and more than 18 3.71 48

* Significant at the 0.05 level

Table 4.22 illustrates the overall work motivatianth regards to the
teaching load. The findings indicated that it hastadistically significant difference.
This means that the teaching load does have ancimpa the level of work
motivation. Teachers who teach less than 21 hoarswgek have higher level of

work motivation than teachers who teach 21 houdsmaare than.

4.4 Summary of the research results

Work Motivation of public secondary school teacherslua Hin District,
Prachuabkhirikhan, Thailand in regards to pres@sition in school, organizational
commitment, school size and teaching load in thkosls were found to be
statistically significant as outlined in the tabletowever, age, gender, marital status
and education level were found not to be statifyicagnificant to the level of work

motivation.

Table 4.23Summary of the research result

Hypotheses Results

1. Work Motivation of secondary public school teaichin Hua Rejected

HinDistrict is statistically significant by age.

2. Work Motivation of secondary public school teachin Hua Rejected
HinDistrict is statistically significant by gender.

3. Work Motivation of secondary public school teachin Hua Rejected

Hin District is statistically significant by marltatatus.
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Table 4.23Summary of the research resi@ont.)

Hypotheses Results
4. Work Motivation of secondary public school teaichin Hua Rejected
Hin District is statistically significant by edudan level.
5. Work Motivation of secondary public school teachin Hua Rejected
Hin District is statistically significant by yeaf experience
6. Work Motivation of secondary public school teaichin Hua Accepted
Hin District is statistically significant by presgposition in the
school.
7. Work Motivation of secondary public school teaichin Hua Accepted
Hin District is statistically significant by orgasational
commitment .
8. Work Motivation of secondary public school teachin Hua Accepted
Hin District is statistically significant by schosize.
9. Work Motivation of secondary public school teachin Hua Accepted

Hin District is statistically significant by teadg load
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CHAPTER YV
DISCUSSION

The pursuit of discovering work motivation of pigbkecondary school
teachers in Hua Hin District and to compare thell@f work motivation among its
teachers with regard to general and work charatiesiwith the following facets of
work motivation; supervision, interpersonal relagp image of job, salary,
recognition, responsibility, work qualities and wth and advancement. The findings
of the research are discussed as follows:

5.1 Discussion on General profile of the sample

5.2 Discussion on Work motivation of the publiccaedary school
teachers in Hua Hin District of Prachuabkhirikh@hailand

5.3 Discussion on the effect on the level of warktivation of public
secondary school teachers in Hua Hin District aicRuabkhirikhan, Thailand by

their Socio-Demographic and Organizational Factors.

5.1 Discussion on General Profile of the Sample

The research findings about age showed that out98f participants,
49.7% which represents 96 participants is categdriless than 41 years. While
50.3% which represents 97 participants is categdri4l years and more than. The
main reason for the almost equally number of teacimeboth categories is because of
the current emphasis by Office of the National Ediamn Commission(ONEC)
(2001) to enhance new teacher recruitment and nretairrent teachers with
educational development programs put forth by Tlatiddal Scheme of Education
with a clear policy to raise morale and securitthim the profession.

The findings reveal that 68.9% represents 133 liengachers and 31.1%
represents 60 male teacherBhe reason for such a large gap between female and

male teachers may be because the profession diintgas still seen as a pastoral role
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suited for females. Women are considered to be moriring which is regularly in
line with their characters. This does not mean arenunable to carry out this role but
stereotypes have reinforced this idea and menesaelikely to go into the teaching
profession. Another reason is many men, even ¥ thented to choose a career as a
teacher, opted for other higher paying professamthey have the responsibility to be
the main financial provider within the family uni teacher’s salary alone is not
sufficient to meet all of a family’'s needs. Withgegds to qualification, 1.6% of 3
participants have below bachelor’'s degree, 82.9%06f participants have Bachelor
degree, 15% of 29 participants have Master degndelab% of 1 participant has a
Doctoral degree. The main reason the majority athers have a Bachelor degree is
due to the Thai Ministry of Education implementatiof 144 teacher training
institutes to ensure it would have the requirecthess to staff both public primary
and secondary schools in the future. However shawdhcher with a Bachelor degree
want to pursue a Master or Doctoral degree, becthesallocation of funds by the
Thai Ministry of Education were designated to bedufor teacher recruits to obtain
Bachelor Degrees only, no policy was set-up to etuppeachers who wanted to
pursue higher education in terms of Master or D@attdegrees. This may explain
why so few teachers in public secondary school® tether a Master or Doctorate
degrees. In addition, it should be noted, someh&racwvho make provisions to obtain
a higher degree above Bachelor, would be teachngiversities and would not be
included in this research.

The results indicated that 62.2% of 120 participamad 11 years and
more than of teaching experience, while 37.8% ofp@Bicipants had less than 11
years of teaching experience. Because public sdeaahers are classified as civil
servants, they tend to keep their jobs much lobgensure they will have an old age
pension for some financial security when they eetin addition it is possible that
teachers with less than 11 years of experienceateof the group who received jobs
during the mass hiring programs introduced by thaidty of Education in 2001.
Therefore these teachers fall into the categoryes$ than 11 years of teaching
experience.

With regard to work motivation commitment, 75.6% the public
secondary school teachers were highly committed24ndl% were at a high level of
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commitment. This may be strongly influenced by glogernment’s intention to bring
betterment to the teaching profession based oMNéwve Constitution of the Kingdom
of Thailand. Currently the Ministry of Education ismplementing for favorable
training procedures by developing in-service tragnifor teachers, enforcing
educational reforms, and in general improving tkedfave of civil servant teachers on
personal levels to raise both morale and secuiitlyinvthe profession. These reforms
are reflected in the number of teaching hours & 67 131 participants teach less
than 21 hours per week compared with only 9.3%8gpdrticipants teaching 21 hours
and more than. These are promising numbers a®468f9131 teachers teach in

schools with less than 1,000 students.

5.2 Discussion on Work motivation of the public secondary school
teachersin Hua Hin District of Prachuabkhirikhan, Thailand

Out of the nine dependant variables of work mdaitbra teachers teaching
in public secondary school in Hua Hin District dighly motivated beginning with
image of job, followed by interpersonal relatiotiegn both work qualities and growth
and advancement, then supervision and next, botgni&ion and responsibility, then
working condition and lastly with the lowest scoie salary. However, when
comparing all average mean scores from each fH#uoete are very minimal score
differences. Thus the findings of the overall wantivation of public secondary
school teachers in Hua Hin District is at the highlevel. However the last two
dependant variables above are ranked at high. Botking condition and salary have
the lowest scores from all the data. Provision bg Ministry of Education are
essential is raising salaries and improving workingditions. In regards to salaries,
subsidization programs could be created for houaimytransportation allowances for
more financial security. As for working conditiorespossibility is to use the military
construction division to renovate or build new htieis as an example. Instead of
trying to obtain more expensive cash solutionsygiaivailable national resources will

be much more efficient and cost effective to achimsults.
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The findings indicated that the teachers in pusdicondary school in Hua
Hin District value the image of job the most. Tlesult supports the research findings
of Lepper & Hodell (1989) where teachers havinghkigprofessional status tend to
be more highly motivated. This finding is furthesncented by Midgley, Kaplan, &
Middleton (2001) who presented in their researehghers who have increased status
with the benefits and authority accompanying itl lwé more highly motivated. This
may be the reason why public secondary teachetduen Hin District value their
image of job the most as they are highly respestddn the community and have life
time work security due to their civil servant sgtClosely following image of job is
interpersonal relations also ranked highest asasorefor greater work motivation.
This finding indicates teachers strongly value trefeships at work and supports
Pajores (1996) argument; openness between peeeasas an individual's personal
efficiency thereby leading to a higher level of mation. Also ranked in the highest
category are work qualities as having an impactwamk motivation. It can be
assumed based on the results, public secondarylstdarhers in Hua Hin District
spend more time doing what they like versus whay thon’t because as put fourth by
Parkay (1988), the relationship between work ofhéay and teacher motivation can
be measured as the amount of time that teachemns sjméng the part of their jobs that
they like and how much time that they spend doiadspof their jobs that they don’t
like. As well, growth and advancement also rankedighest level. This may be due
to the Thai Ministry of Education’s current prograio coordinate the production and
development of both incoming and seasoned teackiiths more opportunities in
training and development. This supports the worlCofadarci (1992) that when a
teacher feels that they are able to achieve pergpoath with support from their
educational institution while being recognized foeir efforts; they will be more
highly motivated. Next, supervision was also rankedighest level, especially when
supervisors gave appropriate feedback to improe# gherformance. It should be
noted, teachers were also motivated when two waglieck was possible, so to be
able to openly discuss issues with supervisorss Shpports the argument put forth
by Rosenholtz (1986) stating both sides must ceercef themselves to be
accountable to the other by being open and strfaigleird to achieve the best
possible results providing the desired benefit aftivating both sides. Supervision
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ties in closely with recognition and responsibikiyich were also both ranked in the
highest level. The recognition findings from thedst were highest when teachers
received recognition in terms of feedback and aydrby their supervisor allowing
them to be more confident, resulting in better wak they tended to be more
motivated. This supports the work of Mueller (2008)ere extrinsic rewards play a
role in motivating staff. However it should be rahtextrinsic rewards alone are not
enough, the teacher must possess some intringizerts as well so together with
extrinsic factors, the teacher’'s motivation levélrwmore likely increase with a mix
of the two. With positive recognition came increthsenfidence from the supervisor
to delegate work duties and allow the teacher matenomy thereby also increasing
work motivation.

When it came to working condition, the teacherkea at the high level
where they were most motivated when they had thteoaty to design and implement
their own teaching plans. This supports the workCofibaj and Mills (1996 & 1991)
where teachers tend to have lower levels of workvaton when they have to spend
time on other duties that they do not see as tweg duties. This is further supported
from the study as teachers were least motivatechwiney had to accept new duties
that were not previously part of their job desdopt

Salary is an important factor in motivation but @f all the dependant
variables, it scored the lowest. This is suppofltgdBishay (1996) who found that
salary is directly related for many teachers tokaaotivation but it is not the greatest
motivator. From the researcher’s findings, teachenotivation ranked high for the
compensation they received for the work they ditlthey were more motivated by
day to day activities and interactions at their kvolace.

Overall work motivation is at the highest levehouigh two of the
dependant variables, working condition and salagyewonly at the high level. It
would be inaccurate to state only two or three diactwould account for work
motivation. The reality is all parts play an im@ort role in determining work
motivation but some factors may hold less valuentl¢hers depending on the
individual and what they value more personally. zberg (1979) was accurate when
he stated that to prevent worker dissatisfactigigidne factors must also be included
in any holistic study. As well including organizatal commitment is also important
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to strive for a better understanding of work mdiwa of the individual and the

organization they work at.

5.3 Discussion on the effect on the level of work motivation of public
secondary school teachersin Hua Hin District of Prachuabkhirikhan,
Thailand by their Socio-Demographic and Organizational Factors.

5.3.1 Differencein Age and Work Motivation

The research findings indicated that the diffeeerin age is not
statistically significant. This means that age doneshave an impact on the level of
work motivation. This confirms the findings of Olide (2006) in which he suggested
that the relationship between age and work motwais not necessarily linear. This is
logical as it is a common understanding that tescindll be motivated early on in
their careers and then gradually maintain work watitbn as they gain higher status
within their profession. It makes sense as new hiac are enthralled to prove
themselves at the beginning and are more likelyrytcharder accounting for their
work motivation and when they do achieve succesyg tontinue to fuel their work
motivation with ongoing challenges which increaglksir confidence level. This
directly has an impact on maintaining work motigatithroughout their careers.
Herby age as a hypothesis is rejected.

5.3.2 Differencein Gender and Work Motivation

The findings indicated that gender does not hawy atatistical
significance. This means that the gender does ana Bn impact on the level of work
motivation. This did not support the findings of @»oman (2007) who argued
women were more motivated then men due to lesecai®ices available to them.
As well arguing women tend to be more nurturinghtheales, giving them a greater
sense of purpose in their roles as teachers. Fortre it also did not support the
findings of Bishay (1996) who stated women teachses more appreciated by
students because they fulfill both pedagogical mmduring needs more so then male

teachers. It could be that men are more comfortiale in the past at offering caring
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feelings allowing them to be just as effective asmen in their role as teachers. As
well, some students may appreciate having maldhé&zaas they also serve as male

role model figures. Herby gender as a hypothesisjested.

5.3.3 Differencein Marital Statusand Work Motivation

The result indicated that out of 193 participarig, participants were
single, 130 were married, 3 were divorced and 3wddowed. The result indicated
that single and divorced fell into the high levategory and married and widowed fell
into the highest level category. The findings imdéx that marital status has no
statistical significant difference. This means thadrital status does not have any
impact on the level of work motivation. This doex support the findings of Dhull &
Mangal (2005) who argued a married teacher ratgisehiin emotional intelligence
thus making them better teachers which createsrzaso where they are more highly
rewarded in turn increasing work motivation. Ferthore, the findings also did not
support the findings of Annaraja & Jose (2005) wai®o argued married teachers
have higher emotional intelligence thereby insiglihigher levels of emotional
intelligence in their students and in turn reinBgavork motivation of the teacher. It
may be possible unmarried teachers have more tnuedicate themselves to their
profession resulting in better instruction and tiefsships between student and teacher
thereby possibly increasing their work motivatiodereby marital status as a

hypothesis is rejected.

5.3.4 Differencein Education Level and Work Motivation

The results indicated that out of 193 participaBtdhrad below bachelor
degree, 160 had bachelor degrees, 29 had masteredegnd 1 had a doctoral degree.
The result also indicated that education level nid have statistically significant
difference. This means education level does noe hav impact on level of work
motivation. The result supports the findings of raigr & Thompson (1992) who
argued advanced degrees may have some effect ohetemotivation but in the
greater scheme of education, more important thajreds is the opportunity for
lifelong learning. This is further supported by Bhy (1987) who also argued
teachers will remain motivated if they are ableetglore new ideas which in turn
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allows them to gain new competences and expertisieeir work. As well it did not
support Hertzberg's two factor theory where it esathat people with higher
education will benefit more from intrinsic rewardad have a higher level of work

motivation. Hereby education level as a hypothissisjected.

5.3.5 Differencein Year of Experienceand Work Motivation

The findings indicate that year of experience doethave statistically
significant difference. This means that the yedrgaching experience does not have
an impact on the level of work motivation. Both gps, teachers with less than 11
years of experience and teachers with more thareads of experience both ranked in
the highest level category. This supports the figdi of Luce (1998) who wrote,
experience is an important variable but there isingle clear relationship between
years of experience and work motivation. As wélk findings of Klassen (2009) who
stated some teachers are able to maintain workvaimtn by either changing grades
or subjects they teach can also become more medivathis supports the earlier
statement that when teachers are given freedony teetv ideas or have some degree
of freedom within their organization, it may incseatheir work motivation. Hereby

year of experience as a hypothesis is rejected.

5.3.6 Differencein Present Position in School and Work Motivation

The findings indicated that there was statistycaignificant difference in
present position in school. This means that prepesition in school does have an
impact on work motivation. Thus present position sichool as a hypothesis is
accepted. The research findings tie into Adam’sitggModel where teachers are
more likely to be highly motivated if they belietlgat others in the same position are
being compensated and treated equally at the sewet they are. However the
findings of Chan (2003) suggested that equity msose important predictor for work
motivation than rank. It may be that as teachens igank they feel a sense of intrinsic
satisfaction thereby energizing them to be morevatid due to achieving their goals

of moving up a career ladder.
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5.3.7 Difference in Organizational Commitment and Work
Motivation

The findings indicated that there was statiflficsignificant difference in
organizational commitment. This means that orgdimzal commitment does have an
impact on work motivation. Thus organizational commment as a hypothesis is
accepted. This supports a study by Mooday, PorterSter (1982) where
organizational commitment was seen as a 3 part inbdey are identification of the
goals and values of the organization, a desireetonlg to the organization, and an
effort to display willingness on behalf of the ongaation. This holds true for
secondary school teachers who participated inttiidysas 146 teachers ranked in the
highest commitment, while 47 ranked in the high ootment. The organizational
commitment questions asked in the questionnairehtae 3 part model by Mooday,
Porter & Steer and support the hypothesis of Workiwtion of secondary public

school teachers in Hua Hin District is statistigalignificant.

5.3.8 Differencein School Sizeand Work Motivation

The findings indicated that there was statisticaltnificant difference in
school size. This means that school size does aavienpact on work motivation.
Thus school size as a hypothesis is accepted. énHiiu District more teachers teach
in school with less than 1000 students allowingdioraller classroom sizes allowing
the teacher to better manage and be more effiieieir work. This is a motivating
factor in their work. However a study by Wu (20@®ntradicts this finding as he
argues larger schools have more resources allowaghers to be able to teach more
effectively which in turn produces better studezgults thus allowing for better work
motivation for the teacher. Having been to all led secondary schools in Hua Hin
District, weather the school has less than 1000estis or more, they have an equal
number of resources. A school with fewer studerilswa for better managed
teaching arrangements and does aid teacher woikaton.

5.3.9 Differencein Teaching Load and Work Motivation
The findings indicated that there was statisticalbnificant difference in
teaching load. This means that teaching load daes &n impact on work motivation.
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Thus teaching load is an accepted hypothesis. ddnfirms the findings of Reyes &
Imber (1992) who stated; when teachers are burdestedan unequal distribution of
work load they are less likely to be motivated. Wall, the argument put forth by
Smith & Bourke (1992) also supports these rese@intlings. Teachers are able to
support temporary increases in work load. Howewewkl this increased work load

remain a constant over long period of time, workiwation decreases rapidly.
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CHAPTER VI
CONCLUSION AND RECCOMMENDATIONS

This chapter’s purpose is to summarize the rekdardings, conclude the
research and make recommendations. This chaptatagorized as follows;

6.1 Summary of the research findings

6.2 Summary of the overall work motivation of sedary school teachers
in Hua Hin District, Prachuabkhirikhan, Thailand

6.3 Analysis of the effect on the level of work tmation of the public
secondary school teachers in Hua Hin District, Fuabkhirikhan, Thailand

6.4 Recommendations

6.5 Recommendations for further studies

6.1 Summary of the Research Findings

The main purpose of this research was to findtleeitwork motivation of
public secondary school teachers in Hua Hin Distirachuabkhirikhan, Thailand
and to compare the level of work motivation of tears teaching in public secondary
schools in Hua Hin District of Prachuabkhirikharhalland with regards to personal
and work characteristics by the following facetsvadrk motivation; supervision,
interpersonal relations, working conditions, imagé job, salary, recognition,
responsibility, work qualities, and growth and adsement. A descriptive
guestionnaire was used as the research methodhanguestionnaire was produced
and used as the key data collection instrumentciigsve statistics like, percentage,
mean, standard deviation was used to get an irhdepderstanding of the general
characteristics of the sample. ANOVA antbst were used in comparing the personal
characteristics, work characteristics with the dext of work motivation. The

population of the study was the teachers teacmmuublic secondary schools in Hua
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Hin District, Prachuabkhirikhan, Thailand and themgle size was 193 teachers
teaching in five public secondary schools in thstrdit. Out of 193 participants,
49.7% which represents 96 participants, falls utiderage group of less than 41 years
and 50.3% which represents 97 participants falldeurthe age group 41 years and
more than. The sample has more female teachersé8i8% which represents 133
female teachers and 31.1% representing 60 malbeeacThere is a greater number
of married teacher representing 67.4% with 130 i@péants, 29.5% with 57
participants are single and there are some vergnificant percentages of 1.6% with
3 participants falling under both the widowed amngbrted categories. With regard to
education level, 1.6% with 3 participants has belmaehelor's degree, 82.9% with
160 participants have bachelor degree, 15% witlp&®@cipants have master degree
and .5% representing 1 participant has a doct@gtek. In the sample, the majority
of teachers have 11 years and more of experiente 6d.2% representing 120
participants and 37.8% representing 73 teacheréebaghan 11 years of experience.
Mostly the participants were teachers with 62.7% 121 participants), 21.8% with
42 participants were senior teachers and 15.5%esepting 30 participants were
categorized in other.

Lastly, 31.6% of 61 participants teach in secondamel Matthayom 1-3,
34.2% of 66 participants teach in secondary levattvayom 4-6, and 34.2% of 66
participants teach in secondary levels Matthayoén 1-

6.2 Summary of the Overall Work Motivation of Secondary School
Teachersin Hua Hin District, Prachuabkhirikhan, Thailand

On reviewing the result of the research, it wasntb that the average
mean score was 4.24 and .59 S.D. Out of the 9 dagktwork motivation, the
following 7, supervision, interpersonal relationsnage of job, recognition,
responsibility, work qualities, and growth and agsement were are highest level and
the remaining 2 factors, working condition and sglavere at high level. It should be
noted, between highest and high levels, the mearesovere not much different.

Hereby the findings of the overall work motivatiarere at the highest level. The
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result also illustrated that teachers in Hua Histiit have highest level in image of
job the most, followed by interpersonal relationsxt are both work qualities and
growth and advancement, and then supervision, ledlso equally, recognition and
responsibility, and with the least motivation witfie minimum score of 4.10 was

salary.

6.3 Analysis of the Effect on the Level of Work Motivation of the
Public Secondary School Teachers in Hua Hin District,
Prachuabkhirikhan, Thailand

The results indicated that work motivation witlgaeds to age was not
statistically significant. When the 2 age groupseneompared, it was found that both
new and seasoned teachers are both equally matiiratbeir work. The explanation
for this is, new teachers are motivated at therbeqg of their careers while older
teachers retain work motivation as they gain higii@tus within their profession.

With regard to gender and overall work motivatiggender was not
statistically significant. Males and females weoghbequally motivated in their work.
The explanation for this could be that women aneinaly more inclined to choose
teaching as a profession due to their tendencidge tmore nurturing and finding a
sense of purpose in choosing teaching as a professis well, in general males
choosing a career in teaching is much more acclepteth past norms being broken
down, eroding old stereotypes of teaching being anvomen’s profession, allowing
men to feel more comfortable and satisfied withadiiog a career in teaching.

In terms of marital status, there was no stat#iticsignificant difference.
The findings contradicted the findings of Dhull &igal (2005) who argued married
teachers have better emotional intelligence therabiting them more motivated as
teachers. It is possible that single, divorced mowed teachers consider the school,
staff and students as their surrogate family atachtgreater meaning to their work
thereby increasing their work motivation to be dqadhat of married teachers.

In terms of education level, the result indicatdtht out of 193
participants, 3 had below bachelor degree, 1600aathelor degrees, 29 had master
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degrees and 1 had a doctoral degree. The resoliralgated that education level did
not have statistically significant difference. Thmeans education level did not have
an impact on work motivation level. What really tea$ is not so much the degrees
but rather the opportunity for teachers to be &blgractice lifelong learning and have
the freedom to try new ideas so as to gain greatefidence in their craft allowing
for greater work motivation.

The findings indicated that year of experience waod have statistically
significant difference. This meant years of expsehad no impact on teacher work
motivation. As important as it may be to includgensence as a variable, Luce (1998)
stated there is no clear relationship between y&faggperience and work motivation.
Work motivation can be found or lost at any poimta teacher’s career. Research
must consider a multiple of factors, both extrinamd intrinsic, and pinpoint both
individual and collect needs of teachers to promatel maintain teacher work
motivation consistently.

As for present position in school and overall war&tivation, the results
indicated that there was statistically significdifterence and it did have an impact
on work motivation. As teachers gain higher statdge to their work
accomplishments and become Senior Teachers, tlek motivation may decrease
due to increased administrative tasks and accollityator any failures. Regular
Teachers do not have this greater responsibilignahg them to maintain greater
work motivation than Senior Teachers. Furthermdhe work of Chan (2003)
supports this finding; He suggested that equity more important predictor for work
motivation than rank. But it seems to be a doubliged sword because Teachers who
are motivated by the possibility of moving up tfaeeer ladder, and then achieve their
goal, only to discover they may be less motivated t the increased work demands
in their job.

With regard to organizational commitment and wadtivation, the result
indicated that there was a statistically significatifference. This meant that
organizational commitment did have an impact orraleork motivation. The main
three components of organizational commitment bstualy presented by Moody,
Porter, & Steer (1982) were; identification of ty@als and values of the organization,
a desire to belong to the organization and an tefifodisplay willingness on behalf of



Fac. of Grad. Studies, Mahidol Univ. M.Ed.(Educational Maement) 83

the organization. All three components are a tightch for the questions asked in the
data collection questionnaire where it was at hsgtevel of relevance for teachers
having similar life objectives to their work pla@ehighest sense of obligation to their
school, and a willingness to do more work than sgasy if need be.

The findings of this work indicated that there vedatistically significant
difference in school size and work motivation. Tmeant school size did have an
impact on work motivation. There are more schoath Vess than 1,000 students and
this may greatly benefit the teacher’s work moimatdue to smaller class sizes when
compared to schools with more than 1,000 studemaking the teachers work more
manageable and thereby allowing for greater workvaton.

Lastly, teaching load findings were found to batisally significant
different in regards to work motivation. This meaeaching load did have an impact
on work motivation. When teachers already havergel@&nough teaching load and
additional work is delegated to them, it can becenteavy burden on the teacher to
get it all done. Teachers are able to temporaalydhe additional work but if remains
a constant, then they will quickly lose motivatioAdditional work must be
distributed equally among all levels of staff inrfigss so as to be manageability for

all teachers.

6.4 Recommendations

Even though the findings pointed towards the di&rark motivation of
teachers teaching in public secondary schools i Hin District, Prachuabkhirikhan,
Thailand as at the highest level, there are 2 faab high level, salary and working
condition. It seems that public secondary schoathers in Hua Hin District are
extremely motivated in their work. However there aome areas that could be
improved upon even though the results have beespéroally positive.

6.4.1 Recommendations

e The Hua Hin Division of Education should place more

emphasis on improving working conditions by findingovative solutions to obtain

better and more learning resources, improve @assrconditions with either better
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ventilation or new air-conditioners and add morengprove facilities for student and
teacher usage.

¢ New provisions should be made to increase the hsraefd
salaries of the teachers for the purpose of allgww&achers to have a better sense of
security in their jobs.

¢ One of the findings suggested teachers need toveeg®re
credit for the work they do well. Supervisors slibignsure the channels of
communication between themselves and staffs arayalwpen and teachers should
receive some form of recognition credit for wheeytiperform well in their jobs. This
will also allow for greater feedback between teashend supervisors and general
improve the school environment.

e Supervisors should involve teachers in some deatisio

making process’ that may directly affect their worlposition.

6.4.2 Recommendationsfor further studies

e Because the study only focused on public seconstzrgol
teachers of one district, further research is renended to span out to other districts
to represent the level of work motivation at thevincial level.

e It would of benefit to do a similar study on thdeets of
work motivation on student achievement.

e A study to compare and contrast the work motivatdn
teachers in Thailand with a Western country.

e As this was only a quantitative research, furttied using
qualitative methods would give a much more in-dapttlerstanding on teacher work

motivation.
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RESEARCH QUESTIONNAIRE

WORK MOTIVATION OF PUBLIC SECONDARY SCHOOL TEACHERSIN
HUAHIN, PRACHUABKHIRIKHAN, THAILAND.

Part A: General Information

Instruction: Please place a checkin the square! that matches your answer or fill
in the space provided.

1. Age: (Years)
2. Gender:

1) Male

2) Female

3. Marital Status:

1) Single

2) Married

3) Divorced

4) Widowed

4. Education Level

1) Below Bachelor’'s Degree

2) Bachelor’s Degree

3) Master’s Degree

4) Doctoral’'s Degree

5. Years of experience inteaching.............cccoovev v iniennns
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6. Present Position in the school

1) Senior Teacher

2) Teacher

3) Other (Specify)...............

7. Please check/ in the squarel appropriate box to your Secondary Level

1) Secondary (Matthayom 1-3)

2) Upper Secondary (Matthayom 4-6)

3) Lower and Upper Secondary (Matthayom1-6)

Part B: Organizational Factors
1. Organizational Commitment:

Instruction: Please answer the level of your motivation witthack  in the square
"1 appropriate box:

1 = Lowest
2 = Low
3 = Moderate
4 = High
5 = Highest
No. Statements 1 2 3 4 5

Lowest| Low | Moderate| High | Highest

1. | I perceive the school’s aims to be
similar to my life objectives and am
strongly committed to my work
place.

2. | | feel any obligation to remain at
this school.

3. | I'talk about this school to my friends
as a great organization to work for
4. | | have a strong sense of belonging
and loyalty to my school.

5. | I am willing to do more work than
necessary for the betterment of the

D
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No. Statements 1 2 3 4 5
Lowest| Low | Moderate| High | Highest

school.

6. | | take ownership of problems and
seek solutions without being told t
do so.

7. | 1 am willing to put the needs of the
school before my own regularly.
8. | If  was offered a better work
opportunity, I would not consider
resigning from my current position

A=)

2. How many secondary students attend the schaolwwok for? (Please Check)

1) 1,000 students and more than 1,000 studer

2) Less than 1,000 students

3. How many hours per week are you teaching?

veve......hours

Part C: Work Motivation

The following statements indicate your feelings @aosls many components of your
work. Please checkin the square! appropriate box most significant to you from
the five choices.

= Lowest

= Low
Moderate
= High

a A W N
1l

= Highest
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No. Statements 1 2 3 4 5
Lowest | Low | Moderate| High | Highest

Supervision

1 | My immediate supervisor is
impartial.

2 | My immediate supervisor gives me
feedback that helps me improve
my performance.

3 | My immediate supervisor tries to
understand my point of view in
discussions about problems or
projects with me.

>

4 | Overall, how satisfied are you wit
the job being done by your
immediate supervisor.

I nterpersonal Relations

5 | My job provides me with the
opportunities to communicate with
other members of staff.

6 | | can easily approach my
colleagues to share my feelings gnd
criticize current or new school
policies.

7 | There is trust and cooperativeness
among my fellow teachers and w:
work well as a team.

1%}

Working Conditions

8 | My work provides me the
opportunity of self-directed
flexible work hours.

9 | My work facilities are spacious and
comfortable with proper
ventilation.

10 | | have access to the resources
needed to facilitate my work.

11 | My administrative duties and
participation in extra-curricular
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No. Statements 1 2 3 4 5
Lowest | Low | Moderate| High | Highest

activities is manageable with my
teaching load.

12 | The building | work in is
acceptable for working.

13 | | am able to reserve and use schpol
facilities when needed with
minimal booking issues.

I mage of Job
14 | 1 am privileged to be a teacher.

15 | The community values my
profession

16 | Parents recognize my efforts and
gives praise for the work | do.

17 | The public recognizes the stress |of
my profession.

18 | | feel a sense of pride to be an
educator.

19 | Teaching provides me with a sense
of security to support myself.

Salary

20 | I am in agreement with the
monetary compensation | receive
for the work | do.

21 | | feel I receive fair compensation
for my qualifications.

23 | The benefits and work security of
working as a educator compensates
for the average salaries compared
to other professions.

Recognition

24 | | receive credit from my immediate
supervisor for work well done.
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No. Statements 1 2 3 4 5
Lowest | Low | Moderate| High | Highest

25 | | get feedback from my co-workers
about my performance on the job,

26 | Management recognizes and makes
use of my abilities and skills.

27 | The recognition | receive allows
me to do better at my work.

Responsibility

28 | | am able to act independently of
my supervisor in performing my
work duties.

29 | | affect a lot of other people by
how my work is performed.

30 | | am treated with respect by
management and the people | wa
with.

k

=

31 | My work significantly influences
the decisions at my school.

Work Qualities

32 | My job allows me the opportunity
to complete the work | started.

33 | My job provides lots of variety.

34 | While performing my job I get the
chance to work on many
interesting projects.

35 | | have the authority to design and
implement teaching plans.

36 | My school is flexible and
understands the importance of
balancing my work and personal life

\1%

37 | | am motivated to accept new
challenges in my present position.
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No. Statements 1 2 3 4 5
Lowest | Low | Moderate| High | Highest

Growth and Advancement

38 | | am getting the training | need to
do my job efficiently and
effectively.

39 | | am regularly offered the
possibility to better my
professional skills with seminars
and re-training workshops.

40 | | am confident there are more
opportunities within education for
promotions than other industries.
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