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ABSTRACT

The motivational factors of knowledge workers and teachers has been 
WKH�PDMRU� LQWHUHVW� LQ� UHVHDUFK�ZRUOG� IRU�PDQ\� \HDUV��+RZHYHU�� YHU\�
few current research on motivational factors of teachers as knowledge 
workers. The purpose of this paper is to review the literature on intrinsic 
and extrinsic motivational factors of teachers as knowledge workers, 
IRFXVVHG�RQ�SURIHVVLRQDO�GHYHORSPHQW��MRE�DXWRQRP\��MRE�VHFXULW\��UHZDUG�
and recognition, monetary incentives and working environment. This 
UHYLHZ�LV�VLJQL¿FDQW�WR�HGXFDWLRQDO�SROLF\PDNHU��VFKRRO�DGPLQLVWUDWRU�DQG�
the government to have an insight into motivational factors of teachers 
DV� NQRZOHGJH�ZRUNHUV� DQG�KRZ� WKHVH� IDFWRUV� FDQ� LQFUHDVH� WHDFKHU� MRE�
satisfaction.
Keywords: knowledge workers, teachers, autonomy, job security, reward and recognition.

INTRODUCTION

Previous studies indicated that teachers suffered lack of occupational 
satisfaction compared to others job profession. It is likely that dissatisfactions 
can be correlated with several factors that can demotivated them toward 
achieving job satisfaction. Intrinsic and extrinsic motivational factors can 
positively or negatively connect to teacher job satisfactions. Thus, it is 
LPSRUWDQW�WR�FDUULHG�RXW�WKLV�VWXG\�LQ�RUGHUV�WR�¿QG�RXW�IDFWRUV�WKDW�OHDG�WR�
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overall satisfaction of teachers as knowledge workers.  
To many, teachers is not a knowledge workers. It is often overlooked 

and deemed unimportant as people often views knowledge workers as 
VRPHRQH� LQ�PRUH� KLJKO\� SURIHVVLRQDO� ¿HOGV� VXFK� DV� HQJLQHHU�� GRFWRUV��
lawyers and information system designer. The recognition of teachers as 
NQRZOHGJH�ZRUNHU�ZDV�¿UVW�PDGH�E\�'UXFNHU� LQ������ WKDW�PHQWLRQ� WKH�
productivity of teachers is measure based on the quality of the performance 
just like other knowledge worker. Accordingly, Le Borgne (2012) portraying 
following traits associated with teachers as modern knowledge workers such 
as collaboration, best practices, knowledge mapping, cultures, information 
audits and others. This is supported by Whitby (2013) that stated teacher are 
NQRZOHGJH�ZRUNHUV�WKDW�GH¿QH�WKHLU�RZQ�QHHGV�DQG�SXUSRVHV�DQG�XVH�WKHLU�
connections to gain information and formulate their knowledge.

However, there is lack of current research on motivational factors of 
teachers in the aspect of knowledge worker and in the context of primary 
school in Malaysia. Since teacher populate the centre position in primary 
education systems, therefore, it is crucial to identify what are the motivation 
factors of teacher as knowledge workers and how these factors improve 
their job satisfaction. In general, this paper has been structured into several 
VHFWLRQV��7KH�¿UVW� VHFWLRQ� LV� WKH� EDFNJURXQG� RI� WKH� VWXG\��7KH� VHFRQG�
section is literature review on motivational factors of teachers, focussed on 
professional development, job security, job autonomy, monetary incentives, 
reward and recognition and working environment. The last section is the 
summarisation of the paper.

LITERATURE REVIEW

Professional development

Teacher professional development is the internal processes and 
activities designated to create and increase the knowledge, expertise, skill 
and attitudes of teacher professionally (Guskey, 2000; Timperley et.al. 
2007). According to Koster et al. (2008) and Ben-Peretz et al. (2010), 
teacher professional development constituted of inexplicit ways of learning 
DQG�WR�HQFRXUDJH�RQH¶V�SHUVRQDO�FRPSHWHQFHV��7KLV�LV�VXSSRUWHG�E\��:DQJ�
DQG�3DLQH��������+X��������3DLQH�	�+DQ��������WKDW�LQFOXGH�VFKRRO�EDVHG�
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teaching research group, teaching contest and public lesson as part of teacher 
professional development.

7KH�FRQWLQXLW\�RI�WHDFKHU�SURIHVVLRQDO�GHYHORSPHQW�LV�EHQH¿FLDO�LQ�
improving school standards, enhancing the quality of teacher and improving 
VWXGHQW�OHDUQLQJ��<DWHV��������'D\��������9HUORRS��������2SIHU�	�3HGGHU��
2011). However, teacher professional development initiatives should be 
based on persistence improvement, motivation, cooperation and foundation 
of professional learning cultures of schools to be successful (Fullan, 2011; 
4XLQQ�	�)XOODQ��������:LOOLDP���������$V�NQRZOHGJH�ZRUNHU�� WHDFKHUV�
have the strong will to achieve their own goals in career development and 
WR�EH�UHFRJQL]HG�E\�SURIHVVLRQDO�FRPSHHUV��&DR���������

Job Autonomy

The primer factors that differentiate a knowledge worker with regular 
workers are their need to have job autonomy (Pyoria, 2005; Davenport, 2005; 
Mladkoya, 2011). Knowledge worker demanded for higher job autonomy 
as they preferred to be in charges of more acknowledgeable piece of work 
DQG�RXJKW�WR�SHUIRUP�YDULRXV�WDVNV�WKDQ�UHJXODU�ZRUNHU��0LNXOLF�	�+HUQDXV��
2014). Teacher as knowledge worker need job autonomy to carry out their 
teaching and other duties diligently such as applying their own methods 
RI�WHDFKLQJ��7HDFKHU�DXWRQRP\�LV�GH¿QHG�DV�WHDFKHU�DELOLW\�WR�HPSOR\�LQ�
self-directed teaching and capacity to take charge of their own teaching 
include autonomous action, decision-making and vital contemplation 
�*DYULOLXN���������(PSOR\HH�ZLWK�MRE�DXWRQRP\�UHVXOWHG�LQ�JUHDW�HI¿FLHQWO\�
of work, intrinsic motivation and creating a conducive working environment 
�/DQJIUHG�DQG�0RYH��������.URWK�	�3XHWV��������6LVRGLD�	�'DV���������2Q�
the other hand, Lamb (2008) suggest that exemption to teach in their own 
way and improve their teaching through intellectual thinking and research 
are the expression of autonomy. 

Previous studies also found that job satisfaction is positively related to 
MRE�DXWRQRP\��'H�&DUOR�	�$JDUZDO��������1JX\HQ�HW�DO���������7KRPDV�HW��
al., 2004; Liu et.al., 2005). For examples, a study by Houston et.al. (2006) 
IRXQG�WKDW�DFDGHPLFLDQ�ZDV�IDLUO\�VDWLV¿HG�ZLWK�LPPXQLW\�WR�DSSO\�WKHLU�RZQ�
methods of work and have a diversity of task. Teacher with great degree of 
autonomy demonstrated higher job satisfaction on their work (Serow et.al., 
������3HULH�	�%DNHU��������'XII\�	�5LFKDUG��������
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Job Security

&XUUHQWO\�� HPSOR\HH�ZDQW� WR� NHHS� WKHLU� MRE� DV� ORQJ� WKH\�ZLVK��
Accordance to Tower Watson (2010), due to economic crisis nowadays, 
Malaysian employees rate job security as their top priority. Thus, it has 
become one of the essential components among employee preference list 
(KPMG, 2010; Schappel, 2012). -RE�VHFXULW\�LV�GH¿QHG�DV�WKH�DVVXUDQFH�
of employee in their job continuity with probability of keeping his/her job 
�-DPHV��������$GHED\R�	�/XFN\���������,W�LV�FRQFHUQ�ZLWK�WKH�RSSRUWXQLWLHV�
of employees to keep their position instead of unemployed and the employee 
sense of secure from being dismissed from their current job (Simon, 2011; 
(VXK��0RKG�	�+DP]DK���������

Different profession and employment have different level of job 
security. Teacher can be categorized as one of the knowledge workers 
in Malaysia with high job security. They have less probability of being 
GLVPLVVHG� IURP�FXUUHQW� HPSOR\PHQW�EHFDXVH�RI� WKHLU� LQGH¿QLWH�FRQWUDFW�
with the government. Government, education, law enforcement and health 
care offer high job security while private sectors have low job security 
�$GHED\R�	�/XFN\���������$�VWXG\�E\�8QLYHUVLW\�RI�0LFKLJDQ¶V�&HQWUH�IRU�
WKH�&HQWUH�IRU�(GXFDWLRQ�RI�:RPHQ��������IRXQG�WKDW�WHDFKHU�QHHG�JUHDWHU�
job security to assist them in balancing work and life and free from stress. 
Another study on the level of job satisfaction among teacher in public 
VHFRQGDU\�VFKRROV�LQ�7DQ]DQLD�DOVR�UHYHDOHG�WKDW�WHDFKHU�ZDV�VDWLV¿HG�WR�
work in public school due to high job security, permanent assurance on 
position and pension grant (Ombeni, 2016). 

Monetary Incentives

0RQHWDU\�LQFHQWLYHV�GH¿QHG�DV�FHUWDLQ�DPRXQW�RI�PRQH\�FRPSHQVDWHG�
WR�DQ�HPSOR\HH�IRU�WKHLU�MRE��+HDWK¿HOG���������6DODU\�RU�PRQHWDU\�UHZDUG�
are used as motivation strategies to improve job performance, employee 
FRPPLWPHQW�DQG�VDWLVIDFWLRQ��7D\ORU��������$NLQWR\H��������7HOOD�HW�DO���
2007). The Ministry of Education Malaysia already established their 
allowance and incentives plan for teachers in primary and secondary school 
in Malaysia. The allowance and incentives subjected to teacher are housing 
allowance, entertainment, house and car loan, cost of living and public 
service allowance (Ministry of Education, 2010). Teachers as one of public 
servant are proclaims to these allowances. 
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Bohlander et al. (2001) emphasized that compensation incentives 
are the crucial element in motivating teacher and need to become the focal 
point of educational administrator. As reported by Millan, et al. (2011), 
higher salary will increase employee job satisfaction. Another study by 
1RRUGLQ�	�-XVRII��������DOVR�IRXQG�WKDW�PRQHWDU\�FRPSHQVDWLRQ�LV�RQH�
of the motivational antecedent of teacher satisfaction. If the employee is 
not being paid enough with the job done, a sense of dissatisfaction will 
eventually develop.

Reward and Recognition

Reward is the economic welfares that is being provided to employee, 
exemplified by promotion, spoken recognition and obligation while 
recognition is the key in ensuring employee engagement (Deperi, Tortia 
	�&DSLWD��������6XQ���������5HFRJQLWLRQ�IRU�WHDFKHU�VKRXOG�EH�SXEOLFO\�
known and resulted in monetary gains for their achievement in academic 
and research (Rao, 2016). One of the highest reward and recognition for 
teachers in Malaysia is the Excellence Teacher Award. It is one of the 
schemes that arouse teaching standards in Malaysia, increase teacher wages 
and improve standard of living aside from boosting their morale, motivation 
and satisfaction (Ismail, 2017). The Excellence Teacher Award is to reward 
WHDFKHUV�ZKR�EHFDPH�H[SHUW�LQ�WKHLU�VXEMHFW��H[HPSOL¿HG�RWKHU�WR�IROORZ�
the trails by improve their quality of teaching, improve school standards 
and increase promotional opportunities to teacher (Hamzah et al., 2008).

Working Environment

Working environment of an educational institution such as school 
is an optimal environment for teacher well-being associated with teacher 
productivity, input and happiness (Timms, 2013). Thus, school administrators 
need to play their part in promoting a conducive environment that resulted 
to the increase of teacher engagement (Schaufeli, 2004). Another study 
added that support of administrator in dealing with problematic students, 
trust between teachers and administrator and having good balance of work 
and personal life are practice of fair routine within working environment 
�+RZDUG�	�-RKQVRQ��������0DVODFK�	�/HLWHU��������0DXERUJQH�	�.LP��
������%URXJK� HW� DO��� �������0XKDPPDG��$VDG��8VDPD�	�$IIDQ� �������
further added that teacher should be provided with dynamic environment to 
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HQKDQFH�WKHLU�VNLOOV��FRPSHWHQFH��NQRZOHGJH�DQG�ERRVW�WKHLU�FRQ¿GHQFH��,W�
is compliance with a study that stated teacher perception on their working 
environment such as nature of students, class size and school facilities 
DUH�GRPLQDWLQJ�WKHLU�MRE�VDWLVIDFWLRQ��0D�	�0DFPLOODQ��������7D\ORU�	�
7DVKDNNRUL��������3HULH�HW�DO���������'LQKDP�	�6FRWW��������������&ROOLH�
et al., 2012).

Job Satisfaction

-RE�VDWLVIDFWLRQ�FDQ�EH�GH¿QHG�DV�D�PXOWLGLPHQVLRQDO�FRQFHSW�WKDW�KDYH�
HPSOR\HH¶V�SHUVSHFWLYH��EHKDYLRXUV��HPRWLRQ�DQG�EHOLHI�DERXW�WKHLU�MRE��/X�
HW�DO���������6SHFWRU��������/RFNH��������%DUULEDOO�	�&RRPEHU��������3LOOD\��
�������,W�LV�UHIHUUHG�WR�WKH�SRVLWLYH�DQG�QHJDWLYH�IHHOLQJV�WKDW�LQGLYLGXDOV�
have toward their job and work, resulted from their job experience (Judge 
	�.DPPH\HU�0XOOHU��������-XGJH�	�5REELQV���������1XPHURXV�IDFWRUV�
that cause job satisfaction is autonomy, recognition, working environment, 
MRE�VHFXULW\��RUJDQL]DWLRQDO�FOLPDWH�DQG�VXSSRUW��/RN�	�&UDZIRUG��������
0RVDGHJK�	�<DUPRKDPPDGLDQ��������6FK\QV�HW�DO����������

There are number of studies suggest that intrinsic motivation have 
more impact on job satisfaction than extrinsic factors. For examples a study 
E\�:HL�&KHQJ��(OOVZRUWK�	�+DZOH\��������KLJKOLJKWHG�WKDW� WHDFKHU�DUH�
more motivated by intrinsic factors such as professional development and 
training than extrinsic factors such as pay. Other studies also showed that 
WHDFKHUV�DUH�FOHDUO\�PRWLYDWHG�E\�LQWULQVLF�IDFWRUV�DQG�LQÀXHQFH�PRUH�RQ�
MRE�VDWLVIDFWLRQ�FRPSDUHG�WR�H[WULQVLF��+HU]EHUJ�HW�DO���������6HUJLRYDQQL��
������.DXIPDQ��������%DUNGROO��������6DDG�HW�DO���������'LOZRUWK�������
DQG�5XKO�6PLWK�HW�DO����������(YHQ� WKHUH� LV�QXPHURXV�VWXGLHV�VXJJHVWHG�
that teachers are more motivated by intrinsic motivation, but some studies 
emphasized that the combination of intrinsic and extrinsic motivation is the 
EHVW�PRWLYDWLRQ�IRU�WHDFKHU�MRE�VDWLVIDFWLRQ��%HLQ�HW�DO���������:X�	�6KRUW��
������3KLOLSV�	�'YRUDN��������

REVIEW

Based on previous study, there are seven variables that being 
analysed and reviews for this paper which is professional development, 
job autonomy, job security, reward and recognition, monetary incentives, 
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working environment and job satisfaction. Most of the previous study 
focussed on job satisfaction and their connection with monetary incentives 
and working environment. A previous study highlighted the importance of 
teacher professional development in improving working environment by 
raising school standard, improve quality of teacher and student learning 
�<DWHV��������'D\��������9HUORRS��������2SIHU�	�3HGGHU���������$QRWKHU�
study discussed on teacher with high-degree of job autonomy demonstrated 
KLJKHU�VDWLVIDFWLRQ�RQ�WKHLU�ZRUN��6HURZ�HW�DO���������3HULH�	�%DNHU�������
DQG�'XII\�	�5LFKDUG���������

Other than that high level of job security, assurance on permanent 
position and monetary incentives such as pension grant are the factors that 
lead to teacher job satisfaction in public school (Ombeni, William, Msuya, 
2016). It is supported by another study that monetary incentives can be used 
to motivate employee in improving their job performance, commitment 
DQG� VDWLVIDFWLRQ� �7D\ORU�� ������$NLQWR\H�� ������7HOOD� HW�DO��� �������2QH�
of the latest study conducted in Malaysia are focussing on The Excellent 
Teachers Award scheme. This scheme improved teacher professional 
development, increase salary, public recognition and boost their motivation 
DQG� VDWLVIDFWLRQ� �,VPDLO�� �������/RN�	�&UDZIRUG� �������0RVDGHJK�	�
<DUPRKDPPDGLDQ���������DQG�6FK\QV�HW�DO���������OLVWHG�QXPHURXV�IDFWRUV�
that lead to job satisfaction as job autonomy, job security, recognition and 
working environment. Teacher perception on working environment are 
DOVR�IRXQG�WR�EH�KLJKO\�LQÀXHQFLQJ�WKHLU�MRE�VDWLVIDFWLRQ��0D�	�0DFPLOODQ��
������7D\ORU�	�7DVKDNNRUL��������3HULH�HW�DO���������'LQKDP�	�6FRWW�������
�&ROOLH�HW�DO���������

CONCLUSION

In conclusion, teacher are knowledge workers and the vital element in 
education systems. Highly-motivated teachers will not only give positive 
impact to their student but also to the school, administrator, ministry and 
public generally. Identifying the intrinsic and extrinsic factors that motivated 
teachers toward job satisfaction are crucial. The intrinsic and extrinsic 
motivation exemplified by professional development, job autonomy, 
job security, monetary incentives, reward and recognition and working 
environment are factors that can motivate teachers as knowledge workers 
toward achieving job satisfaction. 
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These factors are intended to effectively motivated teachers toward 
WKHLU� MRE�VDWLVIDFWLRQ�DQG�ZLWK� WKH�¿QGLQJV�� WKH�DXWKRULWLHV�FDQ�UHLQIRUFH�
or change the present administration policies and practice by giving more 
opportunities and support for teacher professional development. This study 
can furnish new insight into ameliorating connections to improve educational 
system. School administrator should have some understanding on what are 
the factors that affect teacher job satisfaction and how satisfaction impact 
WKHLU�ZRUN�OLYHV��7KH�¿QGLQJV�RI�WKLV�VWXG\�VKRXOG�SURYLGH�SROLF\�PDNHUV�DQG�
HGXFDWRUV�ZLWK�D�FRUQHUVWRQH�LQ�UHWDLQLQJ�VDWLV¿HG�WHDFKHUV�DQG�PRWLYDWLQJ�
teacher with low job satisfaction.
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