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ABSTRACT

AN INVESTIGATION OF EFL TEACHERS’ PERCEPTIONS ON
MOTIVATIONALFACTORS

SOZEN, NESLIHAN

M,A Program of English Language Teaching
Supervisor: Dr. Miige GUNDUZ
January, 2015, 145 pages

This study aimed to find out the intrinsic and extrinsic factors that motivate
and de-motivate English language teachers in primary and secondary state schools in
Turkey and also to determine the current level of motivation of the English language
teachers in primary and secondary state schools in Turkey. In order to collect the
necessary data for the study, a mixed methods approach was employed by using both
quantitative and qualitative methods. A questionnaire consisting of 80 close-ended
questions were administered to 79 English language teachers in primary and
secondary state schools in Turkey. Besides, semi-structured interviews with 18
teachers were carried out. The quantitative data were analysed through the use of
SPSS 20.0 (Statistical Package for Social Sciences) and the qualitative data were
content analysed. At the end of the study, both intrinsic and extrinsic factors were
founded to be motivation and de-motivation sources for the EFL teachers. Imparting
knowledge as an intrinsic factor and good relationships with student and colleagues
as extrinsic factors were defined as the major motivation sources for the EFL
teachers. On the other hand, extrinsic factors related to students, parents, colleagues
and administrators, external recognition, physical working conditions, school
management and policies, autonomy, workload and working schedule, teaching
conditions, job security, career prospects, training and salary were founded as the de-
motivating factors for the EFL teachers. Furthermore, the current motivation level of
the EFL teachers working in primary and secondary state schools in Turkey was

found to be low.

Keywords: EFL teacher, intrinsic motivation, extrinsic motivation.



0z

INGILIZCE OGRETMENLERININ MOTIVASYON FAKTORLERI ALGISI
UZERINE BiR ARASTIRMA

SOZEN, NESLIHAN
Yiiksek Lisans, ingiliz Dili Ogretimi
Tez Yoneticisi: Dr.Miige GUNDUZ

Ocak 2015, 145 sayfa

Bu calisma, Tiirkiye’de ilk ve orta okullarda galisan Ingilizce 6gretmenlerini
motive ve de-motive eden igsel ve dissal faktorleri bulmayi ve bu 6gretmenlerin su
andaki motivasyon diizeylerini belirlemeyi amaglamistir. Calisma igin gerekli veri,
hem nicel hem de nitel metotlarin kullanildigi karma yontem yaklagimi
benimsenerek toplanmustir. Tiirkiye’de ilk ve ortaokullarda calisan 79 Ingilizce
Ogretmenine 80 kapali uclu sorudan olusan bir anket uygulanmistir. Ayrica, 18
Ingilizce 6gretmeni ile de yar1 yapilandirilmis goriismeler gerceklestirilmistir. Nicel
veriler SPSS 20.0 (Sosyal Bilimler Istatistik Programi) program kullanilarak analiz
edilmis, nitel verilere ise igerik analizi yapilmistir. Calismanin sonunda, hem igsel
hem de digsal faktdrler motivasyon ve de-motivasyon kaynaklari olarak tespit
edilmistir. I¢sel bir faktor olarak bilgi paylasimi ve digsal faktorler olarak ise dgrenci
ve 1 arkadaslariyla olan 1yi iliskiler basta gelen motivasyon kaynaklari olarak
belirlenmistir. Diger taraftan, Ogrenci, veli, is arkadaslar1 ve yoneticilerle ilgili
unsurlar, disaridan meslege olan bakis, fiziksel ¢alisma sartlari, okul yonetimi ve
ilkeleri, otonomi, is ylikli ve ¢aligma programi, egitim-0gretime yonelik sartlar, is
giivenligi, kariyer hedefleri, egitim ve maas1 kapsayan faktorler Ingilizce
ogretmenlerini de-motive eden faktorler olarak tespit edilmistir. Ayrica, Tirkiye’de
ilk ve ortaokullarda ¢alisan Ingilizce &gretmenlerinin su andaki motivasyon

diizeylerinin diisiik oldugu belirlenmistir.

Anahtar Kelimeler: ingilizce 6gretmeni, igsel motivasyon, digsal motivasyon
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CHAPTER 1

INTRODUCTION

1.0 Presentation

This chapter includes an introduction to the study. First of all, the background
of the study is outlined. Secondly, English language teaching in Turkey is dealt with
which is followed by the professionalization of English language teaching in Turkey.
In addition, the chapter presents the purpose of the study by introducing the research
questions and significance of the study. Lastly, the limitations and organization of
the study were provided in this chapter.

1.1 Background of the study

This study examines the intrinsic and extrinsic factors that motivate and de-
motivate English language teachers in primary and secondary state schools in Turkey
and also investigates the current motivation level of English language teachers in
primary and secondary state schools in Turkey. Motivation in education has been a
widely studied topic among researchers, especially in the area of learner motivation
for several decades (Coleman, Galaczi & Astruc, 2007; Dornyei & Chan, 2013;
Dornyei, Csizér & Németh, 2006; Isiguzel, 2014; Lamb, 2011; Masgoret & Gardner,
2002; Nikoopour, 2012; Sun, 2010). Although learner motivation has received a
great deal of attention of the researchers, teacher motivation in education started to
attract attention at a later date. Researching teacher motivation in educational
psychology and teacher education has shown a growth in the last decade by broadly
addressing three main areas: (1) issues related to teachers’ career choice, (2) teaching
process and its complexities, and (3) significant components that influence teacher
and student development (Watson & Richardson, 2008a:405 as cited in Dornyei &
Ushioda, 2011). In the case of foreign language education, the motivation of learners
towards foreign language learning has been the focus of most of the studies.
However, the motivation of language teachers has drawn little attention of
researchers as it is the case in teacher motivation. In ESL/EFL context, the focus of



much of the literature has been on teachers’ training and education while they lack

discussions on English language teachers’ motivation (Yau, 2010).

1.2 English Language Teaching in Turkey

Knowing a foreign language in order to carry forward international relations in
social, political and economic fields has become a necessity for individuals all
around the world. Within this respect, English, as a second language is widely taught
in many countries for cultural, commercial and social reasons (Eskicumali & Tiiredi,
2010). Turkey is among these countries in which English is the most extensively
taught and learnt foreign language since 1950s in order to catch up with
developments in the areas in which the most widely used language is English
(Kirkgoz, 2008). Until 1997, foreign language teaching in Turkish state schools
started at the first year of secondary school, namely, at the sixth grade. However, in
1997, with the introduction of compulsory education, Turkish education system
underwent a big change (Ocak, Boyraz & Kizilkaya, 2013). Through this reform, the
compulsory education was increased from five to eight years in Turkey and foreign
language was integrated as a separate course for the 4™ and 5™ grades. This system
continued to be administered until another big reform in Turkish education in 2013.
Ministry of National Education introduced 4+4+4 education system and the duration
of compulsory education was increased to 12 years in Turkey. This recent reform
included 4 yours of primary school education, 4 years of secondary school education
and 4 years of high school education. Within this reform, English language teaching
program has also been revised and primary school students have begun to have
English courses at the 2" grade rather than 4™ grade (Turkish National Education
Ministry, Board of Education and Discipline, 2013). In Turkish state schools,
beginning with the 2" grade, students have English courses until they finish high
school. In other words, English language education continues for 11 years from
primary school to high school. After high school, students who go to universities
have the chance to improve their English in the preparatory schools of universities or
in their departments which offer English as must or selective courses for their
students. There also exist private language courses under the control of Ministry of

National Education, which provide foreign language courses at all levels.



1.3 Professionalization of English Language Teaching in Turkey

The instruction of foreign languages in Turkey is administered through
language teachers who graduate from various departments of universities such as
English language teaching, Linguistics, English Language and Literature, American
Language and Literature and Translation and Interpreting. The ones who do not
graduate from English language teaching departments are supposed to have
pedagogic formation classes in order to work as English language teachers in most of
the state and private institutions.

In Turkey, if teachers would like to work at primary, secondary or high state
schools as permanent staff, they have to enter an exam (KPSS) and get the required
score which changes almost every year to be appointed to a state school. Each year
hundreds of EFL teacher enter this exam and some of them have the chance to work
at primary, secondary and high state schools as EFL teachers as permanent staff.

The EFL teachers who would like to work at the state universities have to enter
two exams. All the EFL teachers who would like to work at universities are supposed
to enter ALES which measures their basic academic success and YDS which
measures their foreign language success and get the required scores. In addition to
the scores of these two exams, each university organizes its own oral or written
exams and according to the results of all these exam scores, state universities
determine the EFL teachers who will work as permanent staff in their institutions.

EFL teachers also have the chance to work at private primary, secondary and
high schools, universities or courses. Private institutions select EFL teachers
according to their own criteria. While some of these institutions employ EFL

teachers as permanent staff, some of them employ EFL teachers as contractual staff.

1.4 Purpose of the Study

This study aims to aims to determine the intrinsic and extrinsic factors that
motivate and de-motivate the EFL teachers in primary and secondary state schools in
Turkey. Furthermore, the study aims to explore the current motivation level of the
EFL teachers working at primary and secondary state schools in Turkey.

The research questions are as following:



1) Based on the perceptions of the 79 English language teachers, what are the
intrinsic factors that motivate and de-motivate English language teachers in
primary and secondary state schools in Turkey?

2) Based on the perceptions of the 79 English language teachers, what are the
extrinsic factors that motivate and de-motivate English language teachers in
primary and secondary state schools in Turkey?

3) Based on the perceptions of the 79 English language teachers, what is the
current motivation level of English language teachers in primary and
secondary state schools in Turkey?

The study tries to highlight the issue of EFL teacher motivation and through
the findings it is hoped to present the problems of de-motivation and dissatisfaction

of English language teachers in Turkey.

1.5 Significance of the study

The study of motivation in educational settings generally focuses on the
motivation of learners and most of the researches done in this area examine the
factors affecting learners’ motivation or the methods to increase their motivation.
However, teacher motivation has not attracted enough attention as a separate
research area in spite of its significance in many aspects of educational practices
(Kumazawa, 2011). If the foremost purpose of schools is to educate the students and
have successful outcomes, the motivation of teachers who are the primary constituent
influencing student achievement should not be disregarded and the factors
influencing teacher motivation should be analysed well. Also, in order to increase the
quality of education, necessary measures should be taken to nurture the motivation of
teachers. Within this respect, this study might provide food for thought for the
educational stakeholders and also for the researchers.

As general teacher motivation, the motivation of English language teachers has
not been researched as much as learners’ motivation. In this respect Dornyei (2001)
points out that the number of the studies whose main concern was language teacher
motivation is small but this research area deserves much more attention.

In Turkey context few studies have investigated language teachers’ motivation.
The present study attempts to address this gap in the literature by investigating the

intrinsic and extrinsic factors that motivate and de-motivate the EFL teachers in



primary and secondary state schools in Turkey and the current motivation level of the
EFL teachers in primary and secondary state schools in Turkey.

1.6 Limitations of the study
The limitations of the present study are as follows:

e Within the limitations of Master’s thesis in terms of time and length, the
number of the participants who took part in the study through questionnaires
was relatively limited. If the number of the participants had been higher,
more representative and generalized results would have been obtained.

e In the study, only primary and secondary state school EFL teachers took part
in. EFL teachers who work at high schools, universities or private institutions

were not included in the study.

1.7 Organization of the study

There are five chapters in this thesis. The current Introduction chapter is
followed by Chapter 2 in which some related literature on motivation is reviewed.
The chapter begins with the examination of motivation theories which is followed by
the motivation in work context. Then, under the name of motivation in education,
learner motivation and teacher motivation are dealt with. This chapter ends with the
reviewed literature on the international studies and studies in Turkey related to EFL
teacher motivation.

In chapter 3, the methods that have been used in carrying out the study and the
analysis of the data are reported. This chapter describes the research instruments used
in the collection of the data (interviews and questionnaires), introduces the
participants of the study and ends with the data analysis procedure. Chapter 4
presents the main findings of the study through the analysis of both quantitative and
qualitative data. Chapter 5 consists of the discussion of the main findings in relation
to the studies in the field. Lastly, Chapter 6 includes the summary of the main

findings, the implications of the study and the recommendations for further research.



CHAPTER 2

LITERATURE REVIEW

2.0 Presentation

In chapter 2, previous researches on motivation are reviewed by providing a
theoretical framework for the study. Especially, EFL teacher motivation is discussed
through the researches conducted in this area.

The chapter begins with the presentation of the theories on motivation in
general followed by the discussion of the motivation in work context. Motivation in
educational settings is examined through the related studies. Firstly, learner
motivation is dealt with and following it, teacher motivation is examined in a
detailed way with the identification of the intrinsic and extrinsic factors affecting
teacher motivation. After the examination of teacher motivation, EFL teacher
motivation will be highlighted through the international studies and studies in

Turkey.

2.1 Motivation

Motivation is described as ‘the enthusiasm for doing something’ ‘in the dictionary of
Cambridge online (http://dictionary.cambridge.org/dictionary/british/program). One
of the most prominent motivation researchers Dornyei defines motivation as ‘‘the
choice of a particular action, the persistence with it and the effort expended on it”’
(2001, p.4). In other words motivation is the reason for people to decide to do
something, the desire for sustaining the activity for some time and the effort they
spend for doing the activity (Dornyei, 2001).

As the above descriptions suggest, motivation is a term which is extensively
used in everyday life, in psychology, in various areas of social sciences, in the
studies of education and in applied linguistics (D6rnyei, Csizér & Németh, 2006). In
the current study, the focus is on the motivation in educational settings, particularly

on teacher motivation.



Motivation has been the subject of a great number of researches and it has
been investigated in different contexts by many researchers for several decades
(Addison & Brundrett, 2008; Ariogul, 2009; Butz, Peterson & Majerus, 2014;
Chemolli & Maryléne, 2014; Deci & Ryan, 2000; Pegler, 2012; Dornyei & Ushioda,
2011; Gardner, 1968; Sullivan, 2001). Many theories of motivation have been
proposed since its being studied widely. Early theories of motivation were under the
effect of Behaviourism and in behaviourist theories the influence of outside factors
on motivation such as punishment and rewards constituted a significant role (Dornyei
& Ushioda, 2011). However, through the second half of the 20" century the theories
of motivation began to be led by the cognitive revolution in psychology (Doérnyei &
Ushioda, 2011). One of these cognitive theories, Atkinson’s achievement motivation
theory emphasized the need for success and the avoidance from failure (Maehr &
Sjogren, 1971). According to Dérnyei and Ushioda (2011) this need for success and
fear of failure become a part of an individual’s personality and influences the
person’s behaviour in his whole life, including education. Attribution theory is
another cognitive theory which asserts that people try to find the causes of their
successes or failures and try to determine whether the cause was internal or external.
Additionally, individual’s influence on the causes that determine the outcome of an
event and whether the cause of an event is permanent or not are also analysed in the
attribution theory (Carless & Waterworth, 2012). Self-efficacy theory which has
been developed by Albert Bandura refers to people’s notions about their capabilities
for carrying out certain activities. According to this theory people with a sense of
self-efficacy (Bandura, 1997) believe in themselves and they are motivated to
succeed in fulfilling their goals (Bumann & Younkin, 2012). Having similar features
with self-efficacy theory, Covington’s self-worth theory asserts that people can be
really motivated to show a sense of personal value and worth in competitive contexts
or when they face with failure or negative feedback (Dornyei & Ushioda, 2011).
Unlike self-efficacy and self-worth theories, goal-setting theory primarily focuses on
the impact of conscious goals on actions and the relationship between the level of
task performance and those goals (Sullivan & Strode, 2010). Later, goal-orientation
theory is concerned with the reason and the ways of people to achieve various goals
rather than referring to what people are trying to achieve (Kaplan & Maehr, 2007).



Concerning all the above mentioned theories of motivation, one of the most
general and well-known distinctions is that of intrinsic versus extrinsic motivation
(Doérnyei & Ushioda, 2011). This distinction is the basis of self-determination theory
of Deci and Ryan (1985, 2000) which also guides the current study by providing the
theoretical framework. According to this theory people can be intrinsically or
extrinsically motivated based on their different goals or reasons that make them to
perform certain acts. Intrinsic motivation refers to the internal desire of the person to
do something and to pursue doing it for some time as the activity itself is inherently
interesting or enjoyable. The self-determination theory states that intrinsically
motivated behaviours stem from the innate psychological needs which are the needs
for competence (feeling of self-efficacy), relatedness (feeling connected to the
outside setting) and autonomy (feeling of control) (Deci & Ryan, 2000). When a
person feels competent himself/herself for performing an activity, which is also
emphasized in self-efficacy theory, s/he may have the internal desire more and get
intrinsically motivated. This motivation is also observed when the person has the
control of his/her activities and freedom of choice. The feeling of relatedness also
influences individuals’ motivation intrinsically if they make a connection to the
outside setting in fulfilling the activity and have the chance to become a part of a
group and share. On the other hand, extrinsic motivation involves performing an
activity in order to reach a certain outcome. The expectation of an external
consequence makes the person to perform the activity. Therefore, activities which are
not interesting for the person should present extrinsic outcomes in order for the
person to be motivated (Eyal & Roth, 2010). According to the self-determination
theory, if the self-regulation of a behaviour and the value attributed to that behaviour
is internalised, an extrinsically motivated behaviour becomes more autonomous and
self-determined rather than being controlled (p.258). In the self-determination theory
Deci and Ryan (2000) categorize four types of extrinsic motivation:

1. External regulation is explained as the least autonomous form of extrinsic
motivation, being entirely affected from the external consequences, such as
the expectation of a reward or the fear of punishment.



2. Introjected regulation involves the external demands or rules which become a
part of a person’s life but the behaviours are not considered to be self-
determined.

3. Identified regulation takes place when a person values a behaviour and
identifies with the personal significance of it, thus performs the activity more
willingly.

4. Integrated regulation is accepted as the most autonomous type of extrinsic
motivation as actions are more self-determined. Here, the individual totally
integrates the regulatory process with his coherent sense of self and
assimilates it with his other needs, values and identities.

Self-determination theory proposed by Deci and Ryan (1985, 2000) and the
distinction between intrinsic and extrinsic motivation guide the present study by
constructing the theoretical framework. For this reason, through the study, this theory
and its concepts are frequently referred.

Intrinsic and extrinsic motivation sources may differ according to the type of
the activity and the activity context. In the context of EFL teacher motivation, the
influence of intrinsic and extrinsic factors on EFL teachers’ motivation is the main
concern of this study. Within this respect, under the light of the self-determination
theory and through the exploration of intrinsic and extrinsic motivation factors, the
main intrinsic and extrinsic factors affecting the motivation of the EFL teachers
positively and negatively and the current motivation level of the EFL teachers in

primary and secondary state schools in Turkey are examined.

2.1.1 Work Motivation

The influence of motivation on human beings can be observed every place
where people perform activities and when people care about the consequences of
their activities. One of the contexts in which motivation constitutes vital importance
Is work context. Supporting this view, motivation has been regarded as one of the
major contributors to the satisfaction and effectiveness of an individual carrying out
a job by the industrial/organisational psychologists. The factors that affect the
employees’ motivation are the major concern of these fields and through the theories
that have been put forward, those factors can be mainly identified (Roussos, 2003).



There are two dominant theories in the field of work motivation one of which
is Locke and Latham’s goal setting theory (Locke & Latham, 2002). According to
this theory goals influence performance by means of four mechanisms. First, goals
have a ‘‘directive function’’, goal-relevant activities are directed attention and effort
by the goals whereas goal-irrelevant activities are not. Second, goals serve an
“‘energizing function’’. Greater effort is performed to high goals than low goals.
Third, goals ‘affect persistency’’. When the control of time spending on a task is left
to the participants, they are observed to spend more time and effort on hard goals.
Fourth, goals ‘‘affect action indirectly by leading to the arousal, discovery and/or use
of task-relevant knowledge and strategies’’ (Locke & Latham, 2002, p. 706,707).

The other dominant theory is self-determination theory and the distinction
between intrinsic and extrinsic motivation is also applied in the context of work
motivation. To illustrate, employees can be intrinsically motivated and show better
performance in their jobs if their psychological needs, namely competency,
autonomy and relatedness needs, are satisfied (Deci& Ryan, 2000). On the other
hand, employees are also motivated to work through the reinforcement of external
factors such as rewards or praise which are counted as the extrinsic motivational
constituents.

Considering the two prominent theories, Yau (2010) in his study summarizes
the factors that influence work motivation as follows:

e Intrinsic motives such as autonomy, competency, novelty, achievement and
power
¢ reinforcement by extrinsic motives

e goal setting effects (p.17)

2.2 Motivation in Education

Motivation has been under discussion by many researchers in educational
settings for many years. As the main concern of the studies carried out in this field
has been mostly the motivation of learners, it would be better to start with the studies

conducted on learner motivation.
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2.2.1 Learner Motivation

A considerable amount of research which investigates the second language
acquisition process and the influence of motivation during it have been conducted in
the last four decades (Sun, 2010). Pioneering the studies in this area, Gardner (1960)
in his study asserts that the motivation for learning a foreign language is dependent
upon two orientations. One of these orientations is integrative orientation which
means that the individual wants to learn the language of another group in order to
become a member of that group and to have a higher status. Individuals also have
other reasons to learn a foreign language such as for job opportunities, for school
credits, etc. which is named as instrumental orientation. Students who are
instrumentally oriented appear to have an interest in learning adequate knowledge of
the language for its instrumental value in goal achievement. According to Gardner
those learners whose orientation for acquiring a foreign language is instrumental may
be handicapped as learning that language is not rewarding for them. In other words,
those learners do not like the linguistic responses they acquire for their own sake.
However, learners who are integratively oriented enjoy what they learn in language
learning process such as grammatical rules, speech sounds, etc. because that
language belongs to the valued members of another language group (Gardner, 1960).

Gardner’s construct has been extended by some studies through the addition of
new components such as ‘‘self-confidence, intrinsic and extrinsic motivation,
intellectual curiosity, attribution about past successes/failures, need for achievement
and other situation-specific variables such as classroom events and tasks, classroom
climate and group cohesion, course content and teaching materials, teacher feedback,
and grades and rewards’’(Sun,2010, p. 889).

Deci and Ryan’s (1985; 2000) self-determination theory has brought a new
perspective into the motivation studies in educational settings and has been one of
the most referred approaches in motivation studies. Within this theory, a significant
distinction between intrinsic and extrinsic motivation is done and this distinction is
regarded as useful in order to understand the differences between individuals in
educational outcomes (Pae, 2008). If an individual is intrinsically motivated, s/he
does an activity for its own sake; that is, the activity appeals to the person and s/he
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enjoys doing it. On the other hand, extrinsic motivation occurs when there is the
expectation of a separable outcome after the execution of the activity. In other words,
students who are extrinsically motivated can carry out actions with disappointment,
opposition, indifference or, alternatively, with a desire which shows the inherent
acceptance of the usefulness and the value of the task (Deci & Ryan, 2000). In the
context of foreign language learning, students who are intrinsically motivated learn a
foreign language as they like speaking the language of another country and the
activity of language learning itself while students who are extrinsically motivated
learn a foreign language as it is a necessity within the curriculum or they value the
importance of speaking a foreign language in today’s world. Given that most of the
educational activities applied both in foreign language classes and other learning
environments are not planned to be intrinsically interesting, Deci and Ryan (2000)
state the importance of understanding the different types of extrinsic motivation
,which are external regulation, introjected regulation, identified regulation and
integrated regulation, as follows:
Understanding these different types of extrinsic motivation, and what fosters
each of them, is an important issue for educators who cannot always rely on
intrinsic motivation to foster learning. Frankly speaking, because many of
the tasks that educators want their students to perform are not inherently
interesting or enjoyable, knowing how to promote more active and volitional
(versus passive and controlling) forms of extrinsic motivation becomes an
essential strategy for successful teaching (p.55).

Research in the field of learner motivation has witnessed another turn with the
introduction of Ddrnyei’s (2005,2009) ‘L2 motivational Self System’’. Within this
theory, Dornyei proposes the concepts of ideal L2 self which refers to the qualities
that we wish to have as a speaker of the target language and ought-to L2 self which
refers to the qualifications we believe we should have as a speaker of the target
language (Lamb, 2011). Also, according to this L2 motivation Self System there are
three primary sources of motivation to learn an L2: a) the internal desire of the
learners’ to achieve speaking the target language effectively, b) the pressures of the
social environment of the learners’ to learn the L2, and c¢) experiencing the L2

learning process effectively (Dornyei& Chan, 2013).
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The theories mentioned above propose some theoretical basis for the studies in
the field of learner motivation, particularly foreign language learners’ motivation. In
the light of these theories many empirical researches on learner motivation have been
carried out and in most of these studies the components that influence the motivation
of foreign language learners were addressed. To begin with, Coleman, Galaczi and
Astruc (2007) conducted a research in UK on foreign language learning motivation
of England’s secondary school students. They tried to find out the influence of the
grade level, gender and school environment on students’ motivation. The participants
of the study were secondary school students aged between 11 and 14 and from the
7" 8" and 9" grades. 5001 boys and 5439 girls took part in the study. The results of
the study indicated that there exists a relationship between the nature of the school
environment and the motivation of the students, especially the attitudes of the school
management and the teachers towards language learning. The motivation level of the
students studying at the Specialist Language Colleges was found to be the highest
when compared to other schools. Moreover, the study has confirmed previous
research by concluding that motivation level gradually decreases as the grade level
increases. Gender also remained as a distinguishing factor in terms of language
learning motivation and girls were found to have more motivation than boys.

Another study carried out in Iranian context investigated the relationship
between intrinsic/extrinsic motivation and language learning strategy use among
Iranian EFL learners and also the commonest motivational orientation of Iranian EFL
learners towards learning English language (Nikoopur, et all.,2012). 72 upper-
intermediate EFL students studying at English courses in three language institutes in
Tehran took part in the study. The results revealed that Iranian language learners
used metacognitive strategies most frequently which were followed by social
strategies, cognitive strategies, compensation strategies, memory strategies and
affective strategies. The findings also indicated that Iranian language learners were
mainly intrinsically motivated towards learning English language, that is, they
inherently want to learn English language. Integrated regulation, introjected
regulation and external regulation stood in lower ranks which showed that extrinsic
motivation components are not as satisfying as intrinsic ones on Iranian EFL

learners.
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A research study conducted in Turkey, Emir and Boran (2011) aimed to
discover whether EFL learners in Beltek courses (courses funded by City
Municipality) are intrinsically, extrinsically, instrumentally or integratively
motivated and also whether or not there exists a variation between their motivation
types with regard to their sex and state of working. 91 male and 109 female EFL
learners attended the study. The data analysis indicated that EFL learners in Beltek
English courses are intrinsically motivated to learn English and they want to improve
their English to keep up with times. In other words, their ultimate purpose was not
for making a career, earning more money or getting promotion. Besides, male
learners were found to be more motivated than female learners in the study.

In addition to the motivational factors mentioned in the studies above, teachers
as one of two indispensable parties in educational settings, constitute primary
importance on students’ motivation and achievement. According to Ddrnyei (2001)
teachers have the chance to improve their students’ motivation, and by applying
some strategies, which can be grouped into four categories, they can motivate their
students. The first category includes the classroom conditions. It is necessary for the
teachers to provide main motivational conditions in the classroom by adopting
appropriate behaviours, having good relationships with students and creating a nice
and stimulating atmosphere in the classroom. The second category concerns
enhancing student motivation by improving the attitudes and values towards
language learning, increasing their goal orientations, providing a suitable curriculum
and building realistic learner beliefs. The third category includes maintaining
motivation by developing learner autonomy, enhancing student self-confidence,
providing a good quality learning experience and supporting self-motivating
strategies for learners. The fourth category proposes to encourage positive self-
evaluation by attaching importance to efforts rather than ability, giving motivational
feedback and improving the satisfaction of learners. These suggestions of Ddrnyei
(2001) are based on the assumption that teacher behaviour and beliefs directly
influence students (Bernaus & Gardner, 2008). Some empirical studies seem to lend
support for this argument. In their study Bolkan, et al. (2011) examined the
transformational leadership component to find out how communicating intellectual
stimulation changes the classroom atmosphere through the support for student

motivation and students’ attitudes towards their studying. With the participation of
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268 undergraduate students, the researchers concluded that the use of intellectual
stimulating behaviours by the teachers affects students’ intrinsic motivation and
subsequently leads students to approach their learning in deep and strategic ways. In
other words teachers who encourage students to know the materials related to course
well and who motivate students to do their best may provide students to internalize
their motives for studying and help them to adopt a deep-level approach towards
their learning.

Urhahne (2015) conducted a study with 246 sixth grade students and 13
English language teachers and he aimed to discover whether teacher behaviour is a
mediator of the relation between teacher judgement and students’ motivation and
emotion. The findings revealed that accessibility of teachers worked as a mediator
which results in motivational and emotional change in students. It was also indicated
that teachers’ mediating behaviours influenced students’ goal orientations and
enjoyment.

According to Siegle, Rubenstein and Mitchell (2013) teacher attitudes seem to
affect student attitudes more so than the reverse, and teachers have the opportunity to
influence all students at the same time in many classrooms. While implementing the
curriculum, teachers can also encourage and support their students’ learning through
the classroom environments they provide for them. Their study aimed to analyse
academic motivation from students’ perspective. To this end, they had focus group
discussions with 28 university honours freshman and they came to the conclusion
that students see their experiences with their teachers as the most influential factor on
their interest and motivation in high school. Teachers who encourage students’
growth and satisfaction, who build positive relationships and who are knowledgeable
about the content were found to be able to foster student motivation.

Olmezer and Ok (2014) carried out a similar study in which they examined the
most and the least motivating teacher behaviours and their impacts on EFL students.
314 students of the English preparatory program of a state university participated in
the study. Through the use of a questionnaire and administration of 19 interviews, the
researchers concluded that teachers’ having a smiling face, taking some breaks when
students are tired or bored and having a sense of humour were listed as the most

motivating teacher behaviours by the EFL students. As for the researchers, when
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students feel relaxed and less nervous in classes, they are more motivated for
learning.

The studies reviewed above showing the relationship between teachers’
behaviours and students” motivation and achievement make it clear that the degree of
teachers’ enthusiasm and commitment is one of the most significant components
which can influence learners’ motivation to learn. This is all to say that teachers’
being motivated to teach will probably lead their students to be motivated to learn
(Dérnyei & Ushioda, 2011). At this point, understanding teachers well and defining
the factors that motivate and de-motivate them constitute great significance in order
to have much better educational outcomes. In this regard, the studies focusing on
general teacher motivation and later EFL teacher motivation will be examined

respectively.

2.2.2 Teacher Motivation

The issue of teacher motivation has been addressed rarely in educational
psychology until very recently, nevertheless, there has been an increase in the
literature concerning teacher motivation within the last few years in educational
psychology and teacher education (Dornyei & Ushioda, 2011). The three main areas
that teacher motivation broadly concerns are: (1) issues related to teachers’ career
choice, (2) teaching process and its complexities, and (3) significant components that
influence teacher and student development (Watson and Richardson (2008a:40, as
cited in Dornyei & Ushioda, 2011).

While studying teacher motivation, theories used for explaining general
motivation are applicable as ‘teaching’ is one of the human behaviours and it does
not necessitate a different treatment (Dornyei & Ushioda, 2011). However, Dérnyei
and Ushioda further point out that there exist certain motivational characteristics
peculiar to teaching and within this respect they identify four motivational aspects of
teacher motivation:

1. Teaching includes an outstanding intrinsic component which refers to having
an inherent desire to educate people, to transfer knowledge and values and to

provide service to the society by advancing their students.
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2. Teaching is closely related to contextual factors which comprise institutional
requirements and restrictions of the workplace and social profile of the
teaching profession.

3. Teaching is a process with a temporal axis which includes career and
promotion opportunities.

4. Teaching seems to be particularly fragile, as it is open to negative influences
such as stress, restricted autonomy, insufficient self-efficacy, lack of

intellectual challenge and inadequate career structure.

Taking into account the theories reviewed about general motivation and work
motivation and also regarding the four motivational aspects proposed by Dornyei and
Ushioda (2011), examining teacher motivation through the distinction between
intrinsic and extrinsic motivation and the factors that foster or decrease them will be
compatible with the theoretical framework of the present study. With this purpose,
the studies which will be reviewed in the following paragraphs will focus on the ones
that investigate the influence of intrinsic and extrinsic constituents on teacher
motivation.

Seebaluck and Seegum (2011) conducted a study which sought to determine
the factors that impact public primary school teachers’ motivation level with the
participation of 201 teachers. The findings of the study revealed that public primary
school teachers are mainly motivated by their students’ successful performance
through which they get the feeling of accomplishment and pride, communicating
with pupils and transferring knowledge, the opportunities they have for enhancing
their professional skills, developing social relationships, the responsibilities related to
teaching job, fulfilling their goals and the status associated with teaching. These
factors are among the intrinsic motives of the teachers which has been defined by
Dornyei and Ushioda (2011) as ‘‘the internal desire to educate people, to impart
knowledge and values, to advance a community or a whole nation’’(p.161). Besides
the factors that motivate them the study also analysed the ones that demotivate public
primary school teachers with a result that career prospects, a sufficient salary,
attractive incentives and fringe benefits were found to be the demotivating factors

which belong to the group of extrinsic motives.
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Using a longitudinal design, Lam and Yan (2011) explored 17 beginning
teachers’ job satisfaction and career development. Through the conduction of two in-
depth interviews which were mainly about teaching motivations with the teachers
after their graduation and then after their two-year teaching experience, the
researchers came to the conclusion that teaching students is the major source of job
satisfaction for the beginning teachers. The participant teachers stated that building
relationships with students, watching their growth and helping the students to
develop make them happy. Even the teachers who underlined that they had chosen
this job for its material rewards agreed with this view. On the other hand, as in the
study of Seebaluck and Seegum (2011) extrinsic factors, namely having a
satisfactory work- life balance, a reasonable workload and a good amount of salary
constitute importance on the work motivation and satisfaction of the teachers
according to the findings.

Under the name of Affect Triggering Incidents (ATIs), Kitchen, Morgan and
O’Leary (2009) investigated the everyday events which trigger teachers’ motivation
or cause demotivation among them. The research design included two consecutive
studies. In the first study, as the participants, 17 primary school teachers kept diaries
and through the gathered data the ATIs they had experienced in their work place
were described. In the second step of the study, 39 primary school teachers took part
in by completing questionnaires and keeping diaries for five weeks and this study
examined the interaction of positive and negative ATIs with each other. According to
the findings, student engagement, student achievement and student well-being were
among the positive events mentioned frequently by the teachers while student
behaviour and interaction with parents were negatively mentioned events which
cause dissatisfaction among teachers. The majority of the ATIs (%77,5) which made
the teachers feel good or bad originated from the intrinsic nature of
teaching/classroom interaction and there was no third party involvement. However,
dissatisfying events had a tendency to include a third party involvement most of
which were related with colleagues or parents.

In another study, the leadership effect on teachers’ motivation was under
concern. The study included 122 elementary school teachers in Israel working with
their school principals for more than one year. The results suggested that leadership

styles of the school principals have a significant impact on the motivation and well-
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being of the teachers. Moreover, the findings indicated that teachers view their
teaching related activities more interesting and meaningful when they are motivated
autonomously as a result of which they may feel less exhausted than other teachers
(Eyal & Roth, 2011). Similar to these results, Griffin (2010) in his research and
Webb (2007), in her dissertation, concluded that there is a positive correlation
between the leadership approaches of the school principals and teachers’ job
satisfaction and work motivation. The negative influences of student low
achievement, paperwork and the inclusion of special education on teachers’ job
satisfaction and motivation were also among the findings of the dissertation.

Personal challenge and the opportunities for professional development for
teachers while conducting their jobs have also been among the factors investigated in
some of the studies on teacher motivation (Yau, 2010; Kocabas, 2009; Boraie,
Kassabgy & Schmidt, 2001). Exploring the validity of self-determination theory,
Wagner and French (2010) tried to identify the factors in the work place which affect
the intrinsic motivation of teachers towards a professional development program.
The hypothesis of the researchers was that the degree of choice, challenge level, the
feeling of a community in the work place and the professional development context
itself would be influential on the motivation of teachers against professional
development programs. The results supported the hypothesis of the researchers by
revealing that supervisor relations and the work itself have a significant impact on
the motivation of teachers for professional growth. Moreover, by means of their
efforts, observing the changes in the children was also claimed as a significant
motivator for the teachers to grow themselves professionally.

In Turkish literature, teacher motivation has been explored in a very limited
number of studies in which the above mentioned factors have been under concern.
Kiziltepe (2006) conducted a study with 340 high school teachers and focused on the
sources of demotivation such as students, economics, administration, parents,
structural and physical characteristics, ideals and social status. The findings indicated
that administration, structural and physical characteristics and students are the most
demotivating factors in terms of the high school teachers. In her later study, Kiziltepe
(2008) this time examined the motivation and demotivation sources of university
teachers. The data were gathered through the participation of three hundred

university teachers. Similar to the results of her previous study, students were found
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to be the major source of university teachers’ motivation and demotivation.
Following students, career was concluded as the second significant motivating factor
while economics, research and working conditions were secondary demotivating
factors (2008). Gokce (2010) in her study aimed to find out the motivation levels of
primary school teachers in Turkey and the participant teachers stated that their needs
which will enhance their performance in teaching-learning process are not
sufficiently met as a result of which the desired level of motivation can not be
reached. These results are also supported by the findings of the study of Karakose
and Kocabas (2006) who stated the sufficiency of workplace environment is a
significant component influencing the motivation of teachers. In another study
carried out in Turkey, teachers’ desire for having a supportive administration in order
to be more motivated while conducting their jobs was emphasized and human
relations and human qualities were identified as the primary motivaton and de-
motivation sources (Ada, Akan, Ayik, Yal¢in &Yildirim, 2013). Kocabas (2009) in
his later study, with the participation of two hundred and twenty-five teachers,
investigated the motivation of teachers in Turkey by analysing the impact of a large
number of motivational sources. According to the findings, the feeling of safety in
school, student success, attraction levels towards the teaching profession, the levels
of self-confidence, teachers’ perception of their status in society, the significance of
positive supervision reports, the feeling of self-actualisation, a positive school
atmosphere, teachers’ positive relationships, competency perceptions of teachers’ in
their subjects, self-respect levels of the teachers, school performance in league tables,
recognition of their success and values, effective management and administration and
fringe benefits are the most motivating factors for Turkish teachers. On the other
hand, competition among teachers, fear of confronting with disciplinary action and
inadequacy of teaching and learning technologies influence the motivation levels of
teachers negatively.

As a summary of all the components influencing teacher motivation, Yau

(2010) in his study listed the following factors:

e Sense of achievement or challenge
e Salary
e Workload
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e External recognition (social status)

e Career prospect

e Job security

e School management and policies

e Work autonomy (control of curriculum)
¢ Relations with colleagues

e Relations with students (p.25)

All the reviewed studies on teacher motivation above mainly concern about the
factors which affect teachers’ motivation negatively and positively. Within this
respect, the factors influencing teacher motivation as in learner motivation generally
fall into two categories as intrinsic and extrinsic motivational factors. In the light of
the reviewed studies, these factors are analysed in this study through the reflection of
them in the research instruments. In the following section, EFL teacher motivation

will be focused on.

2.2.3 Foreign Language Teacher Motivation

EFL teachers’ motivation as a significant component influencing students’
performance began to be studied during the 1990s (Tziava, 2003). However, the
interest in language teacher motivation is not as much as it should be as a result of
which the literature on language teacher motivation is scarce although this field
deserves much more attention (Dérnyei, 2001). All around the world, countries pay a
lot of attention to the instruction of foreign languages to its citizens and to have
effective speakers of foreign languages as it has become a necessity in order to carry
out the global relationships. Nevertheless, in the process of teaching and learning a
foreign language, the desired level outcomes may not be reached all the time. One of
the very extensively discussed reasons for this has been regarded as the de-
motivation of the learners towards foreign language learning and for several decades
the various factors affecting students’ demotivation or motivation have been the
subject of many researches (Clément, Gardner & Smythe,1977; Gardner, 2001,
Gorham & Millette, 2009;Sakai & Kikuchi, 2009; Wong, 2014). In this regard,
Gorham and Millette (2009) investigated the sources of motivation and de-

motivation perceptions of teachers and students in their study and one of the
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conspicuous findings of their research was that students put the blame on their
teachers for their de-motivation due to their teachers’ certain behaviours such as not
being knowledgeable, being irresponsible, having no control of material or
classroom, having no enthusiasm for teaching and showing negative attitudes
towards students. A teacher who shows such kind of behaviours can not be regarded
as a motivated teacher who can also motivate his/her students to be eager to learn. At
this point, in order to have better outcomes in foreign language teaching processes,
teacher factor should not be disregarded and studies on EFL teachers’ motivational
components should be considered well. To this end, the literature on EFL teacher
motivation both in Turkey context and in the world will be reviewed in this section.

2.2.3.1 International Studies on EFL Teacher Motivation

In the field of EFL/ESL teacher motivation Pennington seems to be the pioneer
by touching upon the job satisfaction and motivation of ESL teachers (Erkaya, 2013).
In her article Pennington (1991) puts forward that ESL teachers basically seem to be
satisfied with their job, however they also have some dissatisfying experiences
related to their job such as salary, promotions and managerial factors. She maintains
her discussion with the claim that the key factor for ESL teachers to keep their job
satisfaction and career conditions positively is professional recognition (Pennington,
1991). In her later study Pennington (1995) stated that factors related to human
relations and intrinsic work processes motivate ESL teachers positively towards their
jobs and careers.

At the beginning of the next decade, Kassabgy, Boraie and Schmidt (2001)
conducted a study with 107 ESL/EFL teachers in Egypt and Hawai and examined the
motivation sources of these teachers with a questionnaire including 72 close-ended
and 4 open-ended questions. Through their research instrument (which was also
adapted for the current study and the details will be discussed in the Methodology
chapter), they questioned the values of the ESL/EFL teachers about their jobs and the
rewards they get from their jobs. The results suggested that ESL/EFL teachers are
mostly motivated through the intrinsic factors related to their job. That is, helping
their students to learn or having a job in which they can do their best and improve
themselves were found to be more important and motivating for ESL/EFL teachers

than the extrinsic components of the work such as salary, promotion opportunities or
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job title. Moreover, the researchers found out five separate sets of wants or needs of
ESL/EFL teachers: a relationship orientation including the relationships with
students, colleagues, administrators, etc. ; extrinsic motivation consisting of security,
salary, fringe benefits; autonomy needs such as freedom, independence or permission
for the use of initiative, etc. ; a self- realization factor which refers to be able to
develop one’s ability, have a challenging job, etc. ; and institutional support needs
comprising having clear rules and procedures, administrators giving clear guidance
and flexible working hours, etc. .

Having similar research motives with Kassagby et al. (2001), Roussos in her
dissertation addressed the motivational factors influencing EFL teacher motivation.
To this end, she conducted in depth qualitative interviews with Greek EFL and Non-
EFL teachers and her findings indicated that the most satisfying aspect of teaching is
its intrinsic aspect which refers to the teachers’ enjoyment being with young people
and the desire to see their contributions in the development of their students in
English while extrinsic ones inside or outside the school are the major de-motivation
reasons. Those extrinsic de-motivating factors mentioned by the teachers are:
autonomy restriction, students’ disinterest to the state English classroom, the
inadequacy of the opportunities for personal growth and intellectual stimulation, the
lack of the feeling relatedness with their colleagues, particularly with other English
language teachers, the negative status of the English subject in the state schools, their
low professional status, negative attitudes and behaviours of the administrators,
parents and most significantly the students, the lack of in service training programs,
large and mixed ability classes, a negative school atmosphere and lastly the
inadequacy of the teaching and technological materials. However, the findings also
indicated that the factors such as salary and the lack of promotion which had been
expected to cause de-motivation among EFL teachers were found to be not effective.
In another study carried out in Greece, Tziava (2003) investigated the factors that
motivate and de-motivate 52 Greek EFL teachers who work for private language
schools. Her findings coincide with the results of the previous studies by suggesting
that Greek EFL teachers appear to be more intrinsically motivated rather than
extrinsically and their answers revealed that their intrinsic and extrinsic motivation at
work can be increased through the positive effect of the relationships with the

students, boss, Ministry of Education and parents. As a negative point, Greek EFL
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teachers stated that they do not have enough autonomy to carry out their job as they
want and they are not a part of decision making process although they are the
primary practitioners of the decisions that are made.

In a more recent study, having the common research aims with the current
research, Yau (2010) investigated the motivation of ESL teachers in New Zealand
private language schools based on the self-determination theory and intrinsic-
extrinsic motivation distinction by means of using both quantitative and qualitative
research methods (this study also guided the present study through its research
instruments which will be discussed in the methodology chapter). The study also
sought for the language teachers’ suggestions to enhance and support their
motivation. The study findings revealed that intrinsic factors such as personal
enjoyment in classes, having professional challenge and helping students to learn
English were again more influential on language teachers than extrinsic factors.
Nevertheless, extrinsic factors including management policies and autonomy at work
were also found to be as significant factors. Concerning the suggestions to enhance
and support motivation, the teachers demanded that they should have more
professional challenge in their work, less administrative work, more professional
training programs, more respect from administrators and more involvement in
decision making policies.

Kubanyiova’s longitudinal study explored language teachers’ motivation from
a different point of view by investigating the effect of a 20-hour in-service teacher
development course which aimed to provide a motivating learning environment for
the cognitive and behavioural development of eight EFL teachers in Slovakia (2006).
The quantitative data were gathered by means of a pre- and post- questionnaire
which evaluate students’ views about their classroom environment and the
qualitative data were gathered through the interviews with the teachers, lesson
observations, regular course feedback and field notes. The results indicated that the
in-service teacher development course did not create a significant impact on
teachers’ practices in the classroom which could be distinguished by the students.
According to Dornyei and Ushioda (2011), Kubanyiova’ findings suggest that there
exist some reasons deciding the extent of the teachers’ engagement with the training
input and development of their own practices. These reasons are: (a) whether the

training input and its implications are compatible with the teachers’ internal
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ambitions or ideal language teacher selves; (b) whether the teachers see an
inconsistency between their current states and expected end- states; and (c) whether
the teachers are motivated to remove this gap.

Very recently, Kumazawa (2013) investigated four novice EFL teachers’
motivation for teaching English in Japanese context. The questions guiding the study
were how four novice teachers’ self-concept changes in the transition period of being
a student to becoming a teacher and how self-concept changes affected their
motivations. A major finding of the study revealed that ideal selves gradually had
less influence on future self-guides of the teachers. Discrepancies in teachers’ views
of their current, ought to and ideal teacher selves acted as a significant de-motivator
rather than a motivator. For the author, this result stemmed from the fact that the
participant teachers’ ideal teacher selves were mostly based on their experiences as
students and they had very little experience in the real world of school teaching.
Therefore, when they experienced the real teaching and its difficulties, the
unattainable ideal teacher selves came up. Regarding their ought-to selves, external
pressures and contextual restrictions led the participants to assume uncomfortable
and unwanted roles.

There also exist some studies which focus on only the de-motivating factors on
EFL teachers’ motivation. Within this context, Fattash (2013) intended to identify the
demotivating factors for EFL teachers at the university level in Palestine with a
participant group of 22 teachers while Sugino (2010) examined the de-motivating
factors in Japanese language teaching context with the participation of 97 college
teachers. Both studies reached similar results by concluding that students’ disruptive
behaviours, too much workload, the lack of administrative support, the inadequacies
of teaching materials, the content of the curriculum and teachers’ low salaries are de-
motivating factors for EFL teachers.

The reviewed literature above on EFL teacher motivation in the international
settings suggests that intrinsic factors are generally more influential on EFL teachers’

motivation and extrinsic factors generally are the sources of de-motivation.
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2.2.3.2 Studies on EFL Teacher Motivation in Turkey

Regarding the studies carried out on EFL teacher motivation, in Turkey
context few studies concern this research field although there have been arguments
about the deficiencies in the foreign language teaching practices and outcomes for
many years in Turkey (Aktas, 2005; Isik, 2008; Kizildag, 2009). The interest for EFL
teacher motivation in Turkey seems to start at the beginning of this decade when the
dates of the existing studies are concerned. The main focus of these studies is to
analyse the various factors affecting EFL teacher motivation or de-motivation as it is
the case in their counterparts abroad.

Within the reviewed literature on EFL teacher motivation in Turkey, the study
of Aydin (2012) has been found to be the oldest one although it was conducted at a
very recent date. The researcher’s main aim was to find out the de-motivating factors
in the EFL context at the elementary level. The data was collected through face-to
face conversations and MSN talks with the subject who also kept a diary. The results
indicated that in Turkish EFL setting the main de-motivating factors for teachers are
the curriculum, students and their parents, school administrators, colleagues and
physical working conditions.

Examining a new component, Ertiirk (2013) sought for the impact of altruism
on EFL teachers’ motivation besides investigating the main motivation sources and
their variations according to age, gender, institution and level of teaching among
EFL teachers. With the participation of 295 teachers, the researcher came to the
conclusion that altruism is a motivation factor for both male and female EFL
teachers, however it received less attention when compared the other motivation
factors. In other words, a positive school atmosphere, the recognition of both their
and their students’ success, enjoying while carrying out their job and realization of
their potential were found to be the most significant motivation sources for Turkish
EFL teachers.

Topkaya and Uztosun (2012) studied the pre-service teachers’ motivations for
their career. 207 pre-service EFL teachers at a state university took part in the study
with the use of a factors influencing teaching choice scale. At the end of the study it
was concluded that the participant pre-service EFL teachers were motivated through

the intrinsic and social utility values of teaching for their future teaching careers. The
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researchers did not reach a remarkable difference between male and female
participants’ career motivations however, for job security and employment
possibilities male participants had higher ratings. Also, it is interesting to note that no
statistical difference was observed between the first and fourth grade pre-service
teachers’ career motivations.

Similar to the research aims of the previous studies, Erkaya (2013)
investigated the factors which motivate Turkish EFL teachers. Interviews with 8 EFL
teachers working at the preparatory school of a state university provided the
necessary data for the study. The analysis of the data revealed that intrinsic factors
were more influential on EFL teachers’ motivation than the extrinsic ones.
Furthermore, as the sources enhancing their motivation, students, administrators,
working conditions, classes, colleagues and pay/benefits were stated by the
participant EFL teachers.

Studies on EFL teacher motivation in Turkey suggest that EFL teachers are
motivated through the both intrinsic and extrinsic factors in their jobs.

In this section EFL teacher motivation has been tried to be highlighted through
looking into the related studies in this field. Next, after a brief summary of this
chapter, the methodology of the present study will be discussed.

2.3 Summary

In the previous chapter, firstly general motivation has been dealt with. Then,
subsequently work maotivation, learner motivation and teacher motivation have been
under concern. As the last section of the review, EFL teacher motivation has been
examined. Since the aim of the current study is to examine the EFL teachers’
motivation in primary and secondary state schools in Turkey, studies on EFL teacher
motivation both in Turkey and abroad have been detected. Nevertheless, the limited
number of the studies on EFL teacher motivation has indicated that there exists a gap
in this field of research in the literature.

Most of the studies reviewed on EFL teacher motivation are based on the self-
determination theory (Deci & Ryan, 2000) which categorizes the motivation as
intrinsic and extrinsic motivation. Regarding EFL teacher motivation, intrinsic
motivation refers to teachers’ internal satisfaction of their job by helping their

students to develop and imparting knowledge whereas extrinsic motivation is about
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the external factors on teachers’ motivation such as the attitudes of administration,
salary and promotion. In this respect, this study also analyses both its quantitative
and qualitative data in terms of intrinsic and extrinsic motivation factors.

In short, it has been made clear in the literature review section that there exists
a very limited number of studies on EFL teacher motivation. Therefore, the current
study may provide some useful insights for the stakeholders in educational settings in

Turkey. To this end, the research questions of the study are as follows:

1) Based on the perceptions of the 79 English language teachers, what are the
intrinsic factors that motivate and de-motivate English language teachers in
primary and secondary state schools in Turkey?

2) Based on the perceptions of the 79 English language teachers, what are the
extrinsic factors that motivate and de-motivate English language teachers in
primary and secondary state schools in Turkey?

3) Based on the perceptions of the 79 English language teachers, what is the
current motivation level of English language teachers in primary and

secondary state schools in Turkey?
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CHAPTER 3

METHODOLOGY

3.0 Presentation

In the present chapter, firstly the research design and the methods that were
used in the collection of the data are explained. Following this, information about the
participants, the research instruments with the validity and reliability results, the data
collection procedure and lastly the data analysis are presented in this chapter.

3.1 Research Design

This study was designed as a descriptive research which ‘‘involves the
description of natural or man-made phenomena-their form, actions, changes over
time, and similarities with other phenomena’’ (Borg, Gall & Gall, 2007, p. 300).
Within this respect, defining the intrinsic and extrinsic factors that motivate and de-
motivate the EFL teachers in the primary and secondary state schools in Turkey can
be better pictured through the descriptive research design. According to Borg, et al.
(2007) in education descriptive research is also significant and as a type of
quantitative research, it includes the description of educational phenomena carefully.

They further point out that:

Description which is viewed as understanding what people or things mean
also is an important goal of qualitative research. For this reason, when
planning a descriptive research study, you should be familiar with both
quantitative and qualitative approaches to description so that you can choose

the approach best suited to your purposes (p. 300).

With this in mind, this study, within a descriptive research design, adopted
both quantitative and qualitative methods, namely a mixed methods approach in
order to find out the intrinsic and extrinsic factors which influence EFL teachers’

motivation in primary and state schools in Turkey. A questionnaire which was first
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produced by Kassabgy, Boraie and Schmidt (2001) and which was later used by Yau
(2010) with some adaptations was also adapted for the current study for the
collection of the quantitative data. In addition, constituting the qualitative data of the
study, interviews with EFL teachers were conducted.

The rationale for adopting a mixed methods approach in this study is that
although they offer a good quality of data, most of the time, both qualitative and
quantitative research methods have some drawbacks when used alone. According to
Dornyei and Ushioda (2011) quantitative methods which generally present the data
in numbers and make analysis through the use of statistical methods ‘‘are not
generally sensitive in uncovering the reasons for particular observations or the
dynamics underlying the examined situation or phenomenon’. On the other hand,
qualitative methods which mostly comprise non-numerical data analysed via non-
statistical methods can be ‘‘unrepresentative’’ due to the small participant samples,
can be affected by the ‘‘personal biases and idiosyncrasies of the researcher’’ and
can be ‘‘time-consuming’’(p.204,205). However, by integrating quantitative and
qualitative methods meaningfully, a deeper understanding of the data can be
provided which can not be achieved through the adoption of a single approach
(Heighham & Croker, 2009). Further, Cohen, Manion and Morrison (2011)
supported this view by stating that:

Mixed methods approaches enable a more comprehensive understanding of

phenomena to be obtained than single methods approaches, combining

particularity with generality, ‘patterned regularity’ with ‘contextual
complexity’, ‘inside and outside perspectives and the whole and its

constituents parts’, and the causes of effects (p.24).

In a very recent study, Lund (2012) discussed the combination of quantitative
and qualitative methods and he listed four advantages of the mixed methods
approach. Those advantages are:

(1) Through the use of mixed methods research, it is more possible to answer
some complex research questions which may not be so easy with the use of
only quantitative or qualitative method.

(2) Qualitative and quantitative outcomes may focus on separate objects or
phenomena, however in mixed methods research they complement each

other. Thus, the study domain can be pictured better via the combination of
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the different perspectives provided by both quantitative and qualitative
methods.

(3) By adopting a mixed methods approach in a research, the data validity can
be increased. When the results of different strategies of both quantitative
and qualitative methods converge, the conclusions and inferences of the

study can be more valid.

(4) In mixed methods research, the results of the data gathered quantitatively
and qualitatively may not complement each other, that is, they may be
contradictory to each other, which can lead to the revision of the
hypothesis, extra reflection and further research by generating new

theoretical insights.

For the current study, it is believed that the quantitative data should be
validated by the findings of the qualitative data in case all the factors having an
impact on EFL teacher motivation are not represented in the questionnaire which
only includes close-ended questions. Therefore, supporting the quantitative data via
the findings of the interviews deepens the study through bringing new perspectives

into it.
3.2 Participants

The participant population of this study was determined as the EFL teachers
working at primary and secondary state schools in Kecidren and Yenimahalle
districts in Ankara/Turkey. These two districts were purposefully chosen as they are
in the city centre and the socio-economic features of these districts are similar to
each other. Also, in terms of their accessibility, these districts were found to be
appropriate for the present study. All the participants were selected by convenience
sampling which “‘involves choosing the nearest individuals to serve as respondents
and continuing that process until the required sample size has been obtained or those
who happen to be available and accessible at the time’’(Cohen, Manion & Morrison,
2011, p.155).
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Questionnaire participants

As for the quantitative part of the study, 180 questionnaires were delivered to

the EFL teachers working at 51 different schools, however, 79 teachers filled in the

questionnaire in total. Since the subject group of the study included only EFL

teachers in primary and secondary state schools, this sample size for the quantitative

part of the study may be considered to be substantial. The EFL teachers working at

high schools, universities and private schools were excluded from the study. In this

section, the personal information of the questionnaire participants is indicated

through Table 3.1 below in a detailed way.

Table 3.1: Demographic data of 79 questionnaire participants

Teacher’s Properties Frequency  Percentage (%)
Gender

Male 10 12,7
Female 68 86,1
NA 1 1,3
Age

20-30 13 16,5
31-40 46 58,2
41-50 16 20,3
51+ 3 3,7
NA 1 1,3
Quialifications

Graduate 4 51
Undergraduate 75 94,9
Tenure

EFL teachers working at a primary state school 32 40,5
EFL teachers working at a secondary state school 46 58,2
EFL teachers working both at a primary and 1 1,3
secondary school

Experience

0-5 years 9 11,4
6-10 years 27 34,2
11-20 years 32 40,5
21+ 11 13,9

NA: No answer
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As it is illustrated in Table 3.1 above, only 10 EFL teachers out of 79 are
male. The majority of the participant teachers, namely 68 teachers are female. One
of the respondents has not stated gender. Regarding their age, over half of the
teachers (n=46) are over 30, 16 respondents are over 40 and the rest of the
respondents, namely 13 teachers are below 30 years old. Only three teachers are
over 50 years old and one respondent has not stated age. While 75 EFL teachers
have undergraduate degrees, the number of the teachers who have graduate degrees
is four. The number of the EFL teachers working at the secondary state schools is 46
whereas the number of the EFL teachers working at the primary state schools is 32.
One EFL teacher works at both at a primary and secondary state school in the same
campus. In terms of their experience in teaching, nine teachers have between 0-5
years, 27 teachers have between 6-10 years, 32 teachers have between 10-20 years

and 11 teachers have over 20 years of English language teaching experience.
Interview participants

Constituting the qualitative data of the study, interviews have been conducted
with 18 EFL teachers during the data collection procedure. Eight teachers who have
filled in the quantitative questionnaire also have accepted to take part in the
interviews. The remaining 10 interviews have been carried out with volunteer EFL
teachers who work at the primary and secondary state schools in Ke¢iéren and
Yenimahalle districts in Ankara as the questionnaire participants.

As it is indicated in Table 3.2 below, five of the interviewees are male while
thirteen of them are female. Only three interviewees are below 30 years old, eight of
them are over 30 and seven interviewees are over 40 years old. None of the
interviewed teachers have graduate degrees.

Regarding their school, four interviewees work at a primary state school and
the remaining 14 teachers work at a secondary state school currently. When their
teaching experience is considered, one teacher has between 0-5 years, six teachers
have between 6-10 years, 10 teachers have between 11-20 years and one teacher has

over 20 years of English language teaching experience.
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Table 3.2: Demographic data of 18 interview participants

Teacher’s Properties Frequency Percentage (%0)
Gender

Male 5 27,8
Female 13 72,2
Age

20-30 3 16,7
31-40 8 44,4
41-50 7 38,9
Quialifications

Undergraduate 18 100
Tenure

EFL teachers working at a primary state school 4 22,2
EFL teachers working at a secondary state school 13 72,2
EFL teachers working both at a primary and secondary 1 5,6
school

Experience

0-5 years 1 5,6
6-10 years 6 33,3
11-20 years 10 55,5
21+ 1 5,6

3.3 Instruments

In order to collect the necessary data for the current study, two instruments

have been used which are questionnaires and semi-structured interviews.
Questionnaire

In order to collect the main data of the study, using a questionnaire was
believed to be appropriate as questionnaires enable structured and numerical data
which are straightforward to analyse (Cohen, Manion & Morrison, 2011). The
questionnaire used in this study was first created by Kassabgy et al. (2001) (see
Appendix A) and was later used by Yau (2010) with some adaptations. It was also
adapted for the present study. Kassagby, et al.(2001) in their study aimed to find out
what aspects of work are more important to 107 ESL / EFL teachers in Hawai and
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Egypt and to define the motivating and de-motivating factors for these teachers. With
similar research aims Yau (2010) investigated the ESL teachers’ motivation in New
Zealand context through the adapted version of the questionnaire. Both
questionnaires included close-ended and open-ended questions.

Based on the questionnaires of these two studies, the questionnaire which was
built with some adaptations for the present study consists of three sections (see
Appendix B for the questionnaire of the present study). In the first section, some
personal information of the participants was elicited. Section two includes 38 items
which address the teachers’ perceptions of importance (values) towards the
motivating and demotivating factors via a five point Likert scale ((5) Very important
(4) Important (3) No opinion (2) Not important (1) Not important at all ). The third
section including 34 items matching with the items in section two aimed to gauge
whether EFL teachers are satisfied or dissatisfied with their current jobs, which was
named as the ‘‘rewards’’ that EFL teachers get from their jobs by Kassabgy et al.
(2001), again through a five point Likert scale ((5) Strongly agree (4) Agree (3)
Undecided (2) Disagree (1) Strongly Disagree) (see Appendix C for the matching
items in Section two and Section three). For example, in the ‘‘values’’ section,
participants were asked to rate the importance of ‘‘Having an administrator who is
responsive to suggestions and complaints’’ and in the following ‘‘rewards’’ section,
they agreed or disagreed with the matching statement ‘‘My administrators are
responsive to suggestions and complaints’’. In this section, there were also additional
items which sought for the career plans of the EFL teachers such as ‘I will change
my job if I have the opportunity to do so’ and ‘I will change my career if I have the
opportunity to do so’ and the impact of the teaching conditions such as ‘I have well-
prepared course materials’ and ‘I have effective course guidelines’. No open-ended
questions were asked in the adapted version of the questionnaire, as it was believed
that through open-ended questions it would not be possible to reach sufficient data.
Instead of asking open-ended questions, carrying out interviews with EFL teachers
were chosen for collecting the qualitative data which was believed to provide more

insights to the current study.

35



Interviews

Besides the questionnaire, interviews were used in the present study as ‘‘the
interview is a flexible tool for data collection, enabling multi-sensory channels to be
used: verbal, non-verbal, spoken and heard’’(Cohen, Manion & Morrison, 2011,
p.409).

Semi-structured interviews carried out with 18 EFL teachers in ten different
schools were supplementary to the quantitative data gathered through the
questionnaires. Via the interviews, preliminary findings of the previous data were
aimed to be validated and expanded and also findings which could not be elicited in
the quantitative data were explored.

Semi-structured interview was chosen as the most appropriate model for the
conduction of the interviews in the present study as ‘this interview approach has the
advantage of providing reasonably standard data across respondents, but of greater
depth than can be obtained from a structured interview’’(Borg, Gall & Gall, 2007,
p.246). In this context, in the present study, the interviewees were free to share what
came in to their minds related to questions during the interview and the interviewer
had the chance to ask additional questions according to the answers of the
interviewees.

The interview questions were also adapted from the open- ended and interview
questions of the studies of Kassabgy et al. (2001) and Yau (2010) (see Appendix D
for the original interview and open-ended questions). Some of the open-ended
questions of these studies were adapted as interview questions and some questions
were not used since they were regarded as not appropriate for the present study ( i.e.
Any measurements you recommend that you think may likely attract more
international students to come to New Zealand?, i.e. Any measurements you
recommend that you think may likely attract more people to become language
teachers like you in New Zealand?, i.e. Do you think you are a motivated/de-
motivated language teacher? Why (factors)?, i.e. Do you think you can still be
motivated in one year time? Why?). Also, four new questions were added in order to
make the interview questions more appropriate and clear for Turkish EFL teachers.

The questions which were added are as follows:
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2. ‘While conducting your job, does your motivation level stay same all the time

or does it increase or decrease from time to time?’

3. ‘What are the major factors, inside or outside the classroom, that have a

positive impact on your motivation?’

4. ‘What are the major factors, inside and/or outside the classroom, that have a

negative impact on your motivation?’

5. ‘Which factors, inside the classroom and/or outside the classroom, are more

influential on the increase or decrease of your motivation level? (Why?)’

The interview in the present study included 11 questions in total (see Appendix
E) which mainly seek for the positive and negative factors that influence the
motivation of the EFL teachers working at primary and secondary state schools in
Turkey.

3.4 Data Collection

Before the data collection procedure started, the research instruments were
presented to the approval of the Ethics Committee of the Middle East Technical
University in May, 2014. Following the approval of the Ethics Committee, the
researcher applied to the National Education Ministry in order to get the required
consent for carrying out the research in the primary and secondary state schools in
Yenimahalle and Kegioren districts in Ankara/ Turkey. This procedure ended at the
end of June, 2014.

After the necessary consents had been obtained, the pilot-testing of the
questionnaire was done which involved 50 questionnaires completed by the EFL
teachers. The results of the pilot-testing suggested that the questionnaire of the
present study is a highly reliable scale with a 0,908 Cronbach’s alpha value. The
questionnaires which were used in the pilot testing were not included in the main
data of the study (the details about the reliability of the instruments are explained in
the next section).

Following the pilot-testing, the procedure for the collection of both the
quantitative and qualitative data started in the middle of October, 2014. The
researcher herself went to the schools and with the help of the school administrators,
the questionnaires were delivered to the EFL teachers. The following week of the

delivery, the researcher went to the schools again and took the filled questionnaires
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from the administrators. 44 of the questionnaires were completed in this way. The
remaining 35 questionnaires were delivered to the EFL teachers by the researcher in
person.

All the interviews were carried out by the researcher herself with 18 EFL
teachers working at ten different schools in Yenimahalle and Kegioren districts in
Ankara/Turkey. The interviews were conducted in the schools of the interviewees
during the break times or when the teachers do not have classes. The interviewees
were all informed beforehand about the aim of the study, the estimated duration and
the recording. 8 of the interviewees firstly filled in the questionnaires and then also
accepted to be interviewed. The remaining ten interviewees only took part in the
interviews as these teachers stated that they did not have enough time for both the
questionnaire and the interview. The interviews were all held in the native language
of all the participants, namely Turkish and audio-recorded with the consent of the
participants who all signed the consent forms for the interview (see Appendix F for
the interview consent from). The data collection stage was completed at the end of
November in 2014.

3.5 Data Validity and Reliability

““Validity is an important key factor to effective research’” and ‘‘reliability is a
necessary precondition of validity’’ (Cohen, Manion &Morrison, 2011, p.179). If a
particular research instrument actually measures what it is intended to measure, it is
accepted as a valid instrument (Winter, 2000) and if a research is conducted with a
similar group of participants in a similar context and similar conclusions are
obtained, the research can be accepted to be a reliable one (2011). In this research,
the validity and the reliability of the quantitative data was ensured with the use of a
credible questionnaire which was previously used in the studies of Kassabgy, et al
(2001) and Yau (2010) and which was adapted for the present study. The adapted
questionnaire was piloted as the context of this study is different. The reliability of
the questionnaire was done by means of Cronbach alpha method which ‘‘provides a
coefficient of inter-item correlations, that is, the correlation of each item with the
sum of all the other relevant items, and is useful for multi-item scales’” (2011; p.
201).
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The pilot test was conducted with the inclusion of 50 questionnaires and the
results of the pilot testing indicated that the adapted questionnaire used in this study
is a highly reliable one with a 0,904 Cronbach Alpha value as it is indicated in Table
3.3 below.

Table 3.3 Reliability statistics of the questionnaire in the pilot study

Reliability Statistics

Cronbach's Alpha N of Items
,908 80

As for the qualitative data, in order to prevent the problem of subjectivity,
besides the researcher, the coding of the qualitative data was done by another person
who also works as an EFL teacher. To this end, the inter-rater reliability technique
was used in order to find out whether another person would interpret the same data in
the same way (Cohen, Manion & Morrison, 2011; p.202) and the results indicated
that the percentage of agreement was quite high between the researcher’s coding and
the other teacher’s coding and both codings were highly consistent with each other
(see Appendix G for the sample coding of both raters). Therefore, the researcher only
needed to revise the wording of a few items. Additionally, the validity and the
reliability of the data were also believed to be provided through adopting a mixed-

methods approach for the current study.

3.6 Data Analysis

This study analysed both its quantitative and qualitative data in terms of
intrinsic and extrinsic motivation factors which had been proposed by Deci and Ryan
(1985; 2000) in their self-determination theory. The studies of Kassagby, et al.
(2001) and and Yau (2010) which shed light to the present study in many aspects,
especially through their methodologies, used the following codes in the analysis of

the both their qualitative and quantitative data:
e Intrinsic factors

- Service to society

- Imparting knowledge
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- Personal achievement or challenge or growth

e Extrinsic factors
- Salary
- Workload
- External recognition (social status)
- Career prospects / Training
- Job security/Casual job
- School management and policies
- Support and isolation
- Physical working conditions
- A positive or negative comparison with others (other jobs or
professionals)
- Autonomy (control of curriculum)
- Relations with colleagues
- Relations with students (p.36).

These codes were adapted for the current study in order to analyse both the
quantitative and qualitative data. As mentioned before, in the adaptation of the
quantitative questionnaire, new items were added and the addition of these new items
required the addition of a new code in the analysis of the data. ‘Teaching conditions’
was the new code in this respect. The following codes were used in analysing the

quantitative data:

e Intrinsic factors

- Service to society

- Imparting knowledge

- Job happiness and professional achievement or challenge or growth
e Extrinsic factors

- Workload and working schedule

- External recognition (social status)

- Salary

- Teaching conditions
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- Autonomy (control of curriculum)

- Career prospects

- Training

- Job security

- Motivational factors related to students
- Physical working conditions

- Relations with colleagues

- School management and policies

- Support

Also, the qualitative data analysis required the inclusion of some new codes
such as ‘Relations with parents’, ‘Teaching conditions’, ‘Personal/Physical
conditions of the teachers’ and ‘Other’ and change in the names of some codes such
as ‘Workload and working schedule’, ‘Job happiness and professional achievement
or challenge or growth’, ‘Motivational factors related to students’ and ‘Support’.
Besides, ‘A positive and negative comparison with others (other jobs or
professionals)’ code was excluded from the list as there was no reference to this
factor in the data. With these additions, changes and exclusion, the codes which were

used in the analysis of the present study’s qualitative data are as follows:

e Intrinsic factors
- Service to society
- Imparting knowledge

- Job happiness and professional achievement or challenge or growth

e Extrinsic factors
- Workload and working schedule
- External recognition (social status)
- Salary
- Teaching conditions
- Autonomy (control of curriculum)
- Career prospects

- Training
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- Job security

- Personal / Physical conditions of the teachers
- Motivational factors related to students

- Physical working conditions

- Relations with colleagues

- School management and policies

- Support

- Relations with parents

- Other

Quantitative data analysis

The data gathered through the questionnaire were analysed through the use of
SPSS 20.0 (Statistical Package for Social Sciences). Using the data obtained via the
second section of the questionnaire, the importance attached to each item by the
participant teachers, that is the value means of 38 items were analysed and the items
were grouped as intrinsic and extrinsic factor items. Items which were rated as very
important, important or the least important by the respondents in each group were
coloured differently in order to indicate the value means of each item. During the
adaptation of the questionnaire, while determining the intrinsic factor items, two of
the items which were not defined as intrinsic factor items in the study of Yau (2010)
were defined as intrinsic factor items in the current study as Deci and Ryan defined
the intrinsic motivation ‘doing something as it is inherently interesting or enjoyable’
in the self-determination theory (2000, p.55). With this in mind the items ‘Having a
job that is fun’ and ‘Having a job in which I am relaxed and have a peace of mind’
were determined to be as intrinsic factor items based on the definitions proposed by
Deci and Ryan (2000). Using the data obtained via the third section of the
questionnaire which includes 42 reward items (whether the teacher is satisfied with
that aspect of his/her job that is represented through the item) were analysed under
the categories of intrinsic and extrinsic factors separately. Then, according to the
reward means, the intrinsic and extrinsic rewards which EFL teachers stated that they
get from their jobs and the intrinsic and extrinsic rewards which EFL teachers stated
that they do not get from their jobs were distinguished. Figure 3.1 below shows the
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analysis structure of the quantitative data according to the intrinsic and extrinsic

motivation through the values and rewards.

MOTIVATION

AN

INTRINSIC EXTRINSIC

<—> REWARD 4—» REWARD

Figure 3.1: The Structure of quantitative data analysis

Following the analysis of the data of both sections, the value and reward
means of the matching items in section two and section three were compared and
their discrepancy percentages were illustrated (see Appendix C for the matching
items in Section two and Section three). For instance, ‘I have a satisfactory salary’’
has a 4,20 value mean in section two whereas its reward mean is 2,28 in section three
and the discrepancy percentage of the value and the reward mean of this item is -0,46
%. That is, although salary was attached a lot importance by the EFL teachers, they
were found to be not satisfied with their salary. Additionally, the discrepancy
measurements of the very important, important, the least important and also the
intrinsic items were calculated separately by comparing them with their reward
means. Moreover, career or job change intentions of the participant EFL teachers
were analysed separately in order to gain more insights about the current motivation
level of the EFL teachers.

Qualitative data analysis
The qualitative data included 18 interviews carried out with the EFL teachers.
As the first step of the qualitative analysis, the interviews were transcribed verbatim.

Content analysis was believed to be appropriate for the analysis of the qualitative
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data of this study. The system of content analyses is summarized by Cohen, Manion
and Morrison (2011) as follows:
Content analysis takes texts and analyses, reduces and interrogates them into
summary form through the use of both pre-existing categories and emergent
themes in order to generate or test a theory. It uses systematic, replicable,
observable and rule-governed forms of analysis in a theory-dependent

system for the application of those categories (p.564).

In other words, content analysis comprises categorizing, that is generating
categories which can cover the units of analysis such as sentences, phrases, words,
etc., coding, comparing which means making connections between categories and
concluding which refers to drawing theoretical conclusions out of the text (Cohen, et
al., 2011).

With this in mind, all the transcribed data were content analysed in this study.
Depending on the perceptions of each interviewee, the transcribed data were divided
as positive and negative motivational factors based on the perceptions of the EFL
teachers by adapting the division of Yau (2010) in his study (see Appendix G).
Following this, the positive and negative motivational factors were categorized
according to the codes under the two themes, namely intrinsic and extrinsic
motivational factors as stated in the previous data analysis section. Then, intrinsic
and extrinsic motivational factors were divided into sub-codes such as job happiness
and professional achievement or challenge or growth and relations with parents as
Yau (2010) did in his study. The content of each sub-code was also defined. After the
coding, the frequency of each code was counted with respect to their being
mentioned as a positive motivational factor or as a negative one. To illustrate, most
of the interviewees mentioned about ‘Observing students’ understanding the lesson
content’ as a factor affecting their motivation in their job. This aspect was put in the
‘Imparting knowledge sub-code’ under the theme of ‘‘Intrinsic factors’’ and then
how many times it was mentioned as a positive or negative factor (when the students
do not understand the lesson content) was counted. Table 3.4 below indicates an

example of this coding system of the present study.
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Table 3.4 Sample coding of the qualitative data

Intrinsic Factors Positive (f) Negative (f)
e Imparting knowledge Total: 16 Total: 4
- Students’ understanding the lesson content 8 2
- Students’ success in English and observing their development 8 2
e Service to society Total:1 Total: 2
- Working at rural areas 0 1
- Teaching English to students who do not know even Turkish 0 1
- Seeing some students’ being EFL teachers 1 0
e Job Happiness and Professional Achievement or Challenge or Growth Total: 5 Total: 0
- Teachers’ creativity for producing activities in the class 2 0
- Trying to do one’s job well 1 0
- Being prepared for the lesson 1 0
- Students’ testing the knowledge of the teacher 1 0
Extrinsic factors Positive (f) Negative (f)
¢ Relations with colleagues Total: 12 Total: 1
- Team work with other English teachers 3 1

- Having good relationships with colleagues 4 1
- Support of the colleagues 2 0
- Colleagues’ feedback 2 1

In short, the qualitative data analysis was carried out through content analysis
which involves the coding and the categorization of the data according to the

previously described codes adapted for the present study.

3.7 Summary

This study mainly aimed to find out the intrinsic and extrinsic factors which
motivate and de-motivate the EFL teachers working at the primary and secondary
state schools in Turkey and the current motivation level of these teachers. To this
end, a mixed-methods approach was adopted and the necessary data were collected
by means of a questionnaire which included 80 close-ended questions and semi-
structured interviews. 79 EFL teachers completed the quantitative questionnaire and
18 EFL teachers were interviewed in order to expand the research data. The analyses
of the questionnaires were done by using of SPSS 20.0 (Statistical Package for Social
Sciences) while the analyses of the qualitative data, namely interviews, were content

analysed.
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CHAPTER 4

FINDINGS

4.0 Presentation

This chapter deals with the analyses of the quantitative and qualitative data
gathered through the questionnaires and interviews. The findings aim to address the

research questions below:

1) Based on the perceptions of the 79 English language teachers, what are the
intrinsic factors that motivate and de-motivate English language teachers in
primary and secondary state schools in Turkey?

2) Based on the perceptions of the 79 English language teachers, what are the
extrinsic factors that motivate and de-motivate English language teachers in
primary and secondary state schools in Turkey?

3) Based on the perceptions of the 79 English language teachers, what is the
current motivation level of English language teachers in primary and

secondary state schools in Turkey?

4.1 Research Question 1

Based on the perceptions of the 79 English language teachers, what are the intrinsic
factors that motivate and de-motivate English language teachers in primary and

secondary state schools in Turkey?

The first research question of the study sought for the intrinsic factors that
motivate and demotivate English language teachers in primary and secondary state
schools in Turkey. In order to address this question, the quantitative data gathered
through the second section of questionnaire which consists of 38 value items were
analysed. Among these items, the motivating and de-motivating intrinsic factor items
were analysed by calculating the mean scores of each value item referring to intrinsic

factors. Following this, items were coloured differently according their being very
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important, important or the least important for the EFL teachers. The quantitative
data findings were also expanded with the findings of the qualitative data collected

via the interviews.
4.1.1 ‘Value’ Items
4.1.1.1 The Overall Mean of 38 ‘Value’ Items

As it was indicated in Table 4.1, the overall mean of 38 value items in the
second section of the questionnaire was found 4,36. This value is between 4 and 4,5
and shows that the EFL teachers attach quite a lot importance to their jobs’ aspects
represented by 38 items. The minimum mean of items is 3,82 while the maximum

mean is 4,86.

Table 4.1: The Overall Mean of 38 Value Items

Item Statistics

Mean Minimum Maximum Std. Deviation N of Iltems

Item Means 4,362 3,823 4,861 0,276 38

4.1.1.2 EFL Teachers’ Values — Items Reflecting Intrinsic Factors

In the second section of the questionnaire nine out of 38 value items reflect the
intrinsic factors to the teaching job. Intrinsic factors included imparting knowledge
service to society and job happiness and professional achievement or challenge or
growth. Table 4.2 below reveals the mean scores of the items reflecting intrinsic
factors. Items which have a mean score over 4,5 indicate that the intrinsic factors
represented by these items are very important for the EFL teachers. Items which have
a mean score between 4.00 and 4 indicate that the intrinsic factors represented by
these items are important for the EFL teachers whereas items which have a mean
score below 4.00 indicate that the intrinsic factors represented by these items which
were rated as the least important for the EFL teachers.
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Table 4.2 Value Items Reflecting Intrinsic Factors

Intrinsic Items Means SD
25. Helping my students to learn English 4,86 0,35
14. Having a job in which | can perform to the best of my ability 4,68 0,47
31. Having a job that is enjoyable and stimulating 4,62 0,56
18. Having a job in which I can learn and develop my abilities to my full potential 4,49 0,77
33. Having a job in which | am relaxed and have peace of mind 4,49 1,04
37. Having a job that is fun 4,25 1,11
24. Being recognized for my teaching accomplishment 4,18 0,93
16. Having a challenging job 3,92 0,86
35. Providing service to society 3,84 1,03

*Items coloured in blue illustrate ‘very important’ items. *Items coloured in pink illustrate ‘important’
items. *Items coloured in grey illustrate ‘the least important’ items.

As it is indicated in the table above ‘‘Helping my students to learn English”
topped this group with a mean 4,86. This item also got the highest mean score of all
the items in Section two (see Appendix H for the mean scores of all the items in
Section two). Some of the qualitative data findings also support the findings of the
quantitative data above. Imparting knowledge which included students’
understanding the lesson content and students’ success in English and observing their
development was the most mentioned intrinsic factor, either with its positive or
negative effect, by the EFL teachers during the interviews (see Appendix J for all the
qualitative data statistics). Some comments:

““The biggest effect is to take the feedback of what has been given. Nothing
can definitely give that pleasure as it gives”’. (Int.2, 13 years TE, M).

““‘I want to see that they learn. | want to take the feedback even it is a word, a

syllable or a number from that class ...”” (Int. 17, 10 years TE, F).

Two other intrinsic factors ‘‘Having a job in which I can perform to the best of
my ability’” and ‘‘Having a job that is enjoyable and stimulating’’ were also among
the very important intrinsic factor items. In the qualitative data the desire for job
happiness and professional achievement or challenge or growth while teaching

English were stressed 5 times :

““..... I love my job. It makes me forget the heaviness of some things’’.(Int.4,

20 years TE, F).
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““‘Observing that they have learnt via the method that you have produced....”’(Int.4,
20 years TE, F).

As shown in the Table 4.2, items ‘Having a job in which I can learn and
develop my abilities to my full potential’ and ‘Being recognized for my teaching
accomplishments’ which referred to professional achievement or challenge or growth
and items ‘Having a job in which I am relaxed and have peace of mind’ and ‘Having
a job that is fun’ which referred to job happiness were rated as important items by the

participant EFL teachers. Some qualitative data comments:

“l am doing this job with great pleasure, especially as I work with little

children”’. (Int.9, 16 years TE, F).

““I'love my job so much. I can be a teacher until I die’” (Int.17, 10 years TE, F).

Table 4.2 also reveals the items which were rated as the least important by the
EFL teachers. ‘Having a challenging job’ and ‘Providing service to society’ refer to
intrinsic factors which were not given importance by the respondents. In the
qualitative data three mentions were observed about service to society while there
was only one mention about having a challenging job (see Appendix J for all the

qualitative data statistics):

Service to society:

‘“...one of the disadvantages of our job is our being sent to rural areas when
we begin to do this job. When you stay three to five years in rural areas, you are
afraid of the job’’(Int. 18, 19 years TE, M).

Challenging job:
““When the students test my English, I become satisfied’” (Int.14, 7 years TE, F).

To sum up, the analysis of both quantitative and qualitative data regarding
research question one revealed that:
e Seven out of nine items reflecting intrinsic factors were rated as very

important or important items.
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e The item ‘Helping my students to learn English’ got the highest value mean
in the second section of the questionnaire as an item reflecting intrinsic
factors. Other intrinsic factor items were about the job happiness and
professional achievement or challenge or growth in the job.

e Only two items referring to intrinsic factors were rated as least important
items with mean scores below 4. The participants did not give importance to
the items ‘Providing service to society’ and ‘Having a challenging job’ as
they do the other items reflecting intrinsic factors.

4.2 Research Question 2

Based on the perceptions of the 79 English language teachers, what are the extrinsic
factors that motivate and de-motivate English language teachers in primary and
secondary state schools in Turkey?

The second research question of the study sought for the extrinsic factors that
motivate and de-motivate English language teachers in primary and secondary state
schools in Turkey. In order to address this question, the quantitative data gathered
through the second section of questionnaire which consists of 38 value items were
analysed. In this section of the questionnaire, the participants determined the items
which are very important, important and the least important for them. Among them,
the motivating and de-motivating extrinsic factor items were analysed by calculating
the mean scores of each value item referring to extrinsic factors. The quantitative
data findings were also expanded with the findings of the qualitative data collected

through the interviews.

4.2.1 EFL Teachers’ Values — Items Reflecting Extrinsic Factors

In the second section of the questionnaire 29 items referred to the extrinsic
factors related to the teaching job. Extrinsic factors included workload and working
schedule, external recognition, salary, teaching conditions, autonomy, career
prospects and training, job security, personal/physical conditions of the teachers,
motivational factors related to students, physical working conditions, relations with
colleagues, school management and policies and relations with parents. Table 4.3
below indicates the mean scores of the items reflecting extrinsic factors. Iltems which
have a mean score over 4,5 indicate that the extrinsic factors represented by these

items are very important for the EFL teachers. Items which have a mean score
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between 4.00 and 4,5 reveal that the extrinsic factors represented by these items are
important for the EFL teachers whereas items which have a mean score below 4.00
show that the extrinsic factors represented by these items are the least important for
the EFL teachers.

Table 4.3 Value Items Reflecting Extrinsic Factors

Extrinsic Items Means SD

*Items coloured in blue illustrate ‘very important’ items. *Items coloured in pink illustrate ‘important’
items. *Items coloured in grey illustrate ‘the least important” items.

As it is clear from the table above, ‘Job security’ and ‘Having a friendly

relationship with my students’ were founded to be the very important items reflecting
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extrinsic factors. At this point, it was interesting to note that although ‘job security’
was one of the very important items referring to extrinsic factors for the EFL
teachers, in the qualitative data, only one mention about job security by a male

teacher was observed:

‘“.....actually the problems related to the teachers’ personal rights seriously

spoils the motivation of the teachers, | think’’ (Int.18, 19 years TE, M).

Relationships with the students were founded to be the other very important
extrinsic factor for the EFL teachers. Qualitative data findings corresponded with the
quantitative data regarding especially relationships with the students. During the
interviews motivational factors related to students were mentioned 66 times by the
EFL teachers. 37 of these mentions were about the positive influence of the factors
related to students while 29 of them were about the negative influence (see Appendix
J for all the qualitative data statistics):

About the positive influence of the relationships with students:

““‘Observing that they like the lesson... Feeling the increase in their interest. .. It

is a wonderful feeling’” (Int.4, 20 years TE, F).

““When the students came to the class by doing what they were supposed to do,
it motivates me >’ (Int.2, 13 years TE, M).

About the negative influence of the relationships with students:

“Inside the class, again student attitudes... The students’ disruptive
behaviours, disinterest in the lesson or disrespect against the teacher... These are the

factors which definitely decrease the motivation”’ (Int.5, 8 years TE, F).

Having well-prepared course materials referring to teaching conditions was the
following very important extrinsic factor in the quantitative data. Regarding the
qualitative data findings, teaching conditions including course materials such as
books, CDs, posters, etc., technological materials, language labs were mentioned 16

times in total in the qualitative data:
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‘“Materials are important. If I rely on the book in my hand, I feel much safer in

the class’’. (Int.15, 7 years TE, F).

““We can use the technology almost never...We do not have computers, a

continuous internet connection, projectors in our classes’’. (Int.6, 27 years TE, F).

Though its being one of the very important extrinsic aspects in the quantitative
data, autonomy was not mentioned in the qualitative data as much as the factors
related to students and teaching conditions. Autonomy needs such as teaching
freedom, work independence and control of curriculum in their jobs were remarked 6

times in total by the EFL teachers:

““The curriculum is too loaded and this decreases my motivation. I believe that
the topics can not be dealt with as they should be and I can not spare enough time.

Then, | am negatively affected’’. (Int. 9, 16 years TE, F).
““We can not buy the books we want’’ (Int.6, 27 years TE, F).

The remaining five very important items reflect extrinsic factors related to
school management and policies and relations with colleagues. Supporting the
quantitative data findings, these factors were also underlined many times in the
qualitative data.

Factors related to school management were mentioned 26 times during the

interviews:

““The thing that will make happy the teacher is the appreciation of the school
management. When negative things happened, these are being told all the time to the

people, however anything positive is not told’’. (Int.17, 10 years TE, F).

““The attitudes of the administrators are also important. When you want help or
demand a tool or equipment, their concerned attitudes increase the motivation’’.
(Int.5, 8 years TE, F).

Relations with colleagues were mentioned 13 times during the interviews:

““One of the most influencing factors is working together with other English
teachers, being participative ...These affect me so much’’. (Int.1, 7 years TE, F).
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““The fundamental thing at a school is the order. The control of the school

management of the order at school ....”".(Int.13, 5 years TE, F).

When Table 4.3 is examined about the items which were rated as important, 16
items reflecting extrinsic factors were observed within this respect. These items
covered the factors related to workload and working schedule, autonomy needs of the
teachers, feedback from the students and administrators, cooperation with other
teachers, relationships with students, administrators and parents, physical working
conditions, training opportunities, working schedule, course guidelines, external
recognition and salary. The qualitative data findings also include references for these
aspects (see Appendix J for all the qualitative data statistics). Some comments of the

teachers in the interviews within this regard:

Workload and working schedule:
‘... workload is extremely heavy. Think that you have six classes and you
have only 10 minutes for having tea or water without a problem. That is, the working
atmosphere and tempo is very high...”” (Int.18, 19 years TE, M).
““The working schedules of the teachers should be very good. ....Our working

schedule’s being bad influences negatively’’. (Int.6, 27 years TE, F).

Autonomy:

‘‘As a foreign language teacher, we do not have sources, opportunities. We are
obliged not to have our students to buy books. We can not do the things we want’’.
(Int. 12, 14 years TE, M).

Feedback from the students and administrators were also important factors by
the EFL teachers and also in the qualitative data these aspects were stressed.
Feedback from students was mentioned 9 times and from administrators was

mentioned six times in the qualitative data:
““When a student comes and says that ‘‘my teacher until now | have not

understood English, but this year | began to learn or speak English well”’, it ends at

that time. You go on with motivation then’’. (Int.6, 27 years TE, F).
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“...sometimes a few sentences that our administrators say. If you catch those
sentences and you certainly catch in that situation. That is, these are motivating
things’’. (Int.3, 12 years TE, M).

Cooperation with other teachers was remarked four times in the interviews
which can be regarded as a small number when the value mean (4,32) of the item

reflecting this aspect was considered :

‘“...generally it is positive with other teachers. | share my worksheets, | tell the
activities | have done and also to the teachers of other subjects in order to share
ideas’’.(Int.4, 20 years TE, F).

Relationships with students, administrators and parents were frequently
mentioned by the EFL teachers in the interviews. Factors related to students 66
times, factors related to administrators (school management) 26 times and factors

related to parents were 12 times mentioned in the qualitative data:

““The support of our school management... They certainly support us when we
have a problem. In the process of generating solutions, they help us ... These are
motivating samples for us’’ (Int.16, 16 years TE, M).

‘A class was my class the previous year but the next year it was not my class.
The students in the class and their parents all wrote a petition which stated their wish
for having me as their teachers again and applied to the school management. This

made me really happy’” (Int. 3, 12 years TE, M).

Physical working conditions such as the number of the students in a class, the
temperature in the class and noise coming from outside the class were seen important
by the EFL teachers and in the qualitative data this factor was mentioned 12 times in
total:

“The temperature in the classroom, physical environment... We definitely
have difficulties in doing a lesson when we are cold or hot and necessarily you open
the door. Physical environment is very important’’. (Int. 6, 27 years TE, F).

Although the item ‘Having contact with professionals in the field of English
language teaching’ was seen as important with a mean 4,42, in the qualitative data

only one teacher remarked this factor by saying that:
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““Teachers may be sent for in-service training programs both in the country
and abroad. The teachers can be illuminated with new knowledge there and also
there are teachers who are coming from various parts in Turkey...”’ (Int.4, 20 years
TE, F).

‘Having effective course guidelines’ item was rated as important by most of
the EFL teachers and in the qualitative data teaching conditions, including the course

guidelines were referred 16 times in total:

“‘I do not like the course books. They can be changed, but it never happens”’
(Int.5, 8 years TE, F).

‘Having a job that is prestigious’ that refers to external recognition was
regarded as important both in the quantitative and qualitative data in which this
aspect was underlined eight times:

““The value assigned to the teachers by the Ministry gradually decreases...
This gradually decreases my motivation’’. (Int.10, 23 years TE, F).

Salary is among the important factors by the EFL teachers in the quantitative
data, however, in the qualitative data only two teachers stressed the negative effect of

salary on their motivation by saying that:

““The salary of the teachers is not really sufficient. At least the class payments
can be increased. Additional payments can be given according to the performance.”
(Int.4, 20 years TE, F).

““The teachers’ salaries should be revised again. As university graduates, we
are the officers who get the lowest salaries when compared to other officer groups’’.
(Int.6, 27 years TE, F).

When the items which were rated as least important by the EFL teachers were
examined in Table 4.3, it was observed that only four items reflecting extrinsic
factors were rated as least important by the respondents. Two of these extrinsic

factors cover the institutions’ having a good reputation and promotion prospects
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which was not surprising result as there was also no mention of these factors in the
qualitative data. ‘Having a prestigious job title’ was also found to be one of the least
important items in contrast to the item ‘Having a profession that is prestigious *which
was among the important items. Furthermore, although the participant EFL teachers
emphasized the importance of working with other teachers as a team with a 4,32
mean, ‘Having support from other teachers’ got a lower score mean of 3,90 and was
found to be one of the least important items, too. At this point, the participant
teachers may have commented team work with other teachers and support from other
teachers as different aspects. In the qualitative data, teachers especially stressed the
impact of having good relationships with colleagues, team work especially with other
English language teachers, support of the other teachers and positive feedback from

the colleagues on their motivation 11 times:

““Some of the teachers wanted to put their children into my classes, this is a
very satisfying thing’’ (Int.2, 13 years TE, M).

““When everybody thinks that 1 do my job in the right way, their trust against
me increases my motivation’’. (Int.14, 7 years TE, F).

““There is a great spirit of share in my school and this is very important. That

is, only one person may not be enough...(Int.11, 13 years TE, F).

In the analysis of the qualitative data, two factors which were not included in
the quantitative questionnaire were mentioned as other factors affecting the EFL
teachers’ motivation. One of them was ‘Personal/Physical conditions of the teachers

and the other was ‘Weather’. Teachers’ comments within this respect:
Personal/Physical conditions of the Teachers:

‘“‘Leaving home in a happy mood is a factor affecting positively. That is,
being happy... Coming to school in a happy mood... Coming to school
healthily...”’(Int.1, 7 years TE, F).

““When I think about the factors outside the class... Maybe the fluctuations in
the private life... The fall in the psychological mood...These factors influence the
lesson unavoidably’’ (Int.5, 8 years TE, F).
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““Weather conditions affect so much, for example...If the weather is nice, the
children are happy and | get happy, too. This affects so much’’ (Int.8, 10 years TE,
F).

To sum up, addressing the research question two, via the analysis of the

questionnaires and interviews, it was found out that:

e Extrinsic factors including job security, relationship with students, autonomy
in the job such as teaching freedom and work independence, teaching
conditions such as well-prepared course materials and course guidelines,
relations with colleagues, parents and administrators, school management and
policies, workload and working schedule, physical working conditions,
training opportunities, external recognition and salary were the factors which
were regarded as very important or important by the EFL teachers according
to the questionnaire results.

e Least important items included four items reflecting extrinsic factors. The
good reputation of their institution, promotion prospects, support from other
teachers and a prestigious job title referring to extrinsic factors were also least
valued factors by the teachers.

e Personal/physical conditions of the teachers and weather conditions were also
founded as among the extrinsic factors influencing the motivation of the EFL
teachers according to the qualitative data findings.

e Quantitative and qualitative data findings mostly corresponded except for the
items ‘Job security’ which was rated as the very important item reflecting an
extrinsic factor and ‘Salary’ which was rated as an important item. In the
qualitative data, only one teacher out of eighteen teachers mentioned about
job security and only two teachers mentioned about salary as extrinsic factors

influencing their motivation.
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4.3 Research Question 3

Based on the perceptions of the 79 English language teachers, what is the current
motivation level of English language teachers in primary and secondary state

schools in Turkey?

The third research question of the study aimed to find out the current
motivation level of English language teachers in primary and secondary state schools
in Turkey. In order to find out the answer of this question, in the second section of
the questionnaire, the EFL teachers were asked to state how much importance (value)
they attach to the various aspects of their job while in the third section of the
questionnaire, the EFL teachers were asked to state their agreement or disagreement
with the items which seek for the rewards that they get and do not get from their jobs
(their satisfaction or dissatisfaction with the various aspects of their jobs represented
by the items which match the ones in the second section). The current level of
motivation of the EFL teachers were analysed by examining each reward item’s
mean score and then by comparing their means with the mean scores of importance
(value) items which match the reward items as it is expected that if the teachers get
the rewards that they attach more importance, they will be happy and if they do not
get them, they will be unhappy (Kassabgy, et al., 2001). The quantitative data
findings were also supported by the qualitative data.

In addition, the third section of the questionnaire includes items which seek for
the intention of the EFL teachers for changing their jobs or careers. The analyses of
the means of these items also highlighted the current motivation level of the EFL

teachers.
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4.3.1 ‘Reward’ Items
4.3.1.1 The Overall Mean of 42 ‘Reward’ Items

When the mean scores of the 42 reward items were analysed it was observed
that the overall mean of all the rewards is 3,49 that is below 4.00 and is accepted as a
negative score which shows that most of the rewards are not received from their
present jobs by the EFL teachers. The minimum mean of the all the rewards is 2,28
while the maximum one is 4,32. Table 4.4 below indicates the overall mean and the

maximum and minimum items’ means.

Table 4.4: The Overall Mean of 42 Reward Items

Item Statistics

Mean Minimum Maximum Std. Deviation N of Iltems

Item Means 3,39 2,28 4,32 0,46 42

4.3.1.2 The Intrinsic Rewards that EFL Teachers Receive and Do Not Receive
From Their Jobs

The reward items which have a mean score over 4.00 were defined as the
rewards that EFL teachers get from their jobs. On the other hand, when the mean
score of a reward item is below 4.00, it showed that the EFL teachers do not receive
that reward from their jobs. In other words, items which have a mean score over 4.00
are the satisfying intrinsic aspects of their jobs for the participant EFL teachers
whereas items which have a mean score below 4.00 are dissatisfying intrinsic aspects
of their jobs for the participant EFL teachers. When the mean scores of all the
intrinsic reward items were examined in Table 4.5 below, it was observed that there

is only one intrinsic reward item that the EFL teachers receive from their jobs.
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Table 4.5: The Intrinsic Rewards that EFL Teachers Receive and Do not
Receive from Their Jobs

L. Reward Value
Intrinsic Items

Means Means

*Items coloured in blue illustrate the intrinsic rewards that EFL teachers receive from their jobs.

*Items coloured in grey illustrate the intrinsic rewards that EFL teachers do not receive from their
jobs.

As it is clear from the table above, the number of the intrinsic rewards that the
EFL teachers get from their jobs is only one. That is, eight out of nine items referring
to intrinsic rewards were founded to be dissatisfying for the EFL teachers. Of all the
reward items, the highest score mean belongs to the item ‘I know that I am really
helping my students to learn English’’. This reward mean suggests that according to
the EFL teachers the most satisfying aspect of their job is helping their students to
learn English which was coded as imparting knowledge under the theme of the
intrinsic factors in the analysis of the data. Moreover, when the value mean of this
item was examined, it was observed that this item got the highest value mean in
section two. Therefore, this result in terms of rewards is not surprising.

In the qualitative data, the participant EFL teachers also emphasized the
importance of imparting knowledge. Table 4.6 below shows how many times

imparting knowledge was mentioned by the EFL teachers during the interviews.
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Table 4.6: The qualitative data findings-Intrinsic factors

Intrinsic Factors Positive (f) Negative (f)
e Imparting knowledge Total: 16 Total: 4
- Students’ understanding the lesson content 8 2
- Students’ success in English and observing their development 8 2
e Service to society Total:1 Total:2
- Working at rural areas 0 1
- Teaching English to students who do not know even Turkish 0 1
- Seeing some students’ being EFL teachers 1 0
e Job Happiness and Professional Achievement or Challenge or Growth Total:5 Total:0
- Teachers’ creativity for producing activities in the class 2 0

- Trying to do one’s job well 1 0
- Being prepared for the lesson 1 0
- Students’ testing the knowledge of the teacher 1 0

As shown in the table above, students’ understanding the lesson content, their
success in English and observing their development, that is imparting knowledge was
mentioned positively 16 times by the interviewees while four times the negative
influence of this aspect was emphasized when the teachers do not observe their
students’ understanding the lesson content or the improvement of their students in

English. Examples from the teachers’ statements make this situation clear below:

““When I catch the ‘I have learnt’ looks in the eyes of the students and if I get
positive feedback when | ask questions, | say that today the lesson has passed well

and I feel good”’ (Int. 7, 16 years Teaching Experience, Female).

As a negative mention, one male teacher stated that ‘‘There are students with

whom we can not go nowhere fast’” (Int. 3, 12 years TE, M).

The mean scores of the other intrinsic reward items in Table 4.5 suggest that
the EFL teachers do not find their jobs very enjoyable, relaxing, stimulating or
challenging and their jobs do not provide them enough opportunities for professional
growth. Also, with a mean score of 3,86, providing service to society as an intrinsic
motivation factor is not among the rewards that the EFL teachers get from their jobs.
When the qualitative data findings in Table 4.6 were examined, unlike ‘I know that I

am really helping my students to learn English’ which refers to imparting knowledge,
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the other intrinsic factor items referring to service to society and job happiness and
professional achievement or challenge or growth were not mentioned very
frequently. Service to society was mentioned two times in total and job happiness
and professional achievement or challenge or growth was mentioned five times in

total during the interviews.

4.3.1.3 The Extrinsic Rewards that EFL Teachers Receive and Do Not Receive
From Their Jobs

As in the intrinsic reward items, when the items referring to extrinsic aspects
of the teaching job have a mean score over 4.00 , they were defined as the rewards
that EFL teachers get from their jobs. On the other hand, when the mean score of a
reward item is below 4.00, it showed that the EFL teachers do not receive that reward
from their jobs. In other words, in this group, items which have a mean score over
4.00 are the satisfying extrinsic aspects of their jobs for the participant EFL teachers
while items which have a mean score below 4.00 are the dissatisfying extrinsic
aspects of their jobs for the participant EFL teachers. When the mean scores of all
the extrinsic reward items were examined in table 4.7 below, it was observed that

there are only three extrinsic rewards that EFL teachers receive from their jobs.
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Table 4.7: The Extrinsic Rewards that EFL Teachers Receive and Do not
Receive from Their Jobs

L Reward Value
Extrinsic Items

Means  mean

*These items do not exist in the second section of the questionnaire, so they do not have any value
means.

*Items coloured in blue illustrate the rewards that EFL teachers receive from their jobs.

*Items coloured in grey illustrate the rewards that EFL teachers do not receive from their jobs.

64



As it is clear from the Table above, there exist only three items referring to
extrinsic rewards that EFL teachers get from their jobs. The items ‘I have a friendly
relationship with my students’, ‘I am proud of my job’ and ‘I have good relationships
with colleagues’ had mean scores over 4.00 and these aspects of their jobs were
found to be the satisfying aspects for the participant EFL teachers. In other words,
the participant EFL teachers seemed to be happy about their relations with their
students and colleagues and also they seemed to be proud of their jobs. When the
value means of the items were considered, the aspects which were highly valued by
the EFL teachers with an over 4,5 (very important=5) value mean were also observed
to be among the rewards that they get from their current jobs.

Of all the reward items in Section three, the second highest reward mean (see
Table 4.2 and 4.4) belongs to the item ‘‘I have a friendly relationship with my
students’’. Unlike the quantitative data, qualitative data analysis indicated that
motivational factors related to students were mentioned much more than the other
factors with its being mentioned 66 times by the EFL teachers. Table 4.8 below
includes the qualitative data findings within this respect.

Table 4.8: The qualitative data findings-Extrinsic factors

Extrinsic factors Positive (f) Negative (f)
e Relations with colleagues Total: 12 Total: 1
- Team work with other English teachers 3 1
- Having good relationships with colleagues 4 1
- Support of the colleagues 2 0
- Colleagues’ feedback 2 1
e Motivational factors related to students Total: 37 Total: 29
- Students’ motivation to learn 4 3
- Interaction with students 3 0
- Students’ personal problems-family issues 0 1
- Students’ prejudices against the lesson 0 3
- Students’ interest and joy in the class 14 9
- Students’ being prepared for the lesson 4
- Students’ feedback 0
- Students’ behaviours and attitudes 9

As a significant factor, teachers pointed out the positive impact of the relations

with students 37 times whereas they 29 times pointed out the negative effect of the
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students’ various attitudes on their motivation as shown in Table 4.8 above. Some
statements of the participant teachers picture the influence of this factor much well

below:

““The fact that the number of the students who are willing to learn is high in a
class affects our motivation positively. When the students are ready to learn, we

carry out the lesson with more pleasure’’ (Int. 16, 16 years TE, M).

Another teacher stressed the importance of students’ attitudes on her
motivation by saying that ‘‘especially when students show respect to us, we
understand the significance of the job we do much well and we show more effort to

be more successful’’ (Int.6, 27 years TE, F).
Other teachers:

““Some students are problematic in terms of discipline. When these students
are not disciplined, they disturb me during the lesson and some problems occur’’
(Int.18, 19 years TE, M).

““When my students do not bring their course materials and are not interested

in the lesson, my motivation decreases’’ (Int.10, 23 years TE, F).

Regarding the relationships with colleagues which was also founded to be a
satisfying aspect for the EFL teachers, the support of the colleagues, the
collaboration between the colleagues, the positive feedback from the colleagues and
having good relationships with the colleagues were emphasized 12 times in the

interviews as indicated in Table 4.5 above. Comments by some of the teachers:

““One of the classes which | taught in the previous year is being taught by
another teacher this year. When that teacher came and told me that ‘“your class is

very good”’, I became really happy’’ (Int. 6, 27 years TE, F).

This example illustrates that the EFL teachers also give importance to the

positive feedback that they get from their colleagues.

Another teacher stresses the impact of happy relationships at school on her

motivation:
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“If I have happy friendships at school, it affects me so much. That is, if we are
happy with our colleagues at school, we definitely come to school willingly and this
is a very significant factor and loving the school depends on our colleagues rather
than the students’’ (Int.8, 10 years TE, F).

The same teacher also emphasized the negative impact of this aspect by saying
that:

“‘I have experienced very rarely but when you enter the teachers’ room and see

a nervous atmosphere, it affects you a little’” (Int.8, 10 years TE, F).
Other teachers:

““When I collaborate with my colleagues and if I observe that, they contribute
to me, that is when we do something together, if everybody does what they are
supposed to do in a good way, | become happy. However, if | think that | am being

used, I do not want to do anything’’ (Int.15, 7 years TE, F).

““Teachers say positive things to each other very rarely. When they observe
their colleagues have done something good, instead of supporting him/her, they say

other things and this makes one feel sorry’’ (Int.14, 7 years TE, F).

Considering the extrinsic rewards which the EFL teachers do not get from their
jobs, the number of these rewards is really high when compared to the extrinsic
rewards that the EFL teachers get from their jobs (see table 4.7). Having a score
mean of below 4.00, 33 extrinsic reward items referring to various aspects of the
teaching job were founded to be not satisfying for the EFL teachers.

As it is indicated in Table 4.7, the remaining extrinsic rewards are related to
the factors including relations to the students, parents and colleagues, teaching
conditions, physical working conditions, autonomy, workload and working schedule,
external recognition, job security, career prospects, training, salary and school
management and policies. According to the mean scores of the items of these
aspects, the EFL teachers are not satisfied with these aspects of their jobs. In other
words, the EFL teachers do not get these rewards from their jobs. When the
importance (value) means of the items were examined, it was observed that 22 out of

33 extrinsic reward items have value means over 4.00 which suggest that these
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aspects were also attached a lot importance by the EFL teachers. However, the EFL
teachers do not get these rewards from their jobs. For example, the item which has
the lowest reward mean is ‘I have a satisfactory salary’’ although it was valued
(given importance) a lot by the EFL teachers with a 4,20 score mean.

Some of the comments by the participant teachers during the interviews also
support the above findings of the quantitative data below (see Appendix J for all the

qualitative data statistics.

Teaching conditions including the course materials such as books, cds, etc.
were mentioned 16 times in total in the qualitative data. Only four of these mentions
were positive which suggest that teaching conditions were not satisfying enough for
the EFL teachers:

““There should be materials. When they are deficient, it is a problem, because

visual materials influence the students so much’’ (Int.2, 13 years TE, M).

“If there is a material insufficiency and if my physical conditions are not
adequate, especially having a specific language classroom, I feel a bit insufficient’’

(Int.15, 7 years TE, F).

The prestige of being an EFL teacher was found to be not among the rewards
that EFL get from their jobs and some of the qualitative data support this result. The
EFL teachers mentioned about external recognition six times negatively and only two

times positively during the interviews.

““If the prestige of teaching job was increased some more in the public by the

Ministry, this would be good for all of us, not just for me’’ (Int.3, 12 years TE, M).

Salary which was found to be the least satisfactory aspect in the quantitative

data, surprisingly was mentioned only two times in the qualitative data:

““Our job is actually very hard. It is not satisfactory in that income’’ (Int.4, 20

years TE, F).

Quantitative data findings indicated that EFL teachers seemed to be
dissatisfied with their school management and its policies. Qualitative data findings
do not totally support this finding because during the interviews EFL teachers
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mentioned about the school management and its policies 15 times positively and 11

times negatively:

“‘For example, if an administrator comes into the classroom without knocking
the door, s/he shakes out my nerves. Whoever it is, the primary thing is respect

towards the teacher’’ (Int.6, 27 years TE, F).

““‘Sometimes the administrator’s being not fair. Some more fairness...”’

(Int.13, 5 years TE, F).

“If I have done something such as a project, whether it is a small or big and if
nobody notices it, it decreases my motivation. If | have not been appreciated, | do not

want to do such studies again’’ (Int.15, 7 years TE, F).

Relations with parents were not rated as the rewards that EFL teachers receive
from their jobs in the quantitative data, however, in the qualitative data EFL teachers
mentioned about the relations with parents 10 times positively and only two times

negatively:

““‘Almost every day some parents come and I receive very nice feedback from
them. They say very nice things. This definitely motivates me positively’” (Int.2, 12
years TE, M).

““‘Parents are too into the job. Some of them demand privileges for their

children’” (Int.8, 10 years TE, F).

The quantitative data results on autonomy which suggest that the participant
EFL teachers do not find their jobs satisfying in terms of their meeting their
autonomy needs are not surprising when the five negative mentions and only one

positive mention during the interviews are concerned:

““The curriculum is too loaded and this decreases my motivation. I believe that
the topics can not be dealt with as they should be and I can not spare enough time.
Then, I am negatively affected’’ (Int. 9, 16 years TE, F).
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‘As a foreign language teacher, we do not have sources, opportunities. We are
obliged not to have our students to buy books. We can not do the things we want”’
(Int.12, 14 years TE, M).

Physical working conditions involving the number of the students in a class,
noise coming from outside the classroom, temperature in the classroom, etc. were
found to be among the rewards that EFL teachers do not receive from their jobs. In
the qualitative data, nine negative mentions support this finding:

“Very simple physical conditions... To illustrate, some of the classrooms look
across the garden that the physical education class is carried out. If we do not open
the windows, we get hot, but if we open the windows, all the noise from outside

comes into the classroom’’ (Int.10, 23 years TE, F).

““Working at a class which has 15-20 students or working at a class which has

33-35 students. These are the factors that influence the motivation of the teachers’’

(Int.18, 19 years TE, M).

Although the opportunities for training were not found among the rewards that
EFL teachers get from their jobs, only one mention about training during the

interviews was observed:

““Teachers may be sent for in-service training programs both in the country
and abroad. The teachers can be illuminated with new knowledge there and also
there are teachers who are coming from various parts in Turkey...”” (Int.4, 20 years
TE, F).

Career prospects as one of the least valued items, were not mentioned as a
factor increasing motivation or causing de-motivation during the interviews.
However, according to the quantitative data findings, it was also found to be one of
the rewards that the EFL teachers do not get from their present jobs.

Working schedules were mentioned four times negatively during the
interviews:

““The working schedules of the teachers should be very good. ....Our working

schedule’s being bad influences us negatively’’ (Int.6, 27 years TE, F).
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The above findings indicated that eight out of nine items referring to various
intrinsic aspects of their jobs and 22 out of 33 items referring to various extrinsic
aspects of their jobs were found to be dissatisfying by the EFL teachers although
they attach a lot importance to most of those aspects related to their jobs. According
to these results, it might be assumed that the current motivation level of the Turkish
EFL teachers in primary and secondary state schools is low. In other words, the EFL
teachers do not get what they actually want from their jobs. At this point, an analysis
of the discrepancies between the EFL teachers’ evaluation items and their perceived

rewards will provide more insights to the findings.

4.3.2 Disparity Between Values and Rewards

In order to gain more insights about the current motivation level of the EFL
teachers, discrepancy analyses of items in the second and third sections of the
questionnaire were done. The overall means of reward items which was 3,40 and
importance (value) items which was 4,36 suggest that the participant EFL teachers
gave higher ratings to the importance of most aspects of their job rather than rewards.
Based upon these results, the discrepancies between the importance and reward items
were measured. This measurement was done by subtracting the importance means in
section three from the reward means in section two and then the division of the
obtained results by the reward means. Lastly, the percentages of these results were
measured.

To begin with, the discrepancies between the most valued items and their
rewards were looked for. Figure 4.1 below, indicates the discrepancies in percentages

for the very important items.
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Figure 4.1: The discrepancy percentages of values and rewards of the very
Important items

As shown in Figure 4.1, all the items in this group had an over -0,10
discrepancy percentage. The highest discrepancy belongs to the item ‘Job security’
with a % - 0,38 percentage. As an extrinsic item, this was the second very important
item in section 2, however in rewards section it had a 2,91 mean. As a result of this,
job security had the highest discrepancy in this group which means that the EFL
teachers were highly dissatisfied with their job security although qualitative data
findings did not support this finding. Following this item, ‘the extrinsic items
‘Having the freedom to do what is necessary in my teaching to do a good job’ and
‘Having well prepared course materials’ had % -0,36 discrepancies. Another item
reflecting an intrinsic factor ‘Having a job in which I can perform to the best of my
ability’ had also a very high discrepancy with a % -0,30 percentage. The remaining
items which had a discrepancy percentage over %-0,20 were all refer to extrinsic
factors related to school management and policies. ‘Having a job that is enjoyable
and stimulating’ as an intrinsic factor had a % -0,15 discrepancy percentage while
‘Having a friendly relationship with my students’ had % -0,13 and ‘Having good
relationships with colleagues’ had a % -0,12 discrepancy percentages. ‘Helping my
students to learn English’ had the lowest discrepancy percentage of all the items in
this group with a % -0,11discrepancy percentage as an intrinsic factor.

The high discrepancy percentages in this group (see Figure 4.1) suggest that
although the items in this group were rated as very important by the EFL teachers,
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they are not satisfied with these aspects represented by the items in this group
regarding their jobs. As the discrepancy percentages decrease, the satisfaction level
from those aspects increases.

The discrepancies of the important items were illustrated in the Figure 4.2

below.
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Figure 4.2: The discrepancy percentages of values and rewards of the important
items

Of all the items in the questionnaire and in this group, ‘Earning a good salary’
as an extrinsic item had the highest discrepancy with a % -0,46 percentage which
was in line with its having the lowest reward mean in section 3 and which means that
salary is the most unsatisfactory aspect for the EFL teachers. The next highest
discrepancy belonged to the extrinsic item ‘Having contact with the professionals in
the field of English language teaching’ with a% -0,37 percentage. ‘Having a job in
which I can learn and develop my abilities to my full potential’ as an intrinsic item
had a % -0,34 discrepancy percentage which was among the highest discrepancies. It
is followed with a % -0,33 discrepancy percentage by the item ‘Having an adequate
and comfortable physical working environment’. Among the remaining items, items
which reflect the extrinsic factors such as teaching conditions, relations to students,
administrators and colleagues, school management and policies, workload and
working schedule and an intrinsic factor referring to job happiness had discrepancies

between % 0,18 and % -0,28 which were also quite high discrepancies. When
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compared to other extrinsic factor items, ‘Having a good relationships with my
administrators’ and ‘Teaching English is a prestigious job’ had both lower
discrepancy percentages of % -0,11 and ‘Having a good relationship with my
students’ parents’ had the lowest discrepancy with a % 0,08 discrepancy percentage
showing that these three aspects are not as unsatisfactory as others.

Although this group included the important items for the EFL teachers, some
items had high discrepancies. As in the very important items, the EFL teachers
attached quite a lot importance to some factors in their jobs, however they do not get
them as rewards in their current jobs. As the discrepancy percentage of the items
increases, the satisfaction level from the represented aspect of the job decreases.

Regarding the least important items, their discrepancies were shown in Figure
4.3 below.

Discrepancy Percentages of VValues and Rewards of the
Least Important Items
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Figure 4.3: The discrepancy percentages of values and rewards of the least
important items

This group included five items and ‘Being promoted to a senior supervisory
job at some point in my career’ as an extrinsic factor which refers to the career
prospects of the EFL teachers, with a % -0,29 percentage had the highest discrepancy
as it was one of the least important items. Following it, another extrinsic factor item
‘Working for an institution with a good reputation’ had a%-0,17 discrepancy
percentage. An intrinsic factor item ‘Having a challenging job’ had a % -0,10

discrepancy percentage. Another item reflecting an extrinsic factor ‘Having support
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from other teachers’ had a % -0,05 discrepancy percentage. The lowest discrepancy
with a % -0,01 belonged to the intrinsic factor item ‘Providing service to society’
which was also rated as the least important item by the EFL teachers.

The items in this group were the ones which were the least important for the
EFL teachers. The high discrepancy results suggest that the least important aspects of
their jobs were also not satisfying for the EFL teachers. On the other hand, support
from other teachers and service to society were not regarded as important aspects by
the EFL teachers and they also do not regard them as the rewards they get from their
jobs. As a result, the discrepancy percentages of these two items were low.

The discrepancies of the items representing only intrinsic factors were

illustrated in Figure 4.4 below.
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Figure 4.4: The discrepancy percentages of values and rewards of the intrinsic
items

As indicated in Figure 4.4, all the items reflecting intrinsic factors had over %
-0,10 discrepancy percentage. The highest discrepancy belonged to the factor related
to professional achievement and growth whereas the lowest discrepancy belonged to
the factor referring to service to society. These discrepancies suggest that some of the
intrinsic aspects of their job, were not satisfying for the EFL teachers.

In short, 6 out of 9 intrinsic factor items and 24 out of 26 extrinsic factor items
had over % -0,10 discrepancy percentages. Items reflecting the extrinsic factors such

as salary, job security, physical working conditions, career prospects and training,
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autonomy, school management and policies, teaching conditions, workload and
working schedule and intrinsic factors such as job happiness and professional
achievement or challenge or growth had the highest discrepancies. That is to say, the
EFL teachers were not satisfied with most of the intrinsic and extrinsic factors related
to their jobs which lead to the assumption that the current motivation level of the
participant EFL teachers is low.

4.3.3 Career or Job Changing

In order to complement the preceding findings about the current motivation
level of the EFL teachers, through the additional questions in third section of the
questionnaire and in the interviews the participant EFL teachers were asked about
their intentions to change their current careers and jobs.

Career Change Intentions of the Participants

Bl strongly Dizagiee
Dizagree

[ ] Undecided

Bl Azxee
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Figure 4.5: The percentages of the EFL teachers on their intention in changing
their career

Figure 4.5 above indicates the intentions of the 79 EFL teachers in changing
their career if they have the opportunity to do so. % 18,99 (n=15) of the EFL teachers
chose the ‘strongly disagree’ option while % 29,11 (n=23) chose ‘disagree’ option
for this question. That is to say, almost half of the participants, namely, %48,1
(n=38) want to pursue their current careers. On the other hand, % 16,46 (n=13) of the
participants agreed and % 11,39 (n=9) participants strongly agreed with the idea of
changing their career. In total, % 27,85(n=22) participants did not want to pursue
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their career. This is not a percentage that can be underestimated. Furthermore, % 24,
05 (n=19) participants chose the option ‘undecided’ which may imply that they are
not really happy in their current career and in the future they may want to change
their career.

The other question within this respect sought for the intentions of the EFL
teachers in changing their present jobs if they have the opportunity to do so. Figure

4.6 below shows similar results to the career change intentions.

Intention of Paticipants in Changing Their Current Jobs
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Figure 4.6: The percentages of the EFL teachers on their intention in changing
their jobs

As it is clear from the Figure above, when asked about their intentions in
changing their present jobs, % 22,78 (n=18) of the EFL teachers chose ‘strongly
disagree’ option and % 24,05 (n=19) of the participants chose the option ‘disagree’.
In total, % 46,83 (n=37)of the EFL teachers, that is almost half the teachers, did not
have any intentions for changing their current jobs. Conversely, % 13, 92 (n=11) of
the participants agreed while % 12,66 (n=10) of the participants strongly agreed with
the idea of changing their current jobs. In total % 26,58 (n=21) of the EFL teachers
did not want to do this job if they have a chance to change it. As in the career change
intentions, this percentage can not be underrated. Moreover, % 26,58 (n=21) of the
EFL teachers were undecided about changing their jobs which is not again a little
percentage.
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The results of both career and job change intentions of the EFL teachers show
parallelism. For each item, almost half of the teachers stated they did not have any
intention to change their career or job. However, % 27,85 of teachers did not want to
pursue their career while % 26,58 of the teachers did not want to do this job when
they had an opportunity for this. The percentage of undecided teachers is quite high
for both career and job change intentions with a percentage over % 20.

The participants were also asked whether they had had any intentions to
change their careers/jobs in their professional life in the interviews and when the
qualitative data findings were examined, half of the teachers (nine out of 18 teachers)
stated that they were strongly committed to their jobs and they had had no intentions
for changing their careers or jobs. Some comments of the teachers within this
respect:

“‘I have never wanted. [ have got great pleasure’” (Int.9, 16 years TE, F).
“‘I have never wanted. I am happy in this way’’ (Int.16, 16 years TE, M).

On the other hand, the other half, namely nine teachers stated that they had had

some intentions for changing their careers or jobs. Some comments:

“If I had a chance today, | would not look back and leave. However, teaching
is a nice profession. | try to do my best in this job, but it is not the job which I want
at heart’” (Int.12, 14 years TE, M).

““I have had a desire for a few years since the students’ attitudes towards the
teachers have changed a lot. ....I wish teachers were dignified more’’ (Int.8, 10 years
TE, F).

These results related to career or job change intentions of the EFL teachers do
not provide a clear picture about the current motivation level of the EFL teachers.
Although half of the participant EFL teacher did not have any intentions for career or
job change, the other half stated they have some intentions or they are undecided
about career or job change which suggests that the current level of motivation of the
participant EFL teachers is not high.

In summary, the analysis referring to research question three indicated that:
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e As an intrinsic factor, imparting knowledge and as extrinsic factors, good
relationships with students and colleagues were found to be the most
satisfying aspects of the EFL teachers’ job.

e Intrinsic factors related to job happiness and professional achievement or
challenge or growth and service to society were found to be not satisfying
aspects of the EFL teachers’ job.

e Extrinsic factors related to students, parents, colleagues and administrators,
external recognition, physical working conditions, school management and
policies, autonomy, workload and working schedule, teaching conditions, job
security, career prospects, training and salary were found to be the rewards
that EFL teachers do not get from their jobs which suggest that the current
motivation level of the EFL teachers is low.

e 6 out of 9 intrinsic factor items and 24 out of 26 extrinsic factor items had
over % -0,10 discrepancy percentages which suggest that although they give
a lot importance to most of the intrinsic and extrinsic aspects related to their
jobs, the EFL teachers are not happy with most of these aspects in their
present jobs.

e Almost half of the EFL teachers did not have any intentions for changing
their careers or jobs. However, over % 20 of the teachers had intentions for
career or job change and the rest were undecided about career or job change
according to the quantitative data results which suggest that the motivation

level of the EFL teachers is not high.

4.4 Summary
In this chapter the findings of both quantitative and qualitative data were
analysed in order to address the three research questions. Drawing on these analyses
the following results were reached:
e Research question one
- Intrinsic factors which were rated as very important or important were
related to imparting knowledge and job happiness and professional
achievement or challenge or growth.

e Research question two
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Factors including job security, relationship with students, autonomy in the
job such as teaching freedom and work independence, teaching conditions
such as well-prepared course materials and course guidelines, relations
with colleagues, parents and administrators, school management and
policies, workload and working schedule, physical working conditions,
training opportunities, external recognition and salary were regarded as
the very important or important extrinsic factors by the EFL teachers
according to the questionnaire results.

Personal/physical conditions of the teachers and weather conditions were
also found as among the extrinsic factors influencing the motivation of

the EFL teachers according to the qualitative data findings.

Research question three

Imparting knowledge as an intrinsic factor and good relationships with
students and colleagues were found to be the most satisfying aspects of
the EFL teachers’ job.

Extrinsic factors related to students, parents, colleagues and
administrators, external recognition, physical working conditions, school
management and policies, autonomy, workload and working schedule,
teaching conditions, job security, career prospects, training and salary
were found to be the rewards that EFL teachers do not get from their jobs.
6 out of 9 intrinsic factor items and 24 out of 26 extrinsic factor items had
over % -0,10 discrepancy percentages which suggest that although they
give a lot importance to most of the intrinsic and extrinsic aspects related
to their jobs, the EFL teachers are not happy with most of these aspects in
their present jobs and their current motivation level is low.

Almost half of the EFL teachers did not have any intentions for changing
their careers or jobs. However, over % 20 of the teachers had intentions
for career or job change and the rest were undecided about career or job

change according to the quantitative data results.
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CHAPTER 5

DISCUSSION

5.0 Presentation

This chapter discusses the main findings of the study and it also attempts to
interpret the findings in the light of the reviewed literature. First of all, related to
research question one, the intrinsic factors that motivate and de-motivate the EFL
teachers in the primary and secondary state schools in Turkey are dealt with.
Secondly, focusing on research question two, the extrinsic factors that motivate and
de-motivate the EFL teachers in the primary and secondary state schools in Turkey
are discussed and lastly regarding research question three, the current motivation

level of the EFL teachers is discussed.
5.1 The Intrinsic Factors That Motivate and De-motivate the EFL Teachers

Intrinsic factors which were defined as imparting knowledge, service to society
and job happiness and professional achievement or challenge or growth were given
importance by the EFL teachers a lot and seven out of nine items reflecting intrinsic
factors in the second section of the questionnaire were among the very important and
important items (see Table 4.2). The item which got the highest value mean in the
questionnaire was the item ‘Helping my students to learn English’. As an intrinsic
aspect of the teaching job, % 86,1 of the participant teachers rated this item as a very
important aspect in their jobs. This finding seems to lend support to the suggestion of
Dornyei and Ushioda (2011) who stated that the inherent desire to educate people
and transferring knowledge and values are the prominent aspects of the teaching job.
The results of some empirical studies also support this view. In their studies Roussos
(2001) and Yau (2010) found out that the most salient factors for the teachers to
pursue their careers in teaching are the teachers’ enjoyment being with young people
and the desire to see their contributions in the development of their students.

The other items reflecting the intrinsic aspects of the job and regarded as very

important factors were ‘Having a job in which I can perform to the best of my
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ability’ and ‘Having a job that is enjoyable and stimulating’. These two items refer to
job happiness and professional achievement or growth or challenge in the job and
related to the employment itself. These items were followed by the items ‘Having a
job in which I can learn and develop my abilities to my full potential’, ‘Having a job
in which | am relaxed and have peace of mind’, ‘Having a job that is fun’ and ‘Being
recognized for my teaching accomplishments’. These four aspects were rated as
important factors by the EFL teachers and they refer to job happiness and
professional achievement or growth or challenge in the job. As these results suggest,
the EFL teachers in the present study by attaching a lot importance to the seven items
reflecting intrinsic aspects of their job, indicated the significant influence of the
intrinsic aspects on the motivation of the teachers. This notion is in line with some of
the findings of Seebaluck and Seegum (2011) who in their study revealed that
teachers are motivated by communicating with pupils and transferring knowledge,
the opportunities they have for enhancing their professional skills, the responsibilities
related to teaching job, and fulfilling their goals.

On the other hand, two items which represent the intrinsic aspects were not
among the very important or important items. ‘Having a challenging job’ and
‘Providing service to society’ were among the least important items. What is
interesting to note is that the EFL teachers did not attach importance to service to
society which got the lowest score mean although they gave importance to imparting
knowledge. At this point, the participant teachers appear to like the activity of
teaching and transferring knowledge to their students inherently, however they do
not regard this procedure as a part of serving to society. This result supports the
findings of Yau (2010) who in his study came to the conclusion that service to
society when compared to the other intrinsic aspects including helping students to
learn English, was not as significant as the other intrinsic factors for the EFL
teachers. Contrary to this, Dornyei and Ushioda (2011) underlined the notion that
‘advancing a community or a whole nation’ is also a salient aspect of the teaching
job.

The participant teachers in the present study pictured the significance of the
intrinsic factors on their motivation by rating most of them as very important or
important factors. Their initial motivation to teach appears to stem from the love of

their job when they observe that they contribute to their students’ personal and
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academic growth. In parallelism with their students the results indicated that teachers
are also motivated through their own professional achievements and growth in their
jobs. On the other hand, despite the fact that people tend to associate the teaching job
with the service to society, the participant teachers do not seem to care so much
about this aspect of their job. The underlying reasons for such an attitude might be
the outside factors affecting the teaching job which are called as the extrinsic factors.
With this backdrop, in the next section the findings related to these factors will be

discussed.

5.2 The Extrinsic Factors That Motivate and De-motivate the EFL Teachers

The findings of the present study revealed that extrinsic factors such as job
security, relationship with students, autonomy in the job such as teaching freedom
and work independence, teaching conditions such as materials related to the course,
relations with colleagues, parents and administrators, school management and
policies, workload and working schedule, physical working conditions, training
opportunities, external recognition and salary have a significant impact on the
motivation of the EFL teachers (see Table 4.3).

Regarding the extrinsic factors, the EFL teachers seem to attach much
importance to the job security, relationships with students, autonomy in the job,
teaching conditions, relations with colleagues and school management and policies
which were all rated as the very important factors related to their jobs (see Table
4.3). Job security was rated as the first very important extrinsic factor by the
participant teachers who all work for the state sector and are accepted as among the
employee group whose job is under the guarantee of the government. The
government is also supposed to provide all the necessary conditions for the
employees’ job security and it is obvious that the participant teachers care about this
aspect of their job a lot.

Relationships with students was found to be the next very important factor
both in the quantitative and qualitative data which was an expected result of the
study because students are in the centre of everything related to education and
teachers have direct contacts with the students in a great deal of time (see Appendix I
for all the qualitative data statistics). As a result, having good relationships with the
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students can be accepted to provide positive educational outcomes both in terms of
the students and the teachers whose motivation may also be increased through those
positive relations. On the other hand, when the positive environment is not enabled in
the classroom, teachers are directly affected from that situation which may result in
the de-motivation of them. The findings of Kiziltepe’s study confirms the powerful
effect of students on teachers motivation by providing findings which suggest that
students are the major sources of university teachers motivation and de-motivation
(2008).

Autonomy in the job such as teaching freedom and work independence was
also perceived to be very important by the EFL teachers. Although teachers appear to
be the primary power in the classroom, they may not feel this power most of the time
in their job as they are restricted by certain regulations and rules in their work places
and the qualitative data findings revealed that their views are not effectively taken
into consideration by the administrators or the authorities. This result seem to be in
line with Scott, Stone and Dinham’s findings which suggest that the lack of
professional autonomy erode some core satisfiers of teachers (2001).

The participant EFL teachers again attached a lot importance to the teaching
conditions including the materials related to course in their jobs. The item ‘Having
well prepared course materials’ was found to be the fourth very important item in the
quantitative findings and the significance of this aspect was also emphasized in the
qualitative data. As mentioned in the methodology part, the effects of the teaching
conditions were investigated through the addition of two new items to the
questionnaire regarding the conditions in Turkey context. Both qualitative and
quantitative data findings legitimized the addition of these items which refer to the
factors related to teaching conditions through the high importance means given to
those items.

Relationships with colleagues were also regarded as very important by the EFL
teachers. Besides the students, teachers are always, whether they want or not, in
contact with their colleagues and administrators both socially and professionally.
Therefore, building positive relationships with them probably creates a positive
atmosphere at school which naturally affects the teachers themselves and their

attitudes in their work places.

84



A further factor which was among the very important ones was related to
school management and policies. The participant teachers appear to give great
importance to having a fair administration, having clear rules and procedures at
school and having administrators who are responsive to suggestions and complaints
and being evaluated positively by their administrators. These results also support the
findings of Griffin (2010) and Webb (2007), who both concluded in their studies that
there is a positive correlation between the leadership approaches of the school
principals and teachers’ job satisfaction and work motivation.

Having good relationships with parents was another important extrinsic aspect
by the EFL teachers according to the both quantitative and qualitative data findings.
Especially the qualitative data provided some deeper understanding of the effect of
this factor on the motivation of the EFL teachers. The attitudes of the parents towards
the teachers and the parents’ positive feedback about the performance of the teachers
were emphasized twelve times in the qualitative data.

Workload and working schedule, physical working conditions, training
opportunities, external recognition and salary were found to be the other extrinsic
factors regarded as important by the EFL teachers. In this respect, the studies of
Awajan (2010) and Kassabgy et al. (2001) both suggest that these extrinsic factors
are influential on the motivation of the EFL teachers. In Turkey context, some of
these extrinsic factors were also listed in the studies of Karakése and Kocabas
(2006), Kiziltepe (2006) and Kocabas (2009).

Based on just the qualitative data results, two factors which have not been
observed in the reviewed literature either on teacher motivation or EFL teacher
motivation were found out as among the extrinsic factors. These are
Personal/Physical conditions of the teachers and weather conditions. When the social
aspect of the teaching job is considered, it was not so surprising to come across these
factors in the present study.

Four extrinsic factors namely, the good reputation of the institution, promotion
(career) prospects, support from other teachers and having a prestigious job title were
rated as the least important items reflecting extrinsic factors by the EFL teachers.
Among these factors, teachers’ not giving importance to the support from other
teachers was a surprising result for the current study as the participant teachers gave

a lot importance to the team work with other teachers. The underlying reason for this
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result might be the different perceptions of these two items by the EFL teachers. This
result is contrary to the findings of Erkaya (2012) who underlined the positive
influence of having supportive colleagues in the work place on the motivation of
Turkish EFL teachers in her study.

5.3 Current Level of Motivation

After the discussion of the key factors regarded as important by the EFL
teachers on their motivation, the findings related to the current motivation level of
the EFL teachers were to be discussed. The current motivation level of the EFL
teachers was investigated by examining their satisfaction or dissatisfaction with
various aspects related to their jobs (rewards that they receive or do not receive from
their jobs) and by examining their intentions for career and job change. According to
the results of the analysis, imparting knowledge as an intrinsic factor and as extrinsic
factors, good relationships with students and colleagues were found to be the most
satisfying aspects of the EFL teachers’ job. Extrinsic factors including some factors
related to students and colleagues, relations to parents and administrators, external
recognition, physical working conditions, school management and policies,
autonomy, workload and working schedule, teaching conditions, job security, career
prospects, training and salary were found to be the rewards that EFL teachers do not
get from their jobs. Most of the intrinsic factors and extrinsic factors had over % -
0,10 discrepancy percentages which suggest that although the EFL teachers attach a
lot importance to most of the intrinsic and extrinsic aspects of their jobs, they are not
satisfied with most of these aspects in their current jobs. Over % 20 of the EFL
teachers had intentions for career or job change if they have an opportunity to do so.

As in the first research question findings, the findings related to the second
research question were also discussed under the headings of intrinsic and extrinsic
factors below.

Intrinsic factors
When the rewards that the EFL teachers receive from their jobs were
examined, only one reward item which represents an intrinsic aspect of their jobs

was observed to be satisfying for the EFL teachers. ‘I know that I am really helping
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my students to learn English’ as an intrinsic reward item also got the highest reward
mean of all the items (see Table 4.8). In other words, the participant teachers while
carrying out their jobs were found to be mostly satisfied with the idea that they
impart their knowledge through which they make certain contributions to their
students’ academic and personal growth. This reward result is also compatible with
the importance result attached to this aspect in the ‘values’ section (See table 4.2).
The most important aspect of the job was also found to be the most salient reward for
the EFL teachers. This aspect of teaching job was also found to be the most
satisfying aspect in the studies of Kitchen, Morgan and O’Leary (2009) and Lam and
Yan (2011). Without this desire of the teachers to impart knowledge and the joy
while observing the positives changes in their students’ academic and personal
growth, it seemed not possible to have good educational outcomes even if all the
other conditions were enabled for the teachers and for the students.

Another intrinsic factor refers to job happiness and professional achievement
or challenge or growth was found to be not satisfying for the EFL teachers regarding
their present jobs. To be more precise, teachers do not regard their job enjoyable,
peaceful and stimulating enough. Furthermore, they seem to not to have enough
opportunities for professional development and to use their full potentials in their
jobs. This finding also confirmed Roussos’ findings (2003), in her study who
concluded that one of the dissatisfying factors was the lack of personal growth and
intellectual stimulation for the Greek EFL teachers.

Service to society also as an intrinsic factor was not found as a satisfying
aspect of the job. However, since the EFL teachers did not give importance to this
factor, that is it was one of the least valued factors, they also seemed not to regard
this aspect as a reward in their jobs.

When all the items reflecting intrinsic factors were considered, the existence of
only one item reflecting an intrinsic aspect among the aspects which satisfy the EFL
teachers in their jobs is controversial to the findings of some studies. In Greek
context Tziava (2003) and Roussos (2003), in New Zeland context Yau (2010) and in
Turkey context Topkaya and Uztosun (2012) and Erkaya (2013) found out that the
EFL teachers are generally more motivated through intrinsic factors rather than
extrinsic factors. However, the present study could not prove the superiority of

neither intrinsic nor extrinsic factors on the motivation of Turkish EFL teachers.
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Extrinsic factors

Among all the extrinsic factors, only good relationships with students and
colleagues were found to be the rewards that the EFL teachers get from their jobs.
That is to say, the participant EFL teachers appear to be happy regarding their
relationships with their students and colleagues. However, when all the items related
to colleagues and students in the reward section of the questionnaire were examined,
it was observed that there were also other items representing the factors related to
students and colleagues such as frequent feedback from students, evaluation of the
teacher by the students, team work with other teachers and support from other
teachers which were found among the dissatisfying aspects of the EFL teachers’ job
(see Table 4.9). Qualitative data findings also highlighted the factors related to
students and colleagues with 79 mentions for both in total. Considering the various
aspects of student-teacher relations and colleague relations, it would be too
optimistic to expect everything in these relations to be perfect. Nevertheless, among
the rewards that the EFL teachers receive from their jobs, the existence of only two
items reflecting extrinsic factors related to students and colleagues presents a
pessimistic picture.

Other factors including relations to parents and administrators, external
recognition, physical working conditions, school management and policies,
autonomy, workload and working schedule, teaching conditions, job security, career
prospects, training and salary were also found to be the rewards that EFL teachers do
not get from their jobs although most of the items related to these factors were rated
as very important or important by the EFL teachers. In other words, teachers value
these factors related to their jobs a lot but they are the dissatisfaction sources rather
than satisfaction in their jobs. In Aydin’ study, some of the above factors namely,
students and their parents, school administrators, colleagues, and physical working
conditions were also found to be the main dissatisfying aspects for the teachers in
Turkish EFL setting (2012). In a totally different context, in Greece, Tziava (2003)
came to the conclusion that salary, support level of the educational authorities, the
lack of autonomy in the job and teaching conditions including course materials are

the de-motivating factors for Greek EFL teachers.
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When the discrepancy percentages of both intrinsic and extrinsic factor items
were examined, it was observed that most of these items had over % -0,10
discrepancy percentages which reveals that the EFL teachers are not satisfied with
most of these aspects in their present jobs though they attach a lot importance to most
of the intrinsic and extrinsic aspects related to their jobs.

For the present study, as the number of satisfaction sources are much less than
the dissatisfaction sources, a gloomy picture was revealed in terms of the rewards
that the EFL teachers get from their jobs which leads to the assumption that the
current motivation level of the participant EFL teachers is low. Within this respect,
the examination of the participant teachers’ intentions for career or job change

enabled some further insights.

5.3.1 Career or Job Change Intentions of the EFL Teachers

The intentions of the EFL teachers for changing their careers or jobs if they
have an opportunity to do so were sought out through the questions both in the
questionnaire and in the interviews. The findings revealed that almost half of the
teachers had no intentions for changing their careers or jobs even if they had a
chance to do so. Despite the dominance of the factors that influence their motivation
negatively, nearly half of the teachers indicated their desire to continue their careers
or jobs. Various underlying reasons might exist for this outcome and among these the
most optimistic interpretation might be the teachers’ commitment to their jobs under
any circumstances. However, when the intentions of the other half were examined, it
was obvious that the other half of the EFL teachers did not have the same desire to
pursue their careers or jobs. Over % 26 of the teachers stated their intentions for
changing both their careers and jobs and the rest of them were founded to be
undecided. Drawing on the results which indicate the rewards that the EFL teachers
receive and do not receive from their jobs, the percentages of the teachers who do not
want to pursue their careers or jobs and who are undecided are not surprising.
Actually, the surprising thing at this point is to observe that the number of the
teachers who stated they have no intentions for career or job change is still higher
than the ones who do not want to pursue their careers or jobs in spite of the existence
of various de-motivating factors which were outlined through their own answers

related to their jobs.
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CHAPTER 6

CONCLUSION
6.0 Presentation

In this chapter the results are summarized with regard to the research questions
of the study. Then, concluding remarks will be made including, the implications of
the study and recommendations for further research.

6.1 Summary of the Findings

The first research question of this study sought for the intrinsic factors that
motivate and de-motivate English language teachers in primary and secondary state
schools in Turkey and through the second research question the extrinsic factors that
motivate and de-motivate English language teachers in primary and secondary state
schools in Turkey were investigated. Lastly, via the third research question, the
current motivation level of the EFL teachers were tried to be identified. In order to
collect the necessary data for the study, a mixed method approach was employed and
both quantitative and qualitative methods were used. The main data of the study were
collected through the use of a questionnaire which included 80 close-ended questions
with the participation of 79 EFL teachers. Also, 18 interviews were conducted in
order to complement the findings of the quantitative data. The quantitative data were
analysed by means of SPSS 20.0 (Statistical Package for Social Sciences) and the

qualitative data were content analysed.

6.1.1 The Intrinsic and Extrinsic Factors that Motivate and De-motivate the
EFL Teachers

Based on the analysed data, the findings of research question one and two
which focused on the intrinsic and extrinsic factors that motivate and de-motivate the
EFL teachers in primary and secondary state schools in Turkey revealed that most of
the factors reflecting intrinsic and extrinsic factors were regarded as very important
or important by the EFL teachers. ‘Imparting knowledge’, namely helping students to
learn English and making contributions to their academic and personal growth was
founded to be the most important factor among all the intrinsic and extrinsic factors

which affect the motivation of the EFL teachers. The other intrinsic items which
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were regarded as very important or important were about ‘job happiness and
professional achievement or challenge or growth’. Extrinsic factors including ‘job
security’,‘relationship with students’, ‘autonomy’ in the job such as teaching
freedom and work independence, ‘teaching conditions’ such as well-prepared course
materials and course guidelines, ‘relations with colleagues, parents and
administrators’, ‘school management and policies’, ‘workload and working
schedule’, ‘physical working conditions’, ‘training opportunities’, ‘external
recognition’ and ‘salary’ also played an important role in influencing EFL teachers’
motivation. (see Appendix H for all the items’ value means). Although the EFL
teachers defined imparting knowledge as a very effective factor on their motivation,
they did not give much importance to the wider perspective of providing service to

society.

6.1.2 Current Motivation Level of the EFL Teachers

Regarding research question three which investigated the current motivation
level of the EFL teachers in primary and secondary state schools in Turkey, both
intrinsic and extrinsic factors were found to be motivation and de-motivation sources
for the EFL teachers. ‘Imparting knowledge’ as an intrinsic factor and ‘good
relationships with student and colleagues’ as extrinsic factors were defined as the
major motivation sources for the EFL teachers while intrinsic factors related to ‘job
happiness and professional achievement or challenge or growth’ were regarded as
de-motivation sources. Furthermore, extrinsic factors ‘related to students, parents,
colleagues and administrators’, ‘external recognition’, ‘physical working conditions’,
‘school management and policies’, ‘autonomy’, ‘workload and working schedule’,
‘teaching conditions’, ‘job security’, ‘career prospects’, ‘training’ and ‘salary’ were
found as the de-motivating sources for the EFL teachers (see Appendix J for all the
items’ reward means). In total, six out of nine intrinsic factor items and 24 out of 26
extrinsic factor items had over % -0,10 discrepancy percentages which suggest that
although they give a lot importance to most of the intrinsic and extrinsic aspects
related to their jobs, the EFL teachers are not happy with most of these aspects in
their present jobs. That is to say, the current motivation level of the EFL teachers
working at primary and secondary state schools in Turkey appears to be low. Career
and job change intentions were also looked for and it was concluded that nearly half
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of the EFL teachers did not have any intentions for changing their careers or jobs.
However, over % 20 of the teachers had intentions for career or job change if they
have an opportunity to do so and the rest were undecided about career or job change
which also presents a gloomy picture about the motivation levels of the EFL

teachers.
6.2 Implications of the Study

The reviewed literature in the present study revealed that teachers have very
significant influences on students’ personal and academic growth. When teachers are
motivated to teach, they also lead their students to be motivated to learn (Dornyei &
Ushioda, 2011). Therefore, defining the factors that motivate and de-motivate the
teachers constitutes great importance in order to decide on what can be done for
nurturing and sustaining the motivation of the teachers. Especially in Turkey context
where there have always been arguments about the quality of English language
teaching, in order to have better educational outcomes in this field, enhancing the
motivation sources of the EFL teachers and removing the de-motivating factors
might help to increase the quality of ELT in Turkey. For this reason, teachers’
perceptions of the factors that motivate and de-motivate them should be taken into
account by the authorities in the field of education. In this regard, the findings of this

study may shed light to the authorities in the educational contexts in Turkey.
6.3 Recommendations for Further Research

This study focused on the intrinsic and extrinsic factors that motivate and de-
motivate the EFL teachers and the current motivation level of the EFL teachers
working only in primary and secondary state schools in Turkey. EFL teachers
working at private schools and other state schools involving high schools and
universities were not included in the present study. The inclusion of these EFL
teachers into the studies which investigate the EFL teacher motivation would provide
more generalized and reliable results in this field. Moreover, this study did not
examine the effect other factors such as gender, year of teaching experience, etc. on
EFL teachers’ motivation. However, further studies might also focus on the impact
of various demographic factors on the motivation of EFL teachers such as age,

gender, tenure, year of teaching experience and the educational background.
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APPENDICES

APPENDIX A
THE ORIGINAL QUESTIONNAIRE
SECTION TWO

Rate each of the following according to how important this aspect of work is to you
personally. Indicate your response by circling a number on the scale below each
item. The numbers on the scale correspond to the following:

5=very important 4=somewhat important 3=no opinion 2=somewhat unimportant
1=not important at all

1. Earninga good salary 12345

2. Having flexible working hours 12345

3.Job security 12345

4. Fringe benefits 12345

5. Having clear rules and procedures 12345

6. Having a manageable work load 12345

7. Being fairly treated in my organization 12345

8. Having a supervisor who is responsive to suggestions and grievances 12 345
9. Having a supervisor who gives clear guidance 12345

10. Having sufficient variety in tasks/type of activity 12345
11. Working for a reputable educational organization 12 345
12. Having a profession that is prestigious 12345

13. Having a prestigious job title 12345

14. Having the freedom to do what is necessary in my teaching to do a good job 12 3
45

15. Being allowed to deal creatively with students’ problems 123 4 5
16. Being included in the goal setting process 12345

17. Being able to introduce changes without going through a lot of red tape 12345
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18. Having a job in which | can perform to the best of my ability 12345
19. Being promoted to a senior supervisory job at some point in my career 12345
20. Having a challenging job 12345

21. Having a job in which | can learn and develop my abilities to my full potential 1
2345

22. Having contact with professionals in the field of English language teaching 1 2 3
45

23. Frequent feedback about the effectiveness of my performance 12345
24. Being able to work independently and use my own initiative 12345
25. Being evaluated positively by my students 12345

26. Being evaluated positively by my supervisors 12345

27. Being recognized for my teaching accomplishment 12345

28. Really helping my students to learn English 12345

29. Having good relationships with colleagues 12 345

30. Having a friendly relationship with my students 12345

31. Having a good relationship with my supervisor(s) 12345

32. Having a good relationship with my students’ parents 1 23 4 5

33. Working with other teachersasateam 12345

34. Having a job that is enjoyable and stimulating 12345

35. Having a job thatisfun12345

36. Having a job in which | am relaxed and have peace of mind 12345
SECTION THREE

Read the following statements and think about each in relation to your current job.
The numbers on the scale correspond to the following:

5=strongly agree 4=agree 3=no opinion 2=disagree 1=strongly disagree
1.l haveagoodsalary. 12345
2. | have flexible working hours. 12345

3. I have good job security. 12345
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4. | have good fringe benefits. 12345

5. There are clear rules and procedures at work. 12345

6. | have a manageable work load. 12345

7. 1 am fairly treated in the organization. 12345

8. My supervisor is responsive to suggestions and grievances. 12345
9. My supervisor gives clear guidance. 12345

10. My job provides sufficient variety in tasks/type of activity. 12345
11. I work for a reputable educational organization. 12 345

12. Teaching English is a prestigious profession. 12 345

13. My job title is satisfactory. 12345

14. 1 am allowed sufficient freedom to do what is necessary in my teaching in order
todoagoodjob.12345

15. Creativity is emphasized and rewarded. 12345

16. I am included in my organization’s goal-setting process. 12 345

17. 1 am able to introduce changes without going through a lot of red tape. 12345
18. I have a job in which | can perform to the best of my ability. 12345

19. | have prospects for promotion. 12345

20. My job is challenging. 12345

21. My job provides scope to learn and develop my abilities to my full potential. 1 2
345

22. | have sufficient opportunities for contact with professionals in the field of
English teaching. 12345

23. | receive frequent enough feedback about the effectiveness of my performance. 1
2345

24. Independence and initiative are rewarded. 12345
25. My students evaluate me positively. 12345
26. My supervisor evaluates me positively. 12345

27. Teaching accomplishments are recognized. 12345
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28
29
30
31
32
33
34
35
36
37
38
39

40

. I know that I am really helping my students to learn English. 12345
. I have good relationships with colleagues. 12345

. | have a friendly relationship with my students. 12345

. I have a good relationship with my supervisor(s). 12345

. I have a good relationship with my students’ parents. 1 23 4 5

. The emphasis is on team work. 12345

. My work is enjoyable and stimulating. 12345

.My jobisfun.12345

. I’'m relaxed and have peace of mind in my job. 12345

. I am truly satisfied with my profession as a teacher. 12345

. I am truly satisfied with my present job. 12345

. I will change my career if | have the opportunity to doso. 12345

. I will change my job if I have the opportunity to do so.
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APPENDIX B

THE QUESTIONNAIRE OF THE PRESENT STUDY

QUESTIONNAIRE FOR LANGUAGE TEACHER
MOTIVATION

This questionnaire for English language teachers in primary and secondary state schools in
Turkey aims to find out the teacher’s degree of motivation/de-motivation and investigate the
reasons for these. Participation is entirely voluntary. Your answers will be kept strictly
confidential and evaluated only by the researcher; the obtained data will be used for
scientific purposes. Names of the schools will not be announced in any reports of the
findings.

The questionnaire does not contain questions that may cause discomfort in the participants.
However, during participation, for any reason, if you feel uncomfortable, you are free to quit
at any time. In such a case, it will be sufficient to tell the person conducting the survey (i.e.,
data collector) that you have not completed the questionnaire.

The questionnaire includes three sections. The first one is a brief personal information
section. The second and third sections consist of statements to be responded to according to
a five-point scale. We would like to thank you in advance for your participation in this study.
For further information about the study, you can contact Neslihan Sézen (researcher) from
Gazi Ahmet Muhtar Pasa Secondary School (Phone: 03123302128, Mobile phone: 0505 635
5989; E-mail: neslihan.sozen@metu.edu.tr) or Dr. Miige Giindiiz (projcet supervisor) from
Middle East Technical University (Phone: 0312 210 6491; Email: gmuge@metu.edu.tr).

| am participating in this study totally on my own will and am aware that | can quit
participating at any time. | give my consent for the use of the information | provide for
scientific purposes.

Name-Surname Date Signature:
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SECTION 1:PERSONAL INFORMATION (Please, feel free to complete as much as you

wish by writing/ticking/crossing the situation that applies to you)

1. Gender: Male ()

2. Age: 20-30 ()

3. Your academic degrees/diplomas/certificates:

Female ( )

31-40 ()  41-50 ()

4. Which situation applies to you?

51 & over ()

| work as an English language teacher at a primary state school.

I work as an English language teacher at a secondary state school.

()
()

5. Total number of years of language teaching experience: 0- 5 years ( ) 6 - 10 years

()

11-20years ( ) 21 &over ()
SECTION 2: CLOSE-ENDED QUESTIONS (please, tick/cross)

Please, rate each of the following items according to how important this aspect of work is to

you personally. Indicate your response by placing a tick/cross on the scale beside each item:

1. Earning a good salary .\f'ery B Important - No opinion Not Not important
important (5) (€)) (3) important (2) atall (1)
ﬁ'OH?Ving flexible working Very — Important — No opinion Not Not important

urs important (5) @) (3) important (2) atall (1)
3.Job security B Very B Important B No opinion B Not — Not important

important (5) (€3] 3 important (2) atall (1)
4'Hak\|/in?j amanageable Very — Important — No opinion Not Not important
workloa important (5) @) (3) important (2) atall (1)
5.Working for an institution . . :

. - Very Important No opmion Not Not mportant
with a good reputation important (5) [ @) [ 3) important (2) at all (1)
6;':3:(;3%2'6” rules and Very — Important — No opinion Not — Not important
P important (5) @) ©) important (2) atall (1)
7}Hi\i/i?g a profession that is Very - Important - No opinion Not Not important
prestigious important (5) @) (3) important (2) atall (1)
?ﬁ?t?tigt?ofr?irly treated in my Very — Important — No opinion — Not — Not important

important (5) (€))] 3 important (2) atall (1)

9. Having an administrator ]
who is responsive to Very — Important - No opinion Not Not important
suggestions and complaints important (5) 4) (3) important (2) atall (1)
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10.Having an administrator Very B Important - No opinion Not Not important
who gives clear guidance important (5) 4 (3) important (2) atall (1)
11. Having the freedom to do Very Important No opinion Not Not important
what is necessary in my [ . ctant (5 [ 4 [ 3 | . ctant (2 tall (1
teaching to do a good job important (5) @ ©) important (2) atall (1)
12.B<_eing a"_OWEd to deal Very Important No opinion Not Not important
;rrg‘gllgr‘;‘]‘g with students’ important 5) | (4) e important (2) | atall (1)
13. IBEitr:g included in the Very - Important - No opinion Not Not important
goal setting process in my . . 5
nstitution important (5) (€)) (3) important (2) atall (1)
14. Having a job in which | i o .
can perform to the best of B .\fery B Important B No opmion Not Not mportant
my ability important (5) (€)) (3) important (2) atall (1)
15. Being promoted to a .
senior supervisory job at — Very — Important — No opinion Not Not important
some point in my career important (5) @) 3) important (2) atall (1)
16. Having a challenging job B Very B Important B No opinion B Not Not important
important (5) (€3] 3 important (2) atall (1)
gizléHaVing a prestigious job Very — Important — No opinion Not Not important
important (5) (€)) (3) important (2) atall (1)
18.Having a job in which |
can learn and develop my Very u Important u No opinion Not Not important
abilities to my full potential important (5) (€)) (3) important (2) atall (1)
19.Having contact with
professionals in the field of Very B Important B No opinion Not — Not important
English language teaching important (5) (€))] 3 important (2) atall (1)
20.Frequent feedback about
the effectiveness of my Very Important No opinion Not Not important
performance from my . [ [ ; -
students important (5) (€)) (3) important (2) atall (1)
21. Frequent feedback about
the effectiveness of my Very Important No opinion Not Not important
performance from my . [ [ ;
administrators important (5) (€)) (3) important (2) atall (1)
22.Being able to work
independently and use my Very B Important B No opinion Not Not important
own initiative important (5) (€3] 3 important (2) atall (1)
23. Being evaluated
positively by my Very - Important - No opinion Not Not important
administrators important (5) (€)) (3) important (2) atall (1)
tzetcﬁier:nga(r:?;gcr)r?nllizs?]?nf;r:tmy — Very — Important — No opinion — Not Not important
9 P important (5) @) 3) important (2) atall (1)
fs'rrgﬁirl]gr:ny students to Very B Important B No opinion Not Not important
earn Engls important (5) @) 3) important (2) atall (1)
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26. Having good

. : ; Very Important No opinion Not Not important
relationships with colleagues | important (5) [ @) [ 3) important (2) atall (1)
27. Having a friendly Ve . . .

. 20 ety Important No opinion Not Not mportant
relationship with my students [~ important (5) [ @ [ 3) [ important (2) [ atall (1)
28. Having a good
relationship with my Very u Important u No opinion Not Not important
administrators important (5) (€)) (3) important (2) atall (1)
29. Having a good
relationship with my Very - Important - No opinion Not Not important
students’ parents important (5) (€)) (3) important (2) atall (1)
30. Working with other . .. .
teachers as a team _Very r Important r No opinion r ;\Iot r Not important

important (5) (€] 3 important (2) atall (1)

31. Having a job that is Ve . :

; . . ery Important No opmion Not Not mportant
enjoyable and stimulating important (5) [ @) [ 3) important (2) at all (1)
Sgﬁljsaevmgt:\rlﬂll;prepaFEd B Very — Important — No opinion — Not — Not important

important (5) (€3] 3 important (2) atall (1)
33. Having a job in which |
am relaxed and have peace Very — Important — No opinion Not Not important
of mind important (5) (€)) (3) important (2) atall (1)
34. Having an adequate
physical working Very u Important u No opinion Not Not important
environment important (5) (€)) (3) important (2) atall (1)
?géizzoviding service to Very — Important — No opinion Not — Not important
y important (5) @ 3) important 2) | atall (1)
36.Having support Very Important No opinion Not Not important
from other teachers . [ [ .
important (5) (€)) (3) important (2) atall (1)
37. Having a job that is fun Very B Important - No opinion Not Not important
important (5) (€)) (3) important (2) atall (1)
3§| dilai\r/liensg effective course B Very — Important — No opinion — Not — Not important
g important (5) @) A3) important (2) atall (1)

SECTION 3: CLOSE-ENDED QUESTIONS (please, tick/cross)

Please, read the following statements and think about each in relation to your current job.
Indicate your response by placing a tick/cross on the scale beside each item:
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1.1 have a satisfactory - Strongly - Agree - Undecided - Disagree Strongly
salary Agree (5) (4) 3) ) Disagree (1)
2. I have flexible working Strongly - Agree - Undecided - Disagree Strongly
hours Agree (5) @ €) ) Disagree (1)
; ; Strongly Agree Undecided Disagree Strongly
3. I have good job securit = s = =
good) y Agree (5) A (€)) A 3 A 2 Disagree (1)
4. | have a manageable Strongly - Agree - Undecided - Disagree Strongly
work load. Agree (5) @) 3) 2 Disagree (1)
5. I work for a good Strongly - Agree - Undecided u Disagree Strongly
educational institution Agree (5) 4) (3) (2) Disagree (1)
6. Teaching English is a Strongly - Agree - Undecided - Disagree Strongly
prestigious profession Agree (5) 4) (3) (2) Disagree (1)
7.1 hav_e prospects for Strongly — Agree - Undecided — Disagree Strongly
promotion Agree (5) (4) 3) 2) Disagree (1)
5. I.am_fairly treated in my Strongly - Agree - Undecided - Disagree Strongly
institution Agree (5) @) (3) (2) Disagree (1)
9. I am allowed sufficient
freedom to do what is — Strongly — Agree - Undecided — Disagree Strongly
necessary in my teaching Agree (5) @ ) 2 Disagree (1)
in order to do a good job
10. There are clear rules — Strongly — Agree - Undecided — Disagree Strongly
and procedures at work Agree (5) @ (3) (9] Disagree (1)
11.1 have support from — Strongly — Agree - Undecided — Disagree Strongly
other teachers Agree (5) @ ) 2 Disagree (1)
12. 1 am included in my . .
institution’s goal-setting Strongly — Agree - Undecided — Disagree St.rongly
process Agree (5) 4) 3) (2) Disagree (1)
13.1 have sufficient
opportunities for contact Strongly — Agree - Undecided — Disagree Strongly
with professionals in the Agree (5) (4) (3) 2) Disagree (1)
field of English teaching
14. | receive frequent
feedback about the . .
effectiveness of my Strongly — Agree - Undecided — Disagree St.rongly
performance from my Agree (5) (€)) 3) (2 Disagree (1)
students
15. | have good : :
relationshigs with Strongly — Agree - Undecided — Disagree St.rongly
colleagues Agree (5) ) 3) 2) Disagree (1)
16. I have a friendl . .
relationship with m);/ Strongly — Agree - Undecided — Disagree St.rongly
students Agree (5) (€)) 3) (2 Disagree (1)
17. 1 have agood Strongly Agree Undecided Disagree Strongly
relationship with my = [ = B [ = .=
administrators Agree (5) S ) 2 Disagree (1)
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18. | have a good

relationship with my — Strongly — Agree — Undecided — Disagree S@ngly'
students’ parents Agree (5) @ ©) @ Disagree (1)
19.There is team work . .
between teachers in my Strongly — Agree — Undecided — Disagree St_mngly
institution Agree (5) (€)) 3 2 Disagree (1)
20.1 have an adequate and . .
comfortable phygical Strongly - Agree - Undecided - Disagree St.rongly
working environment Agree (5) @ 3) ) Disagree (1)
21. My administrators are . .
responsive to suggestions Strongly — Agree — Undecided — Disagree St.rongly
and complaints Agree (5) ) (3) 2 Disagree (1)
22. My job provides scope
to learn and develop my Strongly — Agree — Undecided — Disagree Strongly
abilities to my full Agree (5) 4 3) 2 Disagree (1)
potential
23. | have a job in which | . .
can perform to the best of Strongly - Agree - Undecided - Disagree St.rongly
my ability Agree (5) (€))] 3) (2 Disagree (1)
S : Strongly Agree Undecided Disagree Strongly

24.My job is challengin = S = =

vl aing Agree (5) | (@) " 6) " © Disagree (1)
25. | receive frequent
enough feedback about the Strongly Agree Undecided Disagree Strongly
effectiveness of my |— B B .
performance from my Agree (5) @) &) ) Disagree (1)
administrators
26. My students evaluate = Strongly — Agree — Undecided — Disagree Strongly
me positively Agree (5) @ 3) ) Disagree (1)
27. My administrators Strongly — Agree — Undecided — Disagree Strongly
evaluate me positively Agree (5) (4) (3) (2) Disagree (l)
28. My teachin . .
accom)glishmen%s are Strongly - Agree - Undecided - Disagree St.rongly
recognized Agree (5) (€))] 3) (2 Disagree (1)
29. | know that | am reall . .
helping my students o y Strongly — Agree — Undecided — Disagree St.rongly
learn English Agree (5) (Y] 3) (2) Disagree (1)
S0l I-(n-OW that_l am Strongly Agree Undecided Disagree Strongly
providing service to [ [ [ .
society Agree (5) (€))] 3) (2 Disagree (1)
31. My job is enjoyable Strongly - Agree - Undecided - Disagree Strongly
and stimulating Agree (5) ¢S] (3) 2 Disagree (1)
32. I have well-prepared Strongly — Agree — Undecided — Disagree Strongly
course materials Agree (5) 4) 3) 2) Disagree (1)
33. 'm relaxed and have — Strongly — Agree — Undecided — Disagree Strongly
peace of mind in my job Agree (5) @ 3) @) Disagree (1)

s Strongly Agree Undecided Disagree Strongly

34. My job is fun = S = =

v N Agree (5) N (€)) N 3 N 2 Disagree (1)
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35. | am truly satisfied

. : Strongly Agree Undecided Disagree Strongly
with my profession as a B = [ = B [ = .=
teacher Agree (5) (€Y 3) (2 Disagree (1)
36._Myj0b title is Strongly - Agree - Undecided u Disagree Strongly
satisfactory Agree (5) 4) (3) 2) Disagree (1)
37.My greative skills are Strongly — Agree - Undecided — Disagree Strongly
emphasized and rewarded Agree (5) @) 3) (2) Disagree (1)
38. I will change my career . .
if I have the opportunity to Strongly — Agree - Undecided — I?’IS agree St.rongly
do so Agree (5) “) (3) (2 Disagree (1)
39.l he}ve effective course Strongly — Agree - Undecided — Disagree Strongly
guidelines Agree (5) @) (3) (2 Disagree (1)
40. I am truly satisfied Strongly - Agree - Undecided — Disagree Strongly
with my present job Agree (5) 4) (3) (2) Disagree (1)
?ﬁé{lzvtlrl]lecg ange my job if Strongly Agree Undecided Disagree Strongly

pportunity to Y A P ™ 5 ™ D .

do so gree (3) @ @) ) sagree (1)
: Strongly Agree Undecided Disagree Strongly

42.1 am proud of my job Agree (5) (45 |— 3 — o g Disag}e)e M

Thank you very much for your participation @
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APPENDIX C

MATCHING ITEMS IN SECTION 2 AND SECTION 3

SECTION 2

SECTION 3

1.Earning a good salary

1.1 have a satisfactory salary

2.Having flexible working hours

2.1 have flexible working hours

3.Job security

3.1 have a good job security

4.Having a manageable workload

4.1 have a manageable workload

5.Working for an institution with a good
reputation

51 work for educational

institution

a good

6.Having clear rules and procedures

10.There are clear rules and procedures
at work

7.Having a profession that is prestigious

6.Teaching English
profession

IS prestigious a

8.Being fairly treated in my institution

8.1 am fairly treated in my institution

9.Having an administrator who is
responsive to suggestions and complaints

21.My administrators are responsive to
suggestions and complaints

11.Having the freedom to do what is
necessary in my teaching to do a good
job

9.1 am allowed sufficient freedom to do
what is necessary in my teaching in order
to do a good job

13.Being included in the goal setting
process in my institution

12.1 am included in my institution’s goal-
setting process

14.Having a job in which I can perform
to the best of my ability

23.1 have a job in which I can perform to
the best of my ability

15.Being promoted to a senior
supervisory job at some point in my
career

7.1 have prospects for promotion

16.Having a challenging job

24.My job is challenging

18.Having a job in which I can learn and
develop my abilities to my full potential

22.My job provides scope to learn and
develop my abilities to my full potential

19.Having contact with professionals in
the field of English language teaching

13.1 have sufficient opportunities for
contact with professionals in the field of
English teaching
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20.Frequent  feedback  about the
effectiveness of my performance from
my students

14.1 receive frequent feedback about the
effectiveness of my performance from
my students

21.Frequent  feedback  about the

25.1 receive frequent enough feedback

effectiveness of my performance from | about the effectiveness of my
my administrators performance from my administrators
23.Being evaluated positively by my | 27.My administrators evaluate me
administrators positively

24.Being recognized for my teaching
accomplishment

28.My teaching accomplishments are
recognized

25.Helping my students to learn English

29.1 know that | am really helping my
students to learn English

26.Having  good with

colleagues

relationships

15.1 have good relationships with

colleagues

27.Having a friendly relationship with
my students

16.1 have a friendly relationship with my
students

28.Having a good relationship with my
administrators

17.1 have a good relationship with my
administrators

29.Having a good relationship with my
students’ parents

18.1 have a good
students’ parents

relationship with my

30.Working with other teachers as a team

19.There is team work between teachers
in my institution

31.Having a job that is enjoyable and
stimulating

31.My job is enjoyable and stimulating

32.Having
materials

well-prepared course

32.1 have well-prepared course materials

33.Having a job in which I am relaxed
and have peace of mind

33.I’m relaxed and have peace of mind in

my job

34.Having an adequate physical working
environment

20.1 have an adequate and comfortable
physical working environment

35.Providing service to society

30.1 know that | am providing service to
society

36.Having support from other teachers

11.1 have support from other teachers

37.Having a job that is fun

34.My job is fun.

38.Having effective course guidelines

39.1 have effective course guidelines
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APPENDIX D

THE QUESTIONS FROM WHICH THE PRESENT STUDY’S INTERVIEW
QUESTIONS WERE ADAPTED

SECTION ONE

1.Think of the educational organization where you work and list the major
factors that have a positive influence on your job.

2.L.ist the major factors that have a negative influence on your job.

3.Think of a time when, in your relationship with your supervisor (principal,
department head, or another title), something very favourable and positive
happened that made you feel good about your teaching and your relationship
with your supervisor.

4. Think of a time when, in your relationship with your supervisor (principal,
department head, or another title), something very unfavourable and
negative happened that did not make you feel good about your teaching and
your relationship with your supervisor.

INTERVIEW QUESTIONS

1. Why did you choose to become a language teacher?

2. Was there any time in your career that you want to change your career? (What
happened?)

3. Any measurements you recommend that you think may likely attract more
international students to come to New Zealand?

4. Any measurements you recommend that you think may likely attract more people
to become language teachers like you in New Zealand?

5. Do you think you are a motivated/de-motivated language teacher? Why (factors)?
6. Do you think you can still be motivated in one year time? Why?

7. What can change that?
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APPENDIX E

THE INTERVIEW QUESTIONS OF THE PRESENT STUDY

School Name: Date:

Age:

Year of experience:

10.

11.

INTERVIEW QUESTIONS

Why did you choose to become a language teacher?

While conducting your job, does your motivation level stay same all the time
or does it increase or decrease from time to time?

What are the major factors, inside or outside the classroom, that have a
positive impact on your motivation?

What are the major factors, inside and/or outside the classroom, that have a
negative impact on your motivation?

Which factors, inside the classroom and/or outside the classroom, are more
influential on the increase or decrease of your motivation level? (Why?)

Could you please think of a time when, during classroom teaching or dealing
with your students, something very favourable and positive happened that
made you feel content about your job?

Could you please think of a time when, during classroom teaching or dealing
with your students, something very unfavourable and negativehappened that
made you feel discontent about your job?

Could you please think of a time when, in your relationship with your
administrators  or  colleagues, something very favourable and
positivehappened that made you feel content about your job and your
relationship with them?

Could you please think of a time when, in your relationship with your
administrators or colleagues, something very unfavourable and negative
happened that made you feel discontent about your job and your relationship
with them?

Could you please name any measures (that can be taken by your institution
and/or by the ministry of education) that you think could improve your
feelings of motivation and satisfaction about your job?

Have you ever wanted to change your career / job? If yes, why? Could you
explain it briefly?
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APPENDIX F

INTERVIEW CONSENT FORM

This study aims to find out the factors that motivate or de-motivate English
language teachers in primary and secondary state schools in Turkey. Participation in
the study is entirely voluntary. Your answers will be kept strictly confidential and
evaluated only by the researcher; the obtained data will be used for scientific
purposes.

The interview does not contain questions that may cause discomfort in the
participants. However, during participation, for any reason, if you feel
uncomfortable, you are free to quit at any time without being disadvantaged in any
way.

I would like to thank you in advance for your participation in this study. For
further information about the study, you can contact Neslihan S6zen (researcher)
from Gazi Ahmet Muhtar Pasa Secondary School (Phone: 03123302128; Mobile
phone: 0505 635 5989; E-mail: neslihan.sozen@metu.edu.tr) or Dr. Miige Giindiiz
(projcet supervisor) from Middle East Technical University (Phone: 0312 210 6491,

Email: gmuge@metu.edu.tr).

I am participating in this study totally on my own will and am aware that I can quit
participating at any time. | give my consent for being interviewed and the contents
be taped for scientific purposes.

Name-Surname: Date : ...../ooo/ o

Signature:
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APPENDIX G

SAMPLE CODING OF THE QUALITATIVE DATA OF BOTH RATERS

INTERVIEW 1

R: Hello.
[1: Hello.
R: First of all, could you please tell your name and school name, please?

[1: I am KadriyeOrhan .I am an English language teacher. I work at SehitKubilay secondary
school.

R: What is your experience year?
I1: I have been working as an EFL teacher for about 7 years.

R: If you let me, I will ask 11 questions to you for my thesis which is about teacher
motivation.

[1: OK.

R: If you have any questions, please do not hesitate to ask.
[1: OK:

R: Why did you want to be an EFL teacher?

[1: T was interested in foreign languages and my first English teacher impressed me a lot, I
became an EFL teacher as I like foreign languages.

R: I'see. Your teachers’ impact.
[1: Yes, my teacher also affected me,

R: While you are carrying out your job, does your motivation level stay same all the time or
does it increase or decrease from time to time?

I1: It increases or decreases from time to time. Students’ attitudes affect. ...
R: We will talk about a little later,

I1: OK:

R: You say, it increases and decreases.

[1: It increases and decreases. [ can say it changes.
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R: What are the factors that influence your motivation positively inside or outside the
2 insi i 2 -
classroom? Inside or outside the classroom? PL iy LY e

11: Positively.. (When I have all the materials it affects me, yes.

R: That is, your being prepared() Sl 0'___

I1: Yes{ My belng prepared....Students’ attlt'udes also affect. You know

5 &b

your

motivation also mcreases.

R:1see. (&N ;,/ )V<
[1: Outsi tors... Of course, the attitudes of the administrators’ against tl?foregl

anguage, their support to 0 me affect me=

R: T'see. Outside the class, do you have any other things to mention? Things related to living
ality or teaching quality? -
quality g quality 4 T e

g s (ego
[1: Sure. That affects. If there are negative things that I have had at home, they affect my

motivation. It would be wrong to disregar

R: I see. I meant that. Well, what are the main factors inside or outside the classroom that
affect your motivation positively? / M

Il The thing that af focts me. posmvely is to leave home positively. That is, being happy,

Qov‘

Pss?lv\r\
ese are the factors that affect me posmvely

Q,O>\‘\“ RV

R: T see. Well, inside or outside the classroom, which factors are more effective for the ‘
decrease or increase of your motivation? That is, the one that you think is the most affective

factor? - oy ¢ vf~, e

11: he first thing, I can say tha@e lesson andstudents’ doi
m m@l can say that thls is the initial factor. That is,
the others are in the second place for me. ?\'Jbl

R: Well, this is affective for the increase. What about the decrease?

0 school peacefully

fe g at .

godecrease, especially my coming to school... If I do not come

‘ w at affects me negatively.

\ |
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R: That is, if you are not comfortable psychologically and physically....

P ‘\93\&.*‘: e

M:IfI a@ot comfortable psychologically and phys;c‘é%it affects me negatively. I believe
that this also influences the ents: s

R: This is only human nature.

I1: Yes.
R: You are very right. I wish we did not reflect.

[1: That is, as we are the teachers, we do our best but we can not disregard our being a human
being.

R: Yes. Could you please think of a time when, during classroom teaching or dealing with
your students, something very favourable and positive happened that made you feel content

about your job? A clear incident for example... L,
PO S\ }V\ \./L

I1: One of my students, without Wbered a tip that most of the

often and she told it very well. That satisfies me a lot. When you think that
students did not understand an important rule or detail, but a student raises his/her hand and
tells it...This makes me really happy.

R: I think this a very nice point. Could you please think of a time when, during classroom
teaching or dealing with your students, something very unfavourable and negative happened
that made you feel discontent about your job?

11: The thing that makes me feel discontent... You know, teaching is a holy job and when it is
carried out with love... You believe that you have studie ic for many times i tailed
way and every student can understand it, howeverza student or some students lookl as if they ”

fear? tﬁaf foplc for Te flrst time. Fs’ﬁ?ﬂ'ves me in a difficult situation. [ f“f a 2 I/Q»

R: I'see. You are very right. Could you please think of a time when, in your relationship with
your administrators or colleagues, something very favourable and positive happened that
made you feel content about your job and your relationship with them? Something you say I

can not forget this incident or it motivates me a lot. ~q~
B P o 4 AR
-
[1: T do not remember a concrete case but the most ive one/1s to share things with m
orking collaboratively with the ects me a lot, but T do fiot temember a
concrete case

R: OK. Do you remember any concrete negative cases in your relationship with your
administrators or colleagues that decrease your motivation?
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[1: A concrete case might be...When you are coming to school with love and passion and you
get prepared well but you have had a small trouble about the car or something elser
_~iniform an administrater-about.this-but-as-the-other-admi not informed about the
Wn,hls negative reactions when I come to school make me feel sad someti

R: You are very right. Let me check. Could you please name any measures (that can be taken
by your institution and/or by the ministry of education) that you think could improve your
feelings of motivation and satisfaction about your job?

,@ +he

I1: With regard to the Ministry, we have some problems related 001 some
(Eooks are-too~toaded” with grammar and while studying them, they are ver
S - include satisfying dialogues enough e pec1ally for

practical uses. If the Ministry took some measures about the books, it would be very pleasing.

With regard to the school management, you know due to the financial inadequacies, we do not
have danguage lab; the management tries to supply materials for language teaching, it will
¢a good support for us. @ e

R: Classroom environment. ..
[1: Yes, classroom environment... For students visually....

R: Teaching materials..... (2 © s?"‘ “! k&

students and the teachers of cOurse:

R: Sure. Have you ever wanted to change your career / job? If yes, why? Could you explain it
briefly? >,

e
11: |' was offered to be an instructor at a university. However, due to the family
issues, TWas not able to fulfil this, but I am very happy to be a teacher and I love my job.

R: I'see. You wanted to change with that offer.
[1: T wanted to change that offer. I questioned whethet studying with adults/would be more
o~y —

productive or effective.

I -~
R: I see. Thank you very much Kadriye Teacher. 5 ; Vj w kb
[1: Thank you, too. i"/ (745
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INTERVIEW 1

R: Hello.

I1: Hello.

R: First of all, could you please tell your name and school name, please?

iy Lol amI am an English language teacher. I work at SehitKubilay secondary

school. A\
-P m\b
R: What is your experience year?

11: I have been working as an EFL teacher for abou e xpc riente

R: If you let me, I will ask 11 questions to you for my thesis which is about teacher
motivation.

11: OK.
R: If you have any questions, please do not hesitate to ask.
I1: OK: :

R:"Why did you want to be an EFL teacher?

= }\u -(:!l$" ‘\".DC)‘.,

Ilﬁwas inte.csted in foreign languages and my first English teacher impressed me a lot.’!
became an EFL teacher as I like foreign languages.

R: Isee..Your eachers’ imgact.
I1: Yes, my teacher also affected me.

R: While you are carrying out your job, does your motivation level stay same all the time or
does it increase or decrease from time to time?

11: It increases or decreases from time to timew

S S
R: We will talk about a little later. edon

I1: OK:
R: You say, it increases and decreases.

I1: It increases and decreases. I can say it changes.
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R: What are the factors that influence your motivation positively inside or outside the
classroom? Inside or outside the classroom?

oy : R
[1: Positively... When I{have all the materials , it affects me, yes.
ST C—'J
R: That is, your being prepared? y
- L33 [ P

I1: Yes.\My being prepareds...Students’ attitudes also affect. You know, ntzjs"l'*’e‘
A e e sy o . . 5
some prejudices against foreign languages] That is, if theéfSfudents listen to you eagerly] your

" motivation also increases. ' ro._,\ﬁ\.n.w '
R: Isee.

el —
&%ﬁ Of course, |the attitudes of the administrators’ against the forei;n]
langua : :

eir support to us and to me affect R ?&-\;@'

R: I see. Outside the class, do you have any other things to mention? Things related to living
quality or teaching quality?

11: Sure. That affects. If fhere are negative things that I have had at home} they affect my
motivation. It would be wrong to disregard this. negeR-

R: T see. I meant that. Well, what are the main factors inside or outside the classroom that
affect your motivation positively? ) ra;.\\\n_,

I1: The thing that affects me positively is 'to leave home positivelJ. That is, being happy,
| coming to school happily and healthily!.. ‘Lhe attitudes of the administrators in the

i_ schoo]...For e; le, when we live a little problem, if they are understanding towards us]
without exaggerating that thing...! positive

RfSG]\?mg the problem qﬁckly..[ ras."\'\"" f’”:h\  ye

I1: Of cgmsg,l solving the proble:ss quickly and Qositiveli.i. Moreoxi
‘my' §eing prepared, students’ being prepared... These are the factors that affect me positively.

3 osA e~

R: I see. Well, inside or outside the classroom, which factors are more effective for the
decrease or increase of your motivation? That is, the one that you think is the most affective
factor?

117As the first hing, I can say that my being prepared for the lessorl and students’ doing tﬁgig ?nS'A e
homework and |being prepared for can say that this is the initial factor. That is,

the others are in the second place for me.

R: Well, this is affective for the increase. What about the decrease?

I1: In the decrease, especially my coming to school..‘ If I do not come to school Eeacefull}!
( and healthily, that affects me negativeﬁj Jie-e
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R: That is, if you are not comfortable psychologically and physically....

....-hur__

11 iIf 1 am not comfortable psychologically and physwally it affects me negatwel? I believe
that this also influences the students.

R: This is only human nature.
I1: Yes.
R: You are very right. I wish we did not reflect.

11: That is, as we are the teachers, we do our best but we can not disregard our being a human
being.

R: Yes. Could you please think of a time when, during classroom teaching or dealing with
© your students, something very favourable and positive happened that made you feel content

about your job? A clear incident for example

ne of my students, without mentioning a name, remembered a tip that most of the
students had forgotten and she told it very well. That satisfies me a lot. When you think that
students did not understand an important rule or detail, but a student raises his/her hand and
tells it... This makes me really hapW :

R: I think this a very nice point. Could you please think of a time when, during classroom
teaching or dealing with your students, something very unfavourable and negative happened
that made you feel discontent about your job?

I1: The thing that makes me feel discontent... You know, teaching is a holy job and when it is
~carried out with love... You believe that you have studied a topic for many times in a detailed

w2y and every student can understand it, however(a sIudent or some students look as if thex\. NBOH"‘

Weard that topic for the first timeXl"his leaves me in a difficult situation.

R: [ see. You are very right. Could you please tiunk of a time when, in your relationship with
your administrators or colleagues, something very favourable and positive happened that
made you feel content about your job and your relationship with them? Something you say I
can not forget this incident or it motivates me a lot.

11: T do not remember a concrete case but the most affective one{ls to share lhmgs ‘with m}& Pas How
¥ Oroup tcachers ! Workmg collaboratively with them affects me a lot, but I do not remember a
“concrete case

R: OK. Do you remember any concrete negative cases in your relationship with your
administrators or colleagues that decrease your motivation?
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I1: A concrete case might be... When you are coming to school with love and passion and you
get prepared well but you have had a small trouble about the car or something else. I?oul
inform an administrator abou S but as the other administrator is not informed about thel

B B B \
ituation,his negative reacfions when T come o school make me feel sad sometimes] %a')\""

R: You are very right. Let me check. Could you please name any measures (that can be taken -
by your institution and/or by the ministry of education) that you think could improve your
feelings of motivation and satisfaction about your job?

11: With regard to the Ministry, we have some problem:

related to our books. That is, some

\booMe too loaded with grammar and while studying them,Jthey are Very boring fo (“dg)fv‘_-
students, \Some of the books do not include satisfying dialogues enough especially for

" practical useg he Ministry took some measures about the books, it would be very pleasing. '\Wk
With regard to the school management, you know due to the financialinadequacios. we do not )

\have language labs.’lf the management tries to supply materials for language teaching, it will
be a good support for us. i : : ' '

_R: Classroom environment...
I1: Yes, classroom environment... For students visually....
R: Teaching materials.....

I1: T believe that the improvement of the materials will also be positive in terms of the
students and the teachers of course.

R: Sure. Eave you ever wanted to change your career / 'lobs If yes, why? Could you explain it
briefly? o . v

Il was

issues, I was not able to fulfil i

but I am very happy to be a teacher and I love my job.

R: I'see. You wanted to change with that offer.

I11: T wanted to change that offeril questioned whether studying with adM

l productive or effective He  rensSea

R: I'see. Thank you very much Kadriye Teacher.

11: Thank you, too.
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APPENDIX H

SECTION TWO- ALL ITEMS

SECTION TWO ITEMS Means SD
25.Helping my students to learn English 4,86 0,35
3.Job security 4,71 0,46
27.Having a friendly relationship with my students 4,71 0,46
32.Having well-prepared course materials 4,70 0,49
11.Having the freedom to do what is necessary in my teaching to do a good job 4,70 0,69
14.Having a job in which | can perform to the best of my ability 4,68 0,47
26.Having good relationships with colleagues 4,65 0,58
8.Being fairly treated in my institution 4,62 0,56
31.Having a job that is enjoyable and stimulating 4,62 0,56
6.Having clear rules and procedures 4,56 0,59
10.Having an administrator who gives clear guidance 4,54 0,68
9.Having an administrator who is responsive to suggestions and complaints 4,53 0,64
33.Having a job in which | am relaxed and have peace of mind 4,49 1,04
18.Having a job in which | can learn and develop my abilities to my full potential 4,49 0,77
4.Having a manageable work load 4,49 0,55
22.Being able to work independently and use my own initiative 4,47 0,71
20.Frequent feedback about the effectiveness of my performance from my students 4,46 0,55
23.Being evaluated positively by my administrators 4,44 0,61
19.Having contact with professionals in the field of English language teaching 4,42 0,65
12.Being allowed to deal creatively with students’ problems 4,41 0,69
34.Having an adequate physical working environment 4,38 0,94
28.Having a good relationship with my administrators 4,38 0,70
30.Working with other teachers as a team 4,32 0,76
2.Having flexible working hours 4,28 0,77
37.Having a job that is fun 4,25 1,11
7.Having a profession that is prestigious 4,25 0,82
38.Having effective course guidelines 4,23 1,17
1. Earning a good salary 4,20 0,81
13.Being included in the goal setting process in my institution 4,20 0,95
24.Being recognized for my teaching accomplishment 4,18 0,93
29.Having a good relationship with my students’ parents 4,09 0,80
21.Frequent feedback about the effectiveness of my performance from my administrators 4,05 0,81
5.Working for an institution with a good reputation 3,99 1,04
16.Having a challenging job 3,92 0,86
15.Being promoted to a senior supervisory job at some point in my career 3,92 0,94
36.Having support from other teachers 3,90 0,96
35.Providing service to society 3,84 1,03
17.Having a prestigious job title 3,82 0,97

Note: 1 Colour illustrates intrinsic items
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APPENDIX |

SECTION THREE-ALL ITEMS

Reward Value

SECTION THREE ITEMS
Means mean

29.1 know that I am really helping my students to learn English 4,31 4,86 0,63
16.1 have a friendly relationship with my students 4,15 4,70 0,80
*42.1 am proud of my job 4,10 0,97
15.1 have good relationships with colleagues 4,06 4,64 0,74
31.My job is enjoyable and stimulating 3,95 4,62 0,78
17.1 have a good relationship with my administrators 3,91 4,38 0,75
30.1 know that I am providing service to society 3,86 3,84 0,73
34.My job is fun 3,84 4,25 0,93
*26.My students evaluate me positively 3,78 0,89
18.1 have a good relationship with my students’ parents 3,77 4,09 0,73
6.Teaching English is a prestigious profession 3,77 4,25 1,13
11.1 have support from other teachers 3,70 3,9 0,79

14.1 receive frequent feedback about the effectiveness of my performance from

my students 3,65 446 0,88

19.There is team work between teachers in my institution 3,56 4,32 0,93
*35.1 am truly satisfied with my profession as a teacher 3,54 1,05
24.My job is challenging 3,52 3,92 0,93
21.My administrators are responsive to suggestions and complaints 3,49 4,53 0,93
10.There are clear rules and procedures at work 3,49 4,56 0,92
27.My administrators evaluate me positively 3,49 4,44 0,88
*40.1 am truly satisfied with my present job 3,49 1,05
*36.My job title is satisfactory 3,47 1,02
12.1 am included in my institution’s goal-setting process 3,41 4.2 0,91
28.My teaching accomplishments are recognized 3,39 4,18 0,82
4.1 have a manageable work load. 3,38 4,49 1,22
5.1 work for a good educational institution 3,33 3,99 1,05
33.I’m relaxed and have peace of mind in my job 3,28 4,49 0,97
8.1 am fairly treated in my institution 3,28 4,62 0,99
23.1 have a job in which I can perform to the best of my ability 3,27 4,68 1,05
39.1 have effective course guidelines 3,14 4,23 1,01
2.1 have flexible working hours 3,14 4,28 1,28

9.1 am allowed sufficient freedom to do what is necessary in my teaching in

order to do a good job 2,99 47 1,16

32.1 have well-prepared course materials 2,99 4,70 1,26
22.My job provides scope to learn and develop my abilities to my full potential 2,95 4,49 1,00
20.1 have an adequate and comfortable physical working environment 2,95 4,38 1,07

25.1 receive frequent enough feedback about the effectiveness of my

performance from my administrators 2,92 4,05 0,93
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SECTION THREE-ALL ITEMS(CONT.)

Reward Value

SECTION THREE ITEMS Means  mean SD
3.1 have good job security 2,91 4,71 1,29
*37.My creative skills are emphasized and rewarded 2,81 0,86
éigl?:a/fezlézfiig;ent opportunities for contact with professionals in the field of 2.80 4.42 1,09
7.1 have prospects for promotion 2,77 3,92 1,07
*38.1 will change my career if | have the opportunity to do so 2,72 1,27
*41.1 will change my job if | have the opportunity to do so 2,70 1,31
1.1 have a satisfactory salary 2,28 4,2 1,10

Note:
1 Colour illustrates intrinsic items
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APPENDIX J

THE QUALITATIVE DATA STATISTICS

Intrinsic Factors Positive (f)  Negative ()
e Imparting knowledge Total: 16 Total: 4
- Students’ understanding the lesson content 8 2
- Students’ success in English and observing their development 8 2
e  Service to society Total:1 Total:2
- Working at rural areas 0 1
- Teaching English to students who do not know even Turkish 0 1
- Seeing some students’ being EFL teachers 1 0
e Job Happiness and Professional Achievement or Challenge or Growth Total:5 Total:0
- Teachers’ creativity for producing activities in the class 2 0
- Trying to do one’s job well 1 0
- Being prepared for the lesson 1 0
- Students’ testing the knowledge of the teacher 1 0
Extrinsic factors Positive (f)  Negative (f)
e Relations with colleagues Total: 12 Total: 1
- Team work with other English teachers 3 1
- Having good relationships with colleagues 4 1
- Support of the colleagues 2 0
- Colleagues’ feedback 2 1
e  Motivational factors related to students Total: 37 Total: 29
- Students’ motivation to learn 4 3
- Interaction with students 3 0
- Students’ personal problems-family issues 0 1
- Students’ prejudices against the lesson 0 3
- Students’ interest and joy in the class 14 9
- Students’ being prepared for the lesson 5 4
- Students’ feedback 9 0
- Students’ behaviours and attitudes 2 9
e Relations with parents Total:10 Total:2
- Parents’ feedback 8 2
- Parents’ attitudes 2 4
e  School management and policies Total:15 11
- Relationships between teachers and administrators 1 0
- Management support and attitudes 6 7
- Administrators’ feedback 5 1
- Discipline at school 1 2
- Rewards 2 0
- Teachers’ clothes 0 1
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THE QUALITATIVE DATA STATISTICS (CONT.)

Extrinsic factors Positive (f) Negative (f)
e Teaching Conditions Total:4 Total: 12
- Language Labs 0 1
- Technological Materials 1 4
- Books’ being enjoyable and suitable for students’ level 0 2
- Other teaching materials such as CDs, flashcards, posters 3 4
- The frequent change of books 0 1
e  Autonomy (control of curriculum) Total: 1 Total: 5
- The lesson content’s being enjoyable 1 0
- The curriculum (too many things to teach) 0 3
- Preparing students for the central exams 0 2
e  Workload and Working schedule Total:0 Total:4
- Work schedule 0 3
- Changing classes during the term 0 1
e  Physical Working Conditions Total:3 Total:9
- The number of the students in a class 1 2
- The physical cond_itions in the classroom such as temperature, noise 5 6

coming from outside
- Special education students in an active class 0 1
e  Career prospects Total:0 Total:0
e Training Total:1 Total:0
- Having the chance to go trainings both in the country and abroad 1 0
e External Recognition Total:2 Total:6
- The attitudes towards the teachers or the teaching profession 1 4
- Ignorance of teachers’ views about the things related to teaching 0 1
- Having a prestigious job 1 0
- Teachers’ being included in the political issues 0 1
e Personal / Physical Conditions of the teachers Total:2 Total:7
- Being psychologically in good mood 1 2
- Personal problems 0 3
- Being physically healthy 1 2
e Salary Total:0 Total:2
e Job Security Total:0 Total:1
e  Other (Weather) Total:1 Total:0
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APPENDIX K
TURKISH SUMMARY

INGILIZCE OGRETMENLERININ MOTIVASYON FAKTORLERI ALGISI
UZERINE BIR ARASTIRMA

Bu ¢alisma Tiirkiye’deki ilk ve ortaokullarda calisan ingilizce 6gretmenlerini
motive ve de-motive eden igsel ve dissal faktorleri belirlemeyi ve bu 6gretmenlerin
su andaki motivasyon diizeylerini bulmayr amaclamistir. Calisma alt1 bdliimden
olusmaktadir. Ik boliim yani, giris boliimiinde motivasyon konusuna genel bir giris
yapilmis  ve Tirkiye’deki Ingilizce 0Ogretimi ve Ingilizce &gretiminin
profesyonellesmesi hakkinda bilgi verilmistir. Arastirmanin arka plani, amaci,
literatlirdeki 6nemi, aragtirma sorulari, sinirlamalar1 ve ¢alismanin diizeni hakkindaki
bilgiler bu béliimde verilmistir. Ikinci boliim literatiir taramasmin yapildig
boliimdiir. Ugiincii béliimde ¢alismanin metodoloji anlatilmistir. Dérdiincii bdliimde
yapilan analizler sonucunda elde edilen bulgular anlatilmistir. Besinci boliimde elde
edilen bulgular literatiirdeki diger ¢alismalarla karsilastirilarak tartigilmistir. Altinci
boliimde calismanin genel bir 6zeti yapilmis ve sonraki ¢alismalar igin Oneriler

sunulmustur.

Giris

Motivasyon, 0Ozellikle 0Ogrenci motivasyonu alaninda yillardan beri
arastirmacilar tarafindan yogun bir sekilde calisilan bir konu olmustur. Ancak
O0grenci motivasyonu yogun bir sekilde arastirilmasina ragmen, Ogretmen
motivasyonu daha ¢ok daha sonra dikkat ¢ekmeye baslamistir. Ingilizce
Ogretmenlerinin motivasyonlar1 ise Ogretmen motivasyonunda oldugu, &grenci
motivasyonu kadar arastirilmamis ve arastirmacilarin ilgisini son yillarda ¢cekmeye
baslamistir. Bu dogrultuda bu calisma, Tiirkiye’deki Ingilizce 6gretmenlerinin
motivasyonlarin1  arastirarak, bu alandaki c¢alismalara katki  saglamayi

hedeflemektedir.
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Tiirkiye 'de Ingilizce Ogretimi

Tiirkiye’deki Ingilizce 6gretimine bakildiginda, diinyadaki diger bircok iilkede
oldugu gibi, Tiirkiye’de de Ingilizce en ¢ok dgretilen ve dgrenilen yabanci dil olarak
ilk sirada yer almaktadir. Tiirkiye’de Ingilizcenin yogun bir sekilde 6gretilmeye
baslamas1 1950’1 yillara dayanmaktadir. 1997 yilina kadar, Tiirkiye’de yabanci dil
Ogretimine altinci sinifta yani ortaokulda baslaniyordu. Ancak 1997 yilinda yapilan
bir degisiklikle Tiirkiye’de zorunlu egitim sekiz yila ¢ikarildi ve bu degisikle yabanci
dil 6gretimine ilkokul dordiincii sinifta baslandi. Bu diizenleme 2013 yapilan, egitim
alanindaki bir baska diizenleme olan 4+4+4 sisteminin baslamasina kadar devam etti.
2013 yilinda yirtrliige giren yeni egitim sistemi ile birlikte Tiirkiye’de devlet
okullarinda yabanci dil 6gretimi ilkokul ikinci sinifta uygulanmaya baslandi. Yapilan
son diizenlemelerle birlikte, Tiirkiye’de yabanci dil 6gretimi ilkokul ikinci sinifta
baslayarak, lise son sinifa kadar devam etmektedir. Yani, 11 yil boyunca yabanci dil
Ogretimi  siirdiirilmektedir. Liseden sonra, iiniversiteye giden &grenciler,
Ingilizcelerini, iiniversitelerin hazirlik simiflarinda ya da béliimlerinde zorunlu ya da
secmeli olarak verilen Ingilizce derslerinde gelistirme sansina sahiplerdir. Ayrica
Milli Egitim Bakanliginin kontroliinde hizmet veren 6zel kurslarda da 6grenciler

Ingilizce 6grenebilmektedir.

Tiirkiye 'de Ingilizce Ogretiminin Profesyonellesmesi

Tiirkiye’deki yabanci dil 6gretiminin profesyonellesmesine bakildiginda,
yabanct dil Ogretiminin tiniversitelerin farklt boliimlerden mezun olan kisiler
tarafindan gerceklestirildigi goriilmektedir. Bu béliimler Ingilizce &gretmenligi,
Ingiliz dili ve edebiyati, Amerikan dili ve edebiyati, ingiliz dil bilimi ve Miitercim
terciimanlik bdliimleridir. Ingilizce dgretmenligi boliimiinden mezun olmayanlar,
pedagojik formasyon derslerini alarak devlete kurumlarinda ya da ¢ogu ozel
kurumda Ingilizce 6gretmeni olarak ¢alisabilmektedir.

Tiirkiye’de Ingilizce dgretmenleri devlete bagli ilkokul, ortaokul ve liselerde

calismak icin KPSS girmek ve atanabilmek icin gerekli puani almak zorundadir. Her
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yil yiizlerce Ingilizce dgretmeni bu sinava girmekte ve bazilart kadrolu olarak
Tiirkiye’nin gesitli yerlerindeki devlete bagh ilkokul, ortaokul ve liselerde kadrolu
Ingilizce 6gretmeni olarak ¢alisma sansini yakalamaktadir.

Devlet iiniversitelerinde ¢alismak isteyen Ingilizce Ogretmeleri, temel
akademik basarty1 6lcen ALES ve yabanci dil bilgisini 6lcen YDS sinavlarina girmek
zorundadir. Bu smavlardan elde edilen puanlarin yani sira, tiniversiteler kendi sozel
ya da yazili smavlarin1 da uygulayarak, kurumlarinda kadrolu olarak calisacak
Ingilizce 6gretmenlerini belirlemektedir.

Ingilizce Ogretmenleri ayrica ozel ilkokul, ortaokul, lise, iiniversite ve
kurslarda da calisma sansina sahiptirler. Ozel kurumlar, Ogretmenlerini kendi

belirledikleri kriterlere gore se¢mektedirler.

Calismanin Amacit ve Arastirma Sorulari

Bu amagla, ¢alismada asagidaki sorular sorulmustur:

1) Ingilizce oOgretmenlerinin algilarina  dayanarak, Tiirkiye’deki ilk ve
ortaokullarda calisan Ingilizce dgretmenlerinin motivasyonlarini etkileyen
i¢sel faktorler nelerdir?

2) Ingilizce Ogretmenlerinin algilarina dayanarak, Tiirkiye’deki ilk ve
ortaokullarda calisan Ingilizce gretmenlerinin motivasyonlarini etkileyen
dissal faktorler nelerdir?

3) ingilizce oOgretmenlerinin algilarna dayanarak, Tiirkiye’deki ilk ve
ortaokullarda calisan Ingilizce Ogretmenlerinin su andaki motivasyon

diizeyleri nedir?
Calismanin Simirlamalar:
1) Calismada zamanin kisitli olmasindan dolayi, anket katilimcisi olarak 79

Ingilizce dgretmeni ile, goriisme katilimeist olarak ise 18 Ingilizce 6gretmeni

ile calisilmistir.

133



2) Caligmaya devlete bagli olan anaokulu, lise ve {iniversitelerde ¢alisan
Ingilizce 6gretmenleri ile 6zel kurumlarda calisan ingilizce dgretmeleri dahil

edilmemistir.

Literatiir Taramast

Bu boliimde oncelikle motivasyon alanindaki teoriler incelenmis ve ¢alismanin
alt yapisini olusturan self-determination (Deci & Ryan, 1985; 2000) teori hakkinda
bilgi verilmistir. Bu teoride, motivasyon iki guruba ayrilmistir. igsel motivasyon ve
digsal motivasyon. Igsel motivasyon kisilerin herhangi bir dis unsur beklentisi
olmaksizin, kendi arzulari dogrultusunda eylemlerini ger¢eklestirmelerini saglayan
motivasyon olarak tanimlanmistir. Digsal motivasyon ise ddiil ya da ceza gibi bir dis
unsur beklentisine bagli olarak kisilerin eylemlerini gergeklestirmesini saplayan
motivasyon tiirii olarak tanimlanmaistir.

Motivasyon teorilerinin incelenmesinin ardindan, i motivasyonu hakkinda
bilgi verilmistir. Bundan sonra ise, egitim alanindaki motivasyon caligmalar
incelenmistir. Oncelikli olarak Ogrenci motivasyonu alanindaki c¢alismalar ele
alimmustir. Bu alandaki ¢alismalarda, 6grenci motivasyonunu etkileyen faktorler cogu
calismanin konusunu teskil etmektedir. Bu c¢alismalarda, Ogretmenler, Ogrenci
motivasyonunu etkileyen Onemli faktorlerden biri olarak gosterilmistir. Bu
dogrultuda, 6gretmen motivasyonu alaninda yapilan ¢alismalar da detayl bir sekilde
ele almmustir. Incelenen calismalarda, Ogretmenlerin motivasyonunu etkileyen
faktdrlerin hem icsel ve hem de dissal faktdrler oldugu tespit edilmistir. Icsel
faktorler ogretme istegi, topluma hizmet ve is mutlugu ve profesyonel basari,
zorlanma ve gelisme iken, dissal faktorler is arkadaslariyla iligkiler, 6grencilerle
iligkilere yonelik faktorler, velilerle iliskiler, okul yonetimi ve yonetim sekilleri,
egitim-ogretim sartlar, otonomi, is ylkii ve is programi, fiziksel calisma sartlari,
kariyer beklentileri, egitim, meslege disaridan bakis, 6gretmenlerin kisisel ve fiziksel
durumlari, maas ve is giivenligi olarak goézlemlenmistir. Bu calismalarda igsel
faktorler olarak 6gretme ve bilgi paylasimi istegi 6n plana ¢ikarken, dissal faktorler
olarak ise 6grenciler, is arkadaslar ile iliskiler ve okul yonetimi ve yonetim sekilleri
on plana ¢ikmistir. Ogretmen motivasyonu alanindaki galigmalarin incelenmesinden

sonra, Ingilizce 6gretmenlerinin motivasyonlarini arastiran ¢alismalar ele alinmistir.
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Bu calismalar, Ingilizce ogretmenlerinin motivasyonlar1 iizerine uluslararasi
calismalar ve Tiirkiye’de yapilan ¢alismalar olarak iki baslik altinda incelenmistir.
Uluslararas1 yapilan ¢alismalarda, Ingilizce 6gretmenlerini motive eden unsurlar
arasinda daha c¢ok igsel faktorlerin yer aldigi sonucu bir¢ok calismada One
stiriilmistiir. Tiirkiye’de yapilan ¢alismalarda ise hem i¢sel hem de digsal faktorlerin

Ingilizce dgretmenlerinin motivasyonlari iizerinde etkili oldugu &ne siiriilmiistiir.

Metodoloji

Calismada betimsel bir analiz yaklagimiyla diizenlenmistir. Hem nitel hem de
nicel verilerin kullanildig1 karma yontem yaklasimi kullanilarak, ¢alismanin verileri

toplanmustir.

Katilimcilar

Anket katilimcilari, Ankara’nin Yenimahalle ve Keg¢ioren ilcelerindeki ilk ve
ortaokullarda ¢alisan Ingilizce 6gretmenlerinden olusmustur. Anket katilimcilar: 79
kisiden olugmaktadir. Katilimcilardan 68’1 bayan 10’u erkektir. Bir kisinin cinsiyeti
belirtilmemistir. Katilimcilarin yarist 30 yas {istli, 16’s1 40 yas iistii, kalan 1 kisi ise
30 yas altindadir. Katilimeilarin 46°s1 devlete bagl ortaokullarda, 32°si devlete bagh
ilkokullarda biri ise hem ilkokul hem de ortaokulda c¢alismaktadir. Katilimcilarin
dokuzu 0-5 yil arasi, 27’si 6-10 yil arasi, 32’si 10-20 yil aras1 ve 11°1 20 yil iizeri

Ingilizce dgretimi deneyimine sahiptir.

Goriisme katilimcilar, Ankara’nin Yenimahalle ve Kegioren ilgelerindeki ilk
ve ortaokullarda calisan 18 Ingilizce dgretmeninden olusmustur. Katilimeilarin 5°i
erkek 1’1 bayandir. Katilimeilarin ticli 30 yas alti, sekizi 30 yas lstii, yedisi ise 40
yas Ustlindedir. Katilimcilarin dordii ilkokullarda, 14’1 ortaokullarda calismaktadir.
Katilimeilarin biri 0-5 yil arasi, altis1 6-10 yil aras1 ve 10°u 11-20 yil aras1 Ingilizce

Ogretimi deneyimine sahiptir.
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Arastirma Araglari

Arastirmanin nicel verileri 80 sorudan olusan bir 6lgek vasitasi ile 79 Ingilizce
ogretmeninden elde edilmistir. Bu 0Ol¢ek daha once yapilan bir calismadan
uyarlanmistir.  Bu 6lgek iic boliimden olusmaktadir. Ik boliimde katilimcilarin
kisisel bilgilerinin alindign sorular yer almaktadir. Ikinci boliimde, 38 madde yer
almaktadir. Bu maddeler ile katilimcilarin isleriyle ilgili baz1 6zelliklere ne kadar
onem verdikleri dl¢iilmeye calisilmistir. Ugiincii boliimde 42 madde yer almaktadir.
Bu bélimde katilimcilarin isleriyle ilgili baz1 6zelliklerden tatmin olup olmadiklari

Olciilmeye calisilmigtir. Ankette yer alan bazi sorular asagidaki gibidir:

IKINCI BOLUM: KAPALI UCLU SORULAR( Liitfen tik atiniz ya da ¢arpt isareti
koyuuz)

Liitfen her bir ifadeyi, sizin i¢in arz ettigi oneme gore tik atarak ya da c¢arp1 koyarak

isaretleyiniz.
1. lyi bir maas

Cok 6nemli- Onemli - Fikrim yok -Onemli degil -Hi¢ 6nemli degil

2. Esnek ¢alisma saatleri

Cok 6nemli- Onemli - Fikrim yok -Onemli degil -Hig 6nemli degil
3. Is giivenligi

Cok 6nemli- Onemli - Fikrim yok -Onemli degil -Hi¢ énemli degil
4. Basa cikabilecegim kadar 1s yiikii

Cok 6nemli- Onemli - Fikrim yok -Onemli degil -Hig 6nemli degil

5. lyi bir iine sahip olan bir kurumda ¢alismak

Cok 6nemli- Onemli - Fikrim yok -Onemli degil -Hi¢ 6nemli degil

6. Net kurallar ve siireglere sahip olma

Cok 6nemli- Onemli - Fikrim yok -Onemli degil -Hi¢ énemli degil

7. Prestijli bir meslege sahip olma

Cok 6nemli- Onemli - Fikrim yok -Onemli degil -Hi¢ 6nemli degil

UCUNCU BOLUM: KAPALI UCLU SORULAR (Liitfen tik atimz ya da ¢arpt isareti koyuuz)
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Liitfen asagidaki ifadeleri okuyunuz ve su andaki mesleginizle baglantili olarak iizerinde
diistiniiniiz. Cevabinizi yandaki 6l¢ekte belirtiniz:

1. Tatmin edici bir maasim var

Kesinlikle katiliyorum-Katiliyorum-Kararsizim-Katilmiyorum-Kesinlikle
katilmiyorum

2. Esnek calisma sartlarina sahibim

Kesinlikle katiliyorum-Katiliyorum-Kararsizim-Katilmiyorum-Kesinlikle
katilmiyorum

3. lyi bir is giivenligine sahibim

Kesinlikle katiliyorum-Katiliyorum-Kararsizim-Katilmiyorum-Kesinlikle
katilmiyorum

4. Basa cikabilecegim bir ig ylikiim var

Kesinlikle katiliyorum-Katiliyorum-Kararsizim-Katilmiyorum-Kesinlikle
katilmiyorum

5. lyi bir egitim kurumu i¢in ¢alistyorum

Kesinlikle katiliyorum-Katiliyorum-Kararsizim-Katilmiyorum-Kesinlikle
katilmiyorum

6. Ingilizce 6gretmek saygin bir is

Kesinlikle katiliyorum-Katiliyorum-Kararsizim-Katilmiyorum-Kesinlikle
katilmiyorum

7. Terfi etme beklentim var

Kesinlikle katiliyorum-Katiliyorum-Kararsizim-Katilmiyorum-Kesinlikle
katilmiyorum

Bu 6lgegin giivenilir olup olmadigini tespit etmek icin, dnceden 50 Ingilizce
O0gretmeninin katildigi bir pilot ¢alisma yapilmis ve bu pilot calisma neticesinde

anketin yliksek derecede giivenilir bir anket oldugu goriilmiistiir.

Aragtirmada, 18 Ingilizce Ogretmeninin katildig1 gorliismeler
gerceklestirilmistir. Bu gorligmelerde 6gretmenlerin  motivasyonlarint  etkileyen
faktorler tizerine 11 soru sorulmustur. Gorligme sorularindan bazilar1 asagidaki

gibidir:
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ROPORTAJ SORULARI

1. Neden yabanci dil 6gretmeni olmayi istediniz?

2. lsinizi icra ederken, motivasyon diizeyiniz hep ayn1 mi1 kaliyor ya da zaman
zaman artip azaliyor mu?

3. Smif icinden ya da disindan, sizin motivasyonunuzu olumlu olarak etkileyen
ana faktorler nelerdir?

4. Smifiginden ya da disindan, sizin motivasyonunuzu olumsuz olarak etkileyen
ana faktorler nelerdir?

5. Smif i¢inden ya da disindan, hangi faktdrler motivasyon diizeyinizin
artmasinda ya da azalmasinda daha etkilidir? Neden?

6. Ders sirasinda ya da 6grencilerinizle ilgilenirken, size mesleginizden tatmin
olma hissini yasatan, olumlu bir olay1 paylasabilir misiniz?

7. Ders sirasinda ya da Ogrencilerinizle ilgilenirken yasadigimiz, sizi
mesleginizden sogutan, olumsuz bir olay1 paylasabilir misiniz?

8. Yonetici ya da 6gretmen arkadaslarinizla iliskilerinizde, size mesleginizden
tatmin olma hissini yasatan olumlu bir olay1 paylasabilir misiniz?

9. Yonetici ya da 6gretmen arkadaslarinizla iliskilerinizde sirasinda yasadiginiz,
sizi mesleginizden sogutan olumsuz bir olay1 paylasabilir misiniz?

10. Kendi ¢alistiginiz okul ya da Milli Egitim Bakanlig1 tarafindan alinabilecek
hangi tedbirler, sizin mesleginizden tatmin olma hissinizin ya da motivasyon
diizeyinizin daha iyi hale gelmesini saglayabilir?

11. Daha 6ne hig¢ kariyerinizi degistirmeyi istediniz mi? Cevabiniz evet ise,
Neden? Kisaca agiklayabilir misiniz?

Veri Analizleri

Veri toplama siireci yaklasik iki buguk ay slirmiistiir. Arastirmanin nicel
verileri SPSS 20. 0 programi ile analiz edilmis, nitel verilerine ise icerik analizi
yapilmustir. Yapilan analizlerde, i¢sel ve digsal motivasyon unsurlart ana kategoriler
olarak hem nicel hem de nitel verilerin agiklanmasinda kullanilmistir. Ayrica, elde
edilen verilerin agiklanmasinda, daha 6nce bir ¢alismada kullanilan (Yau, 2010) alt

kodlar kullanilmistir. Bu alt kodlar asagidaki gibidir:
Nicel verilerin analizinde kullanilan alt kodlar:
e Icsel faktorler

- Bilgi paylasimi,
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- Topluma hizmet

- Kisisel basar1 ve zorlanma ve gelisim

o Dagsal faktorler
- s yiikii ve is programi
- Meslege disaridan bakis
- Maas
- Egitim-0gretim sartlar
- Otonomi
- Kariyer beklentileri
- Egitim
- Is giivenligi
- Ogrencilerle iliskili motivasyon faktérleri
- Fiziksel calisma sartlari
- s arkadaslari ile iliskiler
- Okul yonetimi ve yonetim yaklagimlari

- Destek

Nitel verilerin analizinde kullanilan alt kodlar:
e Icsel faktorler
- Bilgi paylasima,
- Topluma hizmet

- Kisisel basar1 ve zorlanma ve gelisim

e Digsal faktorler
- Is yiikii ve is programi
- Meslege disaridan bakis
- Maas
- Egitim-0gretim sartlar
- Otonomi
- Kariyer beklentileri
- Egitim

- Is giivenligi
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- Ogretmenlerin kisisel/fiziksel durumlari

- Ogrencilerle iliskili motivasyon faktérleri
- Fiziksel calisma sartlari

- Is arkadaslar ile iliskiler

- Okul yonetimi ve yonetim yaklagimlari

- Destek

- Velilerle iliskiler

- Diger

Anketin ikinci bolimi ile toplanan veriler ile, katilimcilar tarafindan bu
boliimdeki her bir maddeye verilen degerler, yani 38 maddenin deger ortalamalar
analiz edildi ve maddeler igsel ve dissal olarak gruplandi. Daha sonra, katilimcilarin
maddeleri ¢ok 6nemli, 6nemli ve en az 6nemli maddeler olarak skorlamalarina gore,
maddeler farkli renklerde gosterildi.

Anketi Tlgciincii boliimiinden elde edilen verilere gore, 42 maddeden
hangilerinin, 6gretmenlerin islerindeki beklentilerini karsiladig: ya da karsilamadigi
analiz edildi. Daha sonra bu maddeler i¢sel ve dissal olarak iki gruba ayrildi. Her bir
maddenin ortalamalarina gére, Ingilizce &gretmenlerinin islerinde beklentilerini
karsilayarak, onlar1 motive eden icsel ve digsal faktorler ve Ingilizce dgretmenlerinin
islerinde beklentilerini karsilamayarak onlar1 de-motive eden igsel ve digsal faktorler
ayirt edildi. Her iki b6liimiin analizlerinden sonra, iki boliimdeki ortiisen maddelerin
ortalamalarina gore uyusmazlik analizleri yapildi. Bu analizlerle, Tiirkiye’deki ilk ve
ortaokullarda calisan Ingilizce 6gretmenlerinin su andaki motivasyon diizeyleri
hakkindaki analizlere destek saglandi. Ayrica, katilimcilarin yine su andaki
motivasyon diizeyleri hakkinda daha fazla veri saglamak i¢in kariyer ve is
degisikligine yonelik niyetleri iki ayr1 madde ile analiz edildi.

Yapilan 18 goriisme araciligi ile toplanan veriler kelimesi kelimesine yazildi
ve bu verilere igerik analizi yapildi. Katilimcilarin algilarina gore, veriler yine igsel
ve digsal faktorler olarak iki ana baglik altinda gruplandi. Daha sonra, goriismelerde
bu faktorlerin pozitif ya da negatif olarak bahsedilme sekillerine gore, faktorler

pozitif ve negatif olarak daha once belirtilen kodlarin altinda gruplandi.

140



Bulgular

Daha 6nce de belirtildigi gibi arastirmada Ingilizce dgretmenlerinin algilarma
dayanarak, Tiirkiye’deki ilk ve ortaokullarda calisan Ingilizce Ogretmenlerinin
motivasyonlarmi etkileyen igsel faktorler, Ingilizce Ogretmenlerinin algilarma
dayanarak, Tiirkiye’deki ilk ve ortaokullarda calisan Ingilizce ogretmenlerinin
motivasyonlarmi etkileyen dissal faktorler ve Ingilizce dgretmenlerinin algilaria
dayanarak, Tiirkiye’deki ilk ve ortaokullarda ¢alisan Ingilizce 6gretmenlerinin su

andaki motivasyon diizeyleri arastirilmistir.

Bu sorularin cevabina yonelik yapilan analizlerde su bulgulara ulasilmistir:

Dokuz igsel maddeden yedisi, katilimcilar tarafindan ¢cok 6nemli ya da 6nemli
olarak skorlanmistir. ‘Ogrencilerin Ingilizce 6grenmesine yardim etmek’ maddesi
anketin en ¢ok 6nem verilen ig¢sel faktor maddesi olarak tespit edilmistir. Nitel
verilerin bir kismi da bu bulguyu desteklemektedir. Katilimcilar tarafindan ¢ok
onemli ya da onemli olarak degerlendirilen diger igsel faktorler, isteki mutluluk,
profesyonel basari, zorlanma ve gelisme ile ilgili maddeler olarak belirlenmistir.
Icsel faktorleri temsil eden sadece iki madde katilimeilar tarafindan az 6nemli olarak
skorlanmigtir. Bu maddeler, ‘topluma hizmet saglama’ ve ‘zorlayici bir ise sahip
olma’ maddeleridir.

Aragtirmanin ikinci sorusuna yonelik bulgular asagidaki gibidir:

Nicel bulgulara gore, is giivenligi, 0grencilerle iliskiler, otonomi, egitim-
Ogretim sartlar1, is arkadaglariyla, ailelerle ve yoneticilerle olan iligkiler, okul
yonetimi ve yonetim sekilleri, is ylikii ve is programi, fiziksel ¢calisma sartlari, egitim
firsatlari, meslege disaridan bakis ve maas, Tiirkiye’de ilk ve ortaokullarda calisan
Ingilizce dgretmenleri tarafindan gok onemli ve dnemli olarak goriilmiistiir.

En az onem verilen maddeler arsinda dissal faktorleri temsil eden dort adet
madde gozlemlenmistir. Bu faktorler, ¢alisilan kurumun iyi olarak taninmasi, iste
yiikselme beklentileri, diger 6gretmenlerden destek ve saygin bir is basligi olarak

tespit edilmistir.
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Nicel bulgulara dayanarak 6gretmenlerin kisisel ve fiziksel durumlari ile hava
kosullar1 da Ingilizce dgretmenlerinin motivasyonlarini etkileyen faktorler arasinda
bulunmustur.

Nitel ve nicel bulgularin sonuglarimin ¢ogunlukla aymi yonde oldugu
goriilmiistiir. Ancak is giivenligi ve maas faktorleri Ingilizce 6gretmenleri tarafindan
onem verilen maddeler arasinda olmasma ragmen, nicel verilerde sadece bir
O0gretmen is giivenliginden ve sadece iki 6gretmen maaglardan bahsetmistir.

Aragtirmanin iigiincii sorusuna yonelik bulgular asagidaki gibidir:

Icsel bir faktdr olarak 6gretme istegi ve bilgi aktarimi, digsal faktdrler olarak
ise, Ogrenciler ve is arkadaslariyla iyi iliskiler Tirkiye’deki ilk ve ortaokullarda
calisan Ingilizce dgretmenlerinin islerinde tatmin oldugu ve onlarin motivasyonlarimi
arttiran faktorler olarak tespit edilmistir.

Isteki mutluluk ve profesyonel basari, zorlanma ve gelismeyi ve topluma
hizmeti kapsayan igsel faktorler, Tiirkiye’deki ilk ve ortaokullarda ¢alisan Ingilizce
Ogretmenlerinin iglerinde tatmin olmadigi ve onlarin motivasyonlarini olumsuz
olarak etkileyen faktorler tespit edilmistir.

Ogrencilerle, velilerle, is arkadaslariyla ve yoneticilerle olan iliskiler, meslege
disaridan bakis, fiziksel ¢aligma sartlari, okul yonetimi ve yonetim sekilleri, otonomi,
is yikii ve is programi, egitim-0gretim sartlari, is giivenligi, kariyer beklentileri,
egitim ve maas Tiirkiye’deki ilk ve ortaokullarda calisan Ingilizce 6gretmenlerinin
islerinde tatmin olmadig1 ve onlarin motivasyonlarini olumsuz olarak etkileyen digsal
maddeler olarak tespit edilmistir.

Dokuz igsel faktdrden altisinin ve 26 dissal faktorden 24’{iniin -% 10’un
tizerinde uyusmazlik yiizdesine sahip oldugu goriilmistiir. Bu verilere gore,
Tiirkiye’deki ilk ve ortaokullarda ¢alisan Ingilizce dgretmenlerinin islerinde tatmin
olmadig1 bircok faktore 6nem vermelerine ragmen, isleriyle alakali i¢sel ve digsal bir
¢ok unsurdan memnun olmadiklari tespit edilmistir.

Tiirkiye’deki ilk ve ortaokullarda ¢alisan Ingilizce dgretmenlerinin isleriyle
alakali su andaki motivasyon diizeyini 6lgmek amaciyla, Ingilizce 6gretmenlerinin
kariyer ve is degisikligine yonelik niyetlerini tespit eden analizlerin sonucuna gore,
Ingilizce Ogretmenlerinin yarisinin herhangi bir is ya da Kkariyer degisikligi

istemedigi goriilmistiir. Ancak, katilimcilarin % 20sin’den fazlasinin kariyer ya da is
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degisikligi icin niyetleri oldugu, kalan diger Ingilizce dgretmenlerinin ise bu konuda

kararsiz olduklar1 goriilmiistiir.

Sonug

Yapilan analizlerin sonuglarma gore, Tirkiye’deki ilkokul ve ortaokullarda
calisan Ingilizce ogretmenlerinin ¢ogu icsel ve dissal faktdrii motivasyonlarini
etkileme acisindan ¢ok Onemli ya da Onemli olarak gordiigii tespit edilmistir.
‘Ogrencilerin Ingilizce 6grenmesine yardimci olma’ maddesi, anketteki biitiin
maddeler arasinda katilimcilar tarafindan en ¢ok ©nem verilen madde olarak
belirlenmistir. Cok 6nemli ya da 6nemli olarak degerlendirilen diger icsel faktorler,
isteki mutluluk, profesyonel basari, zorlanma ve gelisme ile ilgili maddeler olarak
tespit edilmistir. i¢sel faktorleri temsil eden sadece iki madde katilimcilar tarafindan
az 6nemli olarak belirlenmistir. Bu maddeler, ‘topluma hizmet saglama’ ve ‘zorlayici

bir ise sahip olma’ maddeleridir.

Arastirmanin li¢linclisii sorusuna yonelik yapilan analiz sonuglarma gore,
Ogretmenlerin islerindeki bir¢ok igsel ve digsal Gzellikten tatmin olmadigr ve su
andaki motivasyon diizeylerinin cok yiiksek olmadigi gozlemlenmistir. Icsel bir
faktor olarak ogretme istegi ve bilgi aktarimi, digsal faktorler olarak ise, dgrenciler
ve is arkadaslariyla iyi iliskiler Tiirkiye’deki ilk ve ortaokullarda ¢alisan Ingilizce
O0gretmenlerini tatmin eden 6zellikler olarak bulunmustur.

Isteki mutluluk ve profesyonel basari, zorlanma ve gelismeyi ve topluma
hizmeti kapsayan igsel faktorler, Tiirkiye’deki ilk ve ortaokullarda galisan Ingilizce
ogretmenlerinin iglerinde onlar1 tatmin etmeyen unsurlar olarak tespit edilmistir.

Ogrencilerle, velilerle, is arkadaslariyla ve yoneticilerle olan iliskiler, meslege
disaridan bakis, fiziksel ¢alisma sartlari, okul yonetimi ve yonetim sekilleri, otonomi,
is yiki ve is programi, egitim-0gretim sartlari, is giivenligi, kariyer beklentileri,
egitim ve maas, Tiirkiye’deki ilk ve ortaokullarda calisan Ingilizce dgretmenlerini

islerinde tatmin etmeyen dissal unsurlar olarak tespit edilmistir.
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Arastirmanin Crkarimlar

Aragtirmada yapilan literatiir taramasi sunu goOstermistir ki Ogretmenler
Ogrencilerin kisisel ve akademik gelisimleri tizerinde ¢cok onemli bir etkiye sahiptir.
Bu nedenle &gretmenlerin motivasyonlarni arttirmak i¢in ne yapilabilecegini
belirlemek adina, 6gretmenleri motive ve de-motive eden faktorleri tespit etmek
biiyiik énem arz etmektedir. Ozelikle, Ingilizce 6gretiminin kalitesine yonelik her
daim tartismalarin yasandig Tiirkiye ortaminda, ingilizce 6gretimi alaninda daha iyi
sonuclar elde etmek igin, Ingilizce Ogretmenlerinin motivasyonlari arttiran
kaynaklar1 gelistirmek ve Ingilizce Ogretmenlerinin motivasyonlarini azaltan
kaynaklar1 ortadan kaldirmak, Tiirkiye’deki Ingilizce 6gretiminin kalitesini
arttirmaya yardime1 olabilir. Bu nedenle, egitim alanindaki otoriteler, 6gretmelerin

motivasyon arttiran ve azaltan faktdrlere yonelik gortislerini dikkate almalidirlar.

Ilerideki Calismalar Icin Oneriler

Bu c¢alismada Tiirkiye’deki ilk ve ortaokullarda ¢alisan Ingilizce
ogretmenlerini motive ve de-motive eden igsel ve dissal faktorleri belirlemeyi ve bu
ogretmenlerin su andaki motivasyon diizeylerini bulmayr amaglamistir. Tiirkiye’deki
diger devlet kurumlarinda ¢alisan Ingilizce 6gretmenleri ile, 6zel kurumlarda ¢alisan
Ingilizce 6gretmenleri calismaya dahil edilmemistir. Bu nedenle calismaya dahil
edilmeyen Ingilizce o6gretmeni gruplarmin  da  Ingilizce &gretmenlerinin
motivasyonlarini arastiran ¢alismalara dahil edilmesi, bu alanda daha genellenebilir
ve glivenilir sonuglar elde edilmesine olanak saglayacaktir. Ayrica, bu calismada
cinsiyet, tecriibe yil1, gibi diger faktdrlerin Ingilizce 6gretmenlerinin motivasyonu
tizerindeki etkilerine bakilmamistir. Ancak, ileride bu alanda yapilacak caligmalar,
yas, cinsiyet, tecrilbbe yili ve egitim geg¢misi gibi ¢esitli demografik ozelliklerin

Ingilizce dgretmenlerinin motivasyonlari iizerindeki etkilerini arastirabilirler.
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APPENDIX L
TEZ FOTOKOPISI iZIN FORMU

ENSTITU

Fen Bilimleri Enstitiisii

Sosyal Bilimler Enstitiisii
Uygulamali Matematik Enstitiisti
Enformatik Enstitiisii

Deniz Bilimleri Enstitiisii
YAZARIN

Soyadr :

Adi

Boliimii :

TEZIN ADI (ingilizce) :

TEZIN TURU : Yiiksek Lisans

. Tezimin tamamindan kaynak gdsterilmek sartiyla fotokopi alinabilir.

. Tezimin igindekiler sayfasi, dzet,

[ ]

Doktora

indeks sayfalarindan ve/veya bir

boliimiinden kaynak gosterilmek sartiyla fotokopi aliabilir.

. Tezimden bir (1) il siireyle fotokopi alinamaz.

TEZIN KUTUPHANEYE TESLIiM TARIiHi:
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