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ABSTRACT

The 2018 Human Development Report published by the World Bank defines teacher motivation
as one of the factors leading to a crisis in education, as manifested by the high turnover rate.
Although the turnover rate among teachers in Turkey is not as great as the rate in the world, it is
known that teachers are not satisfied particularly with their salaries. According to Ministry of
Education datas, approximately one million teachers are preparing the young population for the
future in Turkey. In this process, teachers’ work motivation and job satisfaction levels can affect
educational outcomes. The present study aims to explore the relationship between music
teachers’ work motivation and job satisfaction by focusing on a specific group. The subject was
handled within the framework of Herzberg’s dual-factor theory. Understanding how motivated
and satisfied teachers are with their work makes relevant educational investments functional.
Doing so also helps identify the problems related to teachers’ motivation and satisfaction that
need to be addressed. Based on the subscales shaped by the data obtained from the scales, new
policies can be developed in the educational sphere. The study, conducted in the second
semester of the 2019-2020 academic year, enrolled all the music teachers (N=104) working at the
primary and secondary education levels in the city center and districts of Tokat located in the
northeast of Turkey. The data were collected by the Work Motivation Scale, Minnesota Job
Satisfaction Questionnaire, and Demographic Information Form. The teachers answered on the
online platform after completing the permissions, ethics committee event, and research
permissions from the authors who make up the scales. The data set is collected here and
transferred to the Statistical Package for the Social Sciences. The data were expressed as mean
and standard deviation, and the T-test and ANOVA were used. In addition, the Pearson
correlation test and simple linear regression analysis were used. Our findings indicate that music
teachers have low levels of work motivation and job satisfaction and that there is a relationship
between work motivation and job satisfaction. Teachers’ extrinsic motivation levels vary
according to teaching experience and age, and their job satisfaction levels vary according to
teaching experience. Also, the work motivation of music teachers affects job satisfaction.
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INTRODUCTION

In Turkey, 994 thousand 634 teachers work in public educational institutions affiliated to the Ministry of
National Education in the 2018-2019 academic year (The Ministry of Education, 2019: 54). “Teachers do not
only affect education policies but also are affected by them.” (Can, 2019: 1619). Therefore, the task of raising
competent individuals in order to ensure and sustain the economic, social, and cultural development of the
country is carried out in a teacher-oriented system. Those who consider the teaching profession valuable are
likely to choose this profession (Akbaba, 2002: 3). The value attributed to the teacher and the teaching
profession varies depending on the development level of countries (Ozkan, 2005). Varkey (2013) stated that
the teaching profession is gradually degrading in terms of status. In Turkey, most of the teachers think that the
prestige and image of the teaching profession in society have been diminished (Ozdemir & Orhan, 2019; Unsal,
2018). Although teachers believe that their motivation derives from influencing the development of a child and
contributing to the community (Organisation for Economic Co-operation and Development, 2019), they also
state that the society sees teachers as educated babysitters (Turkish Education Association, 2004: 52). It is
known that the members of the professions that are respected by society have higher levels of job satisfaction

(Balci, 1993: 13).

Previous studies have noted many factors that decrease the motivation and satisfaction levels in the teaching
profession, such as the monotony of daily routines, discipline on the students’ part, a lack of support and
appreciation (Hargreaves, 1994), a lack of professional autonomy, and low wages (Scott & Dinham, 2003).
These and similar problems have also been reported as the factors that prevent teachers from getting satisfied
with their work (Crossman & Harris, 2006; Thompson, McNamara & Hoyle, 1997). A person spends most of
his/her life working. The time spent working is also expected to affect the life satisfaction level. In addition, a
dissatisfied teacher may experience stress and affect the learning level of his/her students (Chaudhari, 2012).
How an individual evaluates working conditions is related to his/her job satisfaction and work motivation
(Greenberg & Baron, 1995; Noe, Hollenbeck, Gerhart & Wright, 2009). The concepts to be examined in the

current study are job satisfaction and work motivation.

Motivation is the state of focus on the effort to achieve a goal (Robbins & Judge, 2013: 202). Meeting the needs
forms the basis of motivation (Hanks, 1994: 139). Work motivation is defined as a force that drives employees
to make efforts to help his/her organization achieve its goals (Diindar, Ozutku & Taspinar, 2007: 2). Motivation
is classified as intrinsic and extrinsic motivation. The difference between them is related to the source that
triggers the individual into action. While in intrinsic motivation, the work done itself may be the reason for

taking action, in external motivation, the effect of an external force is in question (Hoy & Miskel, 2012: 157).

On the other hand, job satisfaction is defined as a positive emotional state resulting from evaluating one’s job
experiences (Locke, 1976). However, if the expectations of two different people with the same features doing a
job are different, their job satisfaction may be completely different (Llorente & Macias, 2005: 173). Job

satisfaction is examined in two dimensions as internal and external job satisfaction. Internal job satisfaction is
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the satisfaction that employees get based on the beliefs they attribute to themselves about their professional
lives, and external job satisfaction is the belief that employees attribute to other variables other than
themselves and the satisfaction they get as a result (Kutanis & Mesci, 2010: 531). Teachers' job satisfaction
refers to the emotional relationship of a teacher with the teaching role and is a function of the perceived
relationship between what s/he expects from teaching and what the teacher perceives (Zembylas &
Papanastasiou, 2005: 435). From the perspective of the school, job satisfaction is the teacher's attitude
towards students and the school (Bulug & Demir, 2015: 294). Low level of job satisfaction can cause personal

(e.g., insomnia) or professional (e.g., quitting) negative situations to develop in the employee (Solmus, 2004).

Briefly, motivation can be summarized as acting with the desire to achieve a goal, and job satisfaction can be
summed up as the feeling of satisfaction experienced as a result of the subjective evaluations of the employee
about his/her profession (Kéroglu, 2011: 19). Job satisfaction and professional performance are correlated in
teaching (Buyiikgéze & Ozdemir, 2017: 321). In fact, even in the preliminary studies conducted on job
motivation and job satisfaction, the procedural similarities drawn in analyzing these variables were noteworthy

(Mccormik & Tiffin, 1974).

Motivated employees devote themselves more to their organizations. Furthermore, high levels of job
satisfaction lead to more efficient occupational outcomes (Osterloh, Bruno & Frost, 2001: 7). From a mental
perspective, getting satisfaction from a job means that the employee is in good physical and spiritual condition
(Oshagbemi, 2000: 1210). According to the results of a survey conducted by Egitim-Bir-Sen (Educators Trade
Union), half of the Turkish teachers are satisfied with their jobs (Egitim-Bir-Sen, 2006). Unsatisfied and
unmotivated teachers can cause a decrease in students’ academic success (Snowden & Gorton, 2002). A
teacher can only strive for professional development if motivated (Butler, 2007; Tittle, 2006; Watt &
Richardson, 2007). However, the motivation levels of teachers in Turkey hinder their professional development

(Can, 2013: 1619; Ozoglu, 2010).

Many countries that care about this relationship have placed emphasis on attracting talented and motivated
people to the teaching profession and maintaining high levels of motivation among employees (Organisation
for Economic Co-operation and Development, 2020). Maintaining high levels of motivation among employees
is also an important issue. When unmotivated, employees may fail to produce desired occupational outcomes.
The most recent publication by FIT-Choice Project investigating motivations for selecting teaching as a career
has indicated that teachers around the world are not as much affected by motivators like reward or promotion
as members of other professions. Their source of motivation is playing a role in building a better, fairer society
(Watt, et al., 2012). A survey carried out in the Turkey sample within the scope of the project similarly found
that the most motivating thing in the teaching profession is ‘social benefit values’, followed by the desire for a

secure job.

Job satisfaction is explained by the level of employee motivation in the field of employee psychology.

Accordingly, as employees’ work motivation increases, their job performance and job satisfaction also increase
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(Smither, 1998). In this relationship, the role of employee motivation in job satisfaction can be explained by

Herzberg’s dual-factor theory (Hampton, 1972; Smither, 1998).

This theory is one of the scope theories. Theories that can be used to examine motivation and job satisfaction
are scope theories. These theories can be listed as Herzberg, Hierarchy of Needs, ERG Theory, Success
Motivation Theory (Lawler 1ll, 1994). However, Herzberg's theory was adopted when answering the research
questions in this study. Since the dimensions of the scales used were fully compatible and explanatory with
Herzberg's two-factor theory, the findings regarding the relationship between the variables of this study were
explained with this theory. In his two-factor theory, Herzberg stated that there are internal and external factors
that can affect professional performance (Judge et al., 2001). In the original study of Herzberg et al. (1959),
they explained that employee behaviors are susceptible to certain events in the workplace. Thus, while positive
effects provide job satisfaction, negative effects cause job dissatisfaction. Herzberg’s motivation-hygiene
theory (Herzberg, 1959) posits that job satisfaction is a result of motivators and hygiene factors. Herzberg
suggests that the motivational factors in the workplace are related to the employee’s performance and
satisfaction at work. Motivators include achievement, recognition for one’s achievement, the work itself,
advancement and promotion. The perception of presence of these motivators leads to job satisfaction among
employees. Herzberg also mentions some factors not present in the work itself but surrounding the job, the
absence of which leads to job dissatisfaction. These ‘hygiene’ factors include company policies, supervision,
interpersonal relationships, work conditions, salary, job security, and status. If hygiene factors cannot be met
at the level of expectations, job satisfaction cannot be achieved (Goldsmith, 1981; Liebler, Ellen & Rothman,

1992).

This study was conducted with music teachers who have not been studied extensively in the context of work
motivation and job satisfaction in previous studies. The subject has been handled within the framework of
Herzberg’s dual-factor theory. It is thought that studies aimed at checking whether the motivation of the
employees is maintained and job satisfaction is ensured will contribute to the development of the system. It is
common to study job satisfaction and motivation issues, especially in the field of organizational psychology. In
the context of education, studies are being conducted with different variables at each level. But in studies
(Abdurrezzak and Ustiiner, 2020; Ozdemir, Kartal and Yirci, 2014; Yilmaz and Ceylan, 2011), a general overview
is prevalent in the examinations in the context of the branch and classroom teachers. In addition, job
satisfaction and motivation have also been studied with the sample of classroom teacher (Yavuz and Karadeniz,
2009). In some studies (Cerit, 2009; Karakdse and Kocabas, 2013; Seren and Ozcan, 2019; Yilmaz, 2012), since
the branch context was not used, it is not possible to make an inference about the situation of music teachers.
In the present study, the focus was on music teachers who have not been studied specifically in the context of
work motivation and job satisfaction in previous studies. In the studies which were conducted with a mixed
structure of music teachers and other branch teachers (e.g., Gonen, 2020), the number of music teachers in the
study group was relatively low. The fact that there is a general need for music teachers in Turkey means that

there is an excessive workload on music teachers (Ministry of Education, 2020: 10). In the study, the study
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group was limited to the music teachers, as the situation of the music teachers was particularly emphasized. By
determining the job motivation and job satisfaction levels of music teachers, this research adds up-to-date
resources to studies and restructuring efforts on promotion of these levels and sustainability of positive
emotions. In fact, by obtaining the completed study results from the author through its relevant unit, the
Ministry makes use of these results in order to improve the system (mevzuat.meb.gov.tr, 2020: 3). For these
reasons, the current research aimed to determine the level of job motivation and job satisfaction of music

teachers and to question their relationships.

In this study, answers to the following sub-questions have been given:

To what extent are music teachers motivated by their work?

Is there a significant difference between music teachers’ work motivation levels and demographic
characteristics?

To what extent are music teachers satisfied with their job?

Is there a significant difference between music teachers’ job satisfaction levels and demographic
characteristics?

Is there a relationship between music teachers’ work motivation and job satisfaction?

Do work motivations of music teachers affect job satisfaction?.

METHOD

Research Design

The relational scanning model was employed. The scales were used as a data collection tool. Quantitative
research explains the relationships between variables with statistical and numerical data (Patton, 2005). A
relational survey model aims to determine the existence of covariance between two or more variables and/or

establish the degree of covariance (Fraenkel & Wallen, 2009).
Study Group

The study group of the research, conducted in the second semester of the 2019-2020 academic year, consists
of all the music teachers (N=104) working at the primary and secondary education levels in the city center and
districts of Tokat located in the northeast of Turkey. This number was obtained from the National Education
Directorate of Tokat during the permission phase. All 104 participants provided data by filling the scale
accurately and completely. The distribution of teachers according to the districts is as follows: 1 in Artova, 1 in
Basciftlik, 19 in Erbaa, 50 in the city center, 7 in Niksar, 3 in Pazar, 2 in Resadiye, 12 in Turhal, 1 in Yesilyurt, and
8 in Zile. Of the teachers, 28 are in the 20-30 age range, 55 in the 31-40 age range and 21 are 41 years old and
above. 26 teachers have a teaching experience of 1 to 5 years, 31 6 to 10 years, 29 11 to 15 years, and 18 16
years and above. 1 teacher works in a primary school, 63 in middle schools, and 40 in high schools; also, 2
teachers have associate degrees in music teaching, 85 bachelor's degrees, and 10 postgraduate degrees. 7 of

the music teachers, on the other hand, are either classroom teaching department graduates or have a
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pedagogical formation certificate. After obtaining the ethical approval and research permits, participants filled

out the scales on the Internet.
Data Collection Tool

Demographic Information Form, Work Motivation Scale and Minnesota Job Satisfaction Questionnaire were

used in the study. The authors' permission was obtained for the use of the scales.

Demographic Information Form: The form, developed by the researcher, aims to find out about the
participants’ sex, marital status, and educational background, the school where they work (whether it is a

primary, middle, or high school), age, and teaching experience.

Work Motivation Scale: Two-dimensional 24-item Work Motivation Scale developed by Diindar, Ozutku and
Taspinar (2007). This scale consists of the items developed for the studies conducted by Brislin, Kabigting,
Macnab, Zukis, and Worthley (2005), Ertan (2008), Mahaney and Lederer (2006), Mottaz (1985). Scores
between 1.00 and 1.80 indicate a very low level of work motivation, between 1.81 and 2.60 a low level of work
motivation; between 2.61 and 3.40 a medium level of work motivation, between 3.41 and 4.20 a high level of
work motivation, and between 4.21 and 5.00 a very high level of work motivation. The scale is dimensioned as
intrinsic and extrinsic motivational tools. Item responses are summed or averaged to create a total score — the
lower the score, the lower the level of job satisfaction. Cronbach's alpha values of the scale related to the

intrinsic and extrinsic motivation tools used in the present study were calculated as 0.83 and 0.84, respectively.

Intrinsic motivational tools include engaging and demanding task, professional autonomy, a sense of
importance to an organization, employee involvement, being given responsibilities, not having a monotonous
work, providing the employee with an opportunity to use his/her creativity, talents, and skills, and feedback on

the performance of the employee.

Extrinsic motivational tools are designed in two dimensions. The first dimension is social tools based on the
quality of interpersonal relationships, such as friendship, benevolence, and the support of coworkers and
supervisors. The second dimension is organizational tools related to the opportunities offered by the
organization to improve employees’ job performance, such as the adequacy of resources in the workplace,
equal pay, promotion opportunities, fringe benefits, and job security (Diindar, Ozutku & Taspinar, 2007: 108;
Mottaz, 1985: 366). The first 9 items are related to intrinsic motivational tools and the remaining 15 items are

related to extrinsic motivational tools.

Minnesota Job Satisfaction Questionnaire: The second scale used in the study is the 20-item short form of
Minnesota Job Satisfaction Questionnaire developed by Weiss, Dawis, England and Lofquist (1967). Intrinsic
and Extrinsic Satisfaction scores on these two factors plus a General Satisfaction score may be obtained. The
short-form MSQ uses the same response categories used in the 1977 long form. The scale and its factors

presented high levels of reliability, with a values of 0.88 for the MSQ global scale, 0.87 for the internal
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satisfaction factor and 0.77 for the external satisfaction factor. This two-dimensional scale consists of 12 items
related to intrinsic motivational tools (Activity, Independence, Variety, Moral Values, Social Service, Authority,
Ability Utilization, Responsibility, Creativity, Recognition, Achievement, and Social Status) and 8 items related
to extrinsic motivational tools (Advancement, Company Policies, Compensation, Co-workers, Security,
Supervision--Human Relations, Supervision--Technical, and Working Conditions). The items are 5-point Likert-
type items (ranging from ‘Not Satisfied’ to ‘Extremely Satisfied.” Item total scores or mean scores are taken. The

lower the score, the lower the job satisfaction is.

Data Analysis

Table 1. Normality Distribution of Data

N Min Max M sd Kurtosis Skewness
Job 104 32 100 62,42 18,86 -1,079 ,484
Satisfaction
Work 104 50 120 79,65 16,27 ,223 ,740

Motivation

In the current study, it was determined whether the groups showed normal distribution. Skewness and Kurtosis
values were examined for normality test. When kurtosis and Skewness values are -1.5 to +1.5, it is accepted to

be normal distribution (Tabachnick & Fidell, 2013). Hence parametric tests were used.

The data were expressed as mean and standard deviation, and the T-test and ANOVA were used. In addition,
the Pearson correlation test and simple linear regression analysis were used. Of the participants, 50% are male
and 50% are female. 27% have a teaching experience of 1 to 5 years, 32.2% 6 to 10 years, 30.1% 11 to 15 years,
and 9.7% 16 years and over. 1.04% of the participants are primary school teachers, 57% are middle school
teachers and 41.6 % are high school teachers. 1.92% have associate degrees, 88.4% graduate degrees, and

10.4% have post-graduate degrees.

FINDINGS (RESULTS)

This part of the study seeks answers for the five subproblems. Findings and comments related to the

subproblems are as follows:

1. Music teachers’ work motivation levels

Table 2. Music Teachers’ Work Motivation Levels

N Minimum Maximum Mean Std. Deviation
Total Work Motivation 104 2.08 5.00 3.32 67
Intrinsic Motivation 104 211 5.00 3.83 66
Extrinsic Motivation 104 1.53 5.00 3.01 76
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As can be inferred from the table, the lowest score from the Total Work Motivation Scale was 2.08 while the
highest was 5. Also, the mean score of total work motivation was 3.32, intrinsic motivation score was 3.83 and
extrinsic motivation score was 3.01. The mean (2.61-3.40) of the participants’ scores from the Work Motivation
Scale was low. Therefore, it can be concluded that music teachers, who constitute the population of the

current study, have low work motivation levels.

2. Music teachers’ work motivation levels according to demographic characteristics

Table 3. T-Test Results of Teachers' Work Motivations by Sex

N X sd t df p

Intrinsic Male 52 3.8404 64314 .062 102 951
Motivation Female 52 3.8324 .68810
Extrinsic Male 52 3.0751 .70950 .769 102 .769

Work Motivation

Motivation Female 52 2.9599 .81456

There was no significant difference between teachers’ work motivation levels and the sex variable (to0s: 102 =
.492). There was also no significant difference in the subscales. Therefore, it can be concluded that teachers’

work motivation levels do not vary according to sex.

Table 4. ANOVA Table For Teachers' Work Motivations by Marital Status

Group N X sd Var.K KT Sd KO F p
Intrinsic Married 77 3.8288 .68719  Intra G. .891 2 446 1.015 .366
Motivation Single 25 3.9091 .59385 InterG. 44.353 101 439
,§ Divorced 2 3.2222 .00000 Total 45.244 103
©
% Total 104 3.8364 66277
% Extrinsic Married 77 3.0092 .78080 Intra G. .578 2 .289 493 .613
3 Motivation Single 25 3.0820 73444  InterG.  59.278 101 .587

Divorced 2 2.5333 .00000 Total 59.857 103

Total 104  3.0175 76232

There was no significant difference between teachers’ work motivation levels and their marital status (F=.746,
p>0.05). Also, considering the subscales, there was no significant difference in both subscales. Therefore, it can

be concluded that teachers’ work motivation levels do not vary according to marital status.

Table 5. ANOVA Table For Teachers' Work Motivations by Age

Group N X sd Var.K KT Sd KO F p
!
¥ % Intrinsic  20-30years 28 3.9598 .61217  Intra 1.917 2 .959 2.234 112
§ .( Motivation G.
s 31-40years 55 3.7091 .63918 Inter  43.327 101 429
G.
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41 years 21 4.0053 .74658  Total  45.244 103

and above
Total 104 3.8364 66277
Extrinsic 20-30 years 28 3.2175 77946 Intra 5.050 2 2.525 4.654 .012
Motivation G.
31-40years 55 2.8109 .69374 Inter  54.806 101 .543
G.
41  years 21 3.2921 78782 Total 59.857 103
and above
Total 104 3.0175 76232

Considering the relationship between teachers’ work motivation and age, there was no significant difference
between intrinsic motivation levels and age (F=2.234, p>0.05). However, there was a significant difference
between teachers’ age and their extrinsic motivation levels (F=4.654, p<0.05). According to the Tukey test

results, the older the teacher is, the higher the extrinsic motivation level is.

Table 6. ANOVA Table For Teachers' Work Motivations by Teaching Experience

Group N X sd Var.K KT Sd KO F p

Intrinsic 1-5 years 26 3.9425 58641 IntraG. 2.500 3 .833 1.949 127
Motivation  6-10years 31 3.7718  .62925 InterG. 42.745 100 .427
11-15years 29 3.6552 .67739 Total 45.244 103
16 years 18 4.0864 .74444

and above
[ =
S
g Total 104 3.8364 .66277
S Extrinsic 1-5years 26 3.1045 .70713 IntraG. 6.768 3 2256 4.249  .007
= . .
§ Motivation 6-10years 31  2.9389 .88421 InterG. 53.089 100 531

11-15years 29 2.7310  .54815 Total 59.857 103

16 years 18 3.4889  .71620

and above

Total 104 3.0175 .76232

There was no significant difference between teachers’ work motivation levels and their teaching experience
(F=1.949, p>0.05). However, there is a significant difference between teaching experience and extrinsic
motivation levels (F=4.249, p<0.05). According to the Tukey test results, there is a significant difference
between the teachers with a teaching experience of 11 to 15 years and those with a teaching experience of 16
years and over. It was also found that teachers with a teaching experience of 11 years or more have high

extrinsic motivation levels.
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Table 7. Anova Table For Teachers' Work Motivations by Educational Background

Group N X sd Var.K KT Sd KO F p
Intrinsic  Associate Degree 2 3.8744 .64431 Intra 2.826 3 .942 2.221 .090
Motivation G.
Bachelor's 85 3.3556 .67036 Inter 42.418 100 424
Degree G.
Postgraduate 10 3.9524 .66002 Total 45.244 103
Degree
Other 7 4.2222 94281
Total 104 3.8364 .66277
Extrinsic  Associate Degree 2 3.1038 76241 Intra 4.044 3 1.348 2.415 .071
Motivation G.
Bachelor's 85 2.6000 .61182 Inter 55.813 100 .558
Degree G.
Postgraduate 10 2.5333 47297 Total 59.857 103
Degree
Other 7 3.1333 1.50849
Total 104 3.0175 76232

There was no significant difference between educational background and intrinsic (F=2.221, p>0.05) and
extrinsic (F=2.415 p>0.05) motivation levels. Therefore, it can be concluded that teachers’ work motivation

levels do not vary according to educational background.

Table 8. ANOVA Table For Teachers' Work Motivations by The School Where They Work

Group N X sd Var.K KT Sd KO F p
Intrinsic Primary 1 2.7778 - Intra 1.623 2 811 1.878 .158
Motivation  School G.
Middle 63 3.7917 .70099 Inter 43.622 101 432
School G.
c High 40 3.9333 .58079  Total 45.244 103
2 School
©
2
g Total 104 3.8364 66277
X Extrinsic Primary 1 1.8667 - Intra 1.492 2 .746 1.291 .279
§ Motivation School G.
Middle 63 3.0596 .82181 Inter 58.364 101 .578
School G.
High 40 2.9800 .65026  Total 59.857 103
School
Total 104 3.0175 .76232

There was no significant difference between teachers’ work motivation levels and the school where they work
(F=2.415, p> 0.05). Also, considering the subscales, there was no significant difference between the school
where they work and intrinsic (F=1.878, p>0.05) and extrinsic (F=1.291, p>0.05) motivation levels. Therefore, it

can be concluded that teachers’ work motivation levels do not vary according to the school where they work.
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3. Music teachers’ job satisfaction levels

Table 9. Music Teachers' Job Satisfaction Levels

N Minimum Maximum Mean Std. Deviation
Total Job Satisfaction 104 1.60 5.00 312 94
Intrinsic Satisfaction 104 1.83 500 3.20 98
Extrinsic Satisfaction 104 1.13 5.00 2.98 .97

As can be inferred from the table, the lowest score from the Minnesota Job Satisfaction Questionnaire was
1.60 while the highest was 5. Also, the mean score of total job satisfaction was 3.12, intrinsic satisfaction score
was 3.83 and extrinsic satisfaction score was 3.01 which indicated a low level of job satisfaction. The results of

the Minnesota Job Satisfaction Questionnaire show that the participants have low levels of job satisfaction.

4. Music teachers’ job satisfaction levels according to demographic characteristics

Table 10. T-Test Results of Teachers' Job Satisfaction by Sex

N X Sd t df p
Intrinsic Male 52 3.2676 1.02200 .606 102 .546
Satisfaction Female 52 3.1506 .94671
Extrinsic Male 52 2.9712 97223 -.187 102 .852
Satisfaction Female 52 3.0072 .99336

There was no significant difference between teachers’ job satisfaction levels and the sex variable (to.os: 102 =

.300). There was also no significant difference in the subscales.

Table 11. ANOVA Table For Teachers' Job Satisfaction By Marital Status

Group N X sd Var.K KT Sd KO F p
Intrinsic Married 77 3.2381 99915 Intra .886 2 443 455 .636
Satisfaction G.
Single 25 3.1700 .96988 Inter 98.447 101 .975
G.
c
2 Divorced 2 2.5833 .00000  Total 99.333 103
(%)
:‘S Total 104 3.2091 .98204
=]
[+
g Extrinsic Married 77 2.9188 94411 Intra 1.542 2 771 .803 451
S Satisfaction G.
Single 25 3.1750 1.10456 Inter 97.024 101 .961
G.
Divorced 2 3.3750 .00000 Total 98.566 103
Total 104 2.9892 .97824
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There was no significant difference between teachers’ marital status and job satisfaction levels (F = .455,

p>0.05). Also, considering the subscales, there was no significant difference in both subscales.

Table 12.ANOVA Table For Teachers' Job Satisfaction By Age

Group N X sd Var.K KT Sd KO F p
Intrinsic 20-30 28 3.2173 1.01591 Intra 5.142 2 2.571 2.757 .068
Satisfaction years G.
3140 55 3.0455 .93882  Inter 94.191 101 .933
years G.
41 21 3.6270 96775 Total 99.333 103
years
H and
s above
:‘S Total 104 3.2091 .98204
=1
ﬁ Extrinsic 20-30 28  3.1116 .98445  Intra 5.107 2 2.553 2.759 .068
S Satisfaction years G.
3140 55 2.7932 .87309 Inter 93.459 101 925
years G.
41 21 3.3393 1.14301 Total 98.566 103
years
and
above
Total 104 2.9892 97824

Teachers’ job satisfaction levels do not differ significantly according to age [both intrinsic (F=2.757, p>0.05) and

extrinsic (F=2.759, p>0.05) motivation.

Table 13. ANOVA Table For Teachers' Job Satisfaction By Teaching Experience

Group N X sd Var.K KT Sd KO F p
Intrinsic 1-5 26 3.1667 1.03037 Intra 9.272 3 3.091 3.432 .020
Satisfaction years G.
6-10 31 3.2204 .96574  Inter  90.061 100 .901
years G.
11-15 29 2.8764 .84622  Total  99.333 103
years
16 18 3.7870 .95453
years
g and
B above
-.E Total 104 3.2091 98204
§ Extrinsic 1-5 26 3.0577 .98058 Intra 13.086 3 4.362 5.103 .003
S Satisfaction  years G.
- 6-10 31 3.1250 92590 Inter  85.480 100 .855
years G.
11-15 29 2.4698 .69730 Total 98.566 103
years
16 18 3.4931 1.14039
years
and
above
Total 104  2.9892 97824
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Considering the relationship between job satisfaction levels and teaching experience, there was a significant
difference between teachers’ intrinsic (F=3.432, p<0.05) and extrinsic (F=5.103, p<0.05) satisfaction levels and
their teaching experience. According to the Tukey test results, teachers with a teaching experience of more
than 6 years have extrinsic job satisfaction while those with a teaching experience of more than 11 years have

both extrinsic and intrinsic job satisfaction.

Table 14. ANOVA Table For Teachers' Job Satisfaction by Educational Background

Group N X Sd Var.K KT Sd KO F p
Intrinsic Associate Degre:. 85 3.2559 .97842 Intra 2.961 3 .987 1.024 .385
Satisfaction G.
Bachelor's 10 2.7750 97187  Inter  96.373 100 .964
Degree G.
Postgraduate 7 3.0833 .88845  Total 99.333 103
Degree
c Other 2 3.8333 1.64992
o
‘,"‘g Total 104 3.2091 .98204
&
)
5 Extrinsic Associate Degrer 85 3.0338 .94852 Intra 3.549 3 1.183 1.245 .298
2 Satisfacti G.
- on
Bachelor's 10 2.4500 99338  Inter  95.017 100 .950
Degree G.
Postgraduate 7 3.0893 .97285 Total 98.566 103
Degree
Other 2 3.4375 2.20971
Total 104 2.9892 .97824

There was no significant difference between educational background and intrinsic (F = 1.024, p>0.05) and

extrinsic (F = 1.245 p>0.05) job satisfaction levels.

Table 15. ANOVA Table For Teachers' Job Satisfaction by the School where They Work

Group N X sd Var.K KT Sd KO F p
Intrinsic Middle 1 1,9167 - Intra 2,661 2 1,331 1,390 ,254
Satisfaction  School G.
High 63 3,1442 ,97266 Inter 96,672 101 ,957
School G.

Total 40 3,3437 ,98731 Total 99,333 103
Primary 104  3,2091 ,98204

School
Extrinsic Middle 1 2,1250 - Intra ,894 2 ,447 ,462 ,631
Satisfaction School G.
High 63 2,9683 ,98399 Inter 97,672 101 ,967
School G.

Total 40 3,0438 ,98244 Total 98,566 103

Middle 104 2,9892 ,97824
School
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There was no significant difference between teachers’ intrinsic (F=1.390, p>0.05) and extrinsic (F = .462 p>0.05)
job satisfaction levels and the school where they work. Hence, these findings show that teachers’ job
satisfaction levels do not vary according to age, sex, marital status, educational background, and the school

where they work. However, their job satisfaction levels vary according to teaching experience.

5. The relationship between music teachers’ work motivation and job satisfaction

Table 16. Correlation Analysis of the Work Motivation and Job Satisfaction Subscales

Subscales Intrinsic Job Extrinsic Job Intrinsic Extrinsic
Satisfaction Satisfaction Motivation Motivation
Intrinsic Job 1.000 .826"" .589™" .553*

Satisfaction
Extrinsic Job .554"" 1.000 573" 527

Satisfaction

ok sk ok

Intrinsic Motivation .589 .573 1.000 .638

Extrinsic Motivation .553™ 527" .638"™" 1.000

** p<0.01 (two-way)

There is a positive significant relationship between the ‘intrinsic motivation’ subscale of Work Motivation Scale
and ‘intrinsic job satisfaction’ (r= .554, p<.01) and ‘extrinsic job satisfaction’ (r= .573, p<.01) subscales of the
Minnesota Job Satisfaction Questionnaire. Also, there is a positive significant relationship between the
‘extrinsic motivation’ subscale of the Work Motivation Scale and ‘intrinsic job satisfaction’ (r= .553, p<.01) and
‘extrinsic job satisfaction’ (r= .527, p<.01) subscales of the Minnesota Job Satisfaction Questionnaire.
Furthermore, positive relationships were found between the two subscales of both the Work Motivation Scale
and the Minnesota Job Satisfaction Questionnaire. The analysis results show that the higher the motivation

level is, the higher the job satisfaction level is.

6. The effect of music teachers' work motivations on job satisfaction

Table 17. ANOVA Test Results for Regression Analysis

Model Sum of Squares df Mean Square F Sig.
Regression 17260,071 1 17260,071 90,855 ,000P
Residual 19377,314 102 189,974
Total 36637,385 103

In the model created to examine the effect of work motivation on job satisfaction, the p <0.05 indication shows

that the model is meaningful and that job motivation explains job satisfaction significantly.
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Table 18. Regression Analysis

R R? Adjusted R? Std. Err. F Sig.

0,686% 0,471 0,466 13,783 90,855 ,000

As a result of the analysis made to examine the level of explanation of work motivation (independent variable),
job satisfaction (dependent variable), it is seen that the value of R2 has a 47% effect with a value of 0.447. The
47% change in job satisfaction stems from work motivation. Starting from observing a ratio close to half, it can

be said that there is a need to increase the motivation of teachers to ensure job satisfaction.

CONCLUSION and DISCUSSION

Seeking to determine the relationships between work motivation and job satisfaction, this study was carried
out with the participation of music teachers working in Tokat province and its districts in north-eastern Turkey.
Music teachers, who constitute the population of the current study, have low work motivation levels.
According to the data obtained from the Work Motivation Scale, teachers’” most important motivation sources
are their relationship with their co-workers and the social support they receive. The highest score (4.0396)
from the scale was obtained from the third item: “My colleagues’ attitudes and behaviours that honour me.” In
Herzberg’s dual-factor theory, recognition and relationships are described as motivational and hygiene factors,
and these two are stated to have an important place in an employee’s life. On the other hand, the lowest mean
score (2.1287) was obtained from the twentieth item: “Extra pay for my performance.” Accordingly, teachers
think that, with all their dedication or performance, they are not paid enough. While showing high
performance or dedication can be thought to be inherent in the teaching job, organizational motivation
sources, such as increased salaries or pay rises, can increase teacher motivation and efficiency. The dual-factor

theory describes salary as a hygiene factor. The theory directly relates hygiene factors to job satisfaction.

In Western societies, intrinsic motivation tools are more effective than extrinsic tools (Brislin, Kabigting,
Macnab, Zukis & Worthley, 2005; Chen & Ford 1999; DeVoe & lyengar, 2004; Mottaz, 1985), but in traditional
cultures such as China, extrinsic motivation tools are more effective (Fisher & Yuan, 1998) (as cited in Diindar,
Ozutku & Taspinar, 2007). The findings related to teachers’ motivation levels obtained in this research show
that teachers’ motivation is generally influenced by extrinsic motivation sources. Hence, it can be said that the
Turkish teacher sample is similar to Chinese employees in terms of the effect of motivation tools. Similarly,
teachers working in Greek public schools are satisfied with the work itself and supervision (Aspridis, 2013), but
not satisfied with the remuneration and promotion opportunities (Tsigilis, Zachopoulou & Grammatikopoulos,
2006). Previous studies have identified a number of motivators, such as the perception of a secure future
(Oztiirk & Diindar, 2003), good and healthy work conditions (Atakli, 1996), good relationships with family and
surroundings (Barli, Bilgili, Celik & Bayrak¢eken, 2005), positive communication with peers, students, and
management (Glgli, 1996). Likewise, involvement in decision-making processes, the delegation of authority

and responsibility, fair remuneration, and rewards can be motivators for teachers (Kocabas & Karakose, 2005).
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On the other hand, factors that negatively affect teachers’ work motivation have been listed as reduced job
security and low prestige, psychological fatigue, the weakness in teaching, effort-reward imbalance, limited
career opportunities, indifferent administrator, student, or parent (Ada, 2014; Sinclair, 2008; Sinclair, Dowson
& Mcinerney, 2006; Watt et al., 2012). The presence of challenging conditions does not prevent teachers from
being motivated, but failure to solve problems reduces their motivation levels (Nicholson, 2003 In every
profession, there may be compelling conditions; if these are noticed and tried to be eliminated, the motivation
of the employee may be maintained. However, if the problems are seen as ordinary and the measures related
to the solution are not taken, the motivation level of the employee may decrease. For example, as can be seen
from the findings of this research, music teachers think that their dedication or success is not supported
sufficiently with motivational tools such as social approval or salary increase. Therefore, it is believed that while
teachers are doing their jobs under compelling conditions such as lack of a music classroom, crowded classes
(Umuzdas and Levent, 2012), pressure coming from family and school administration for higher grades, and
music lesson being considered unimportant (Toraman, 2014), they need to be supported by the administration

saying "we appreciate your efforts under these conditions."

No significant difference was found between teachers’ work motivation levels and sex, marital status,
educational background, and the school where they work. Hence, it can be concluded that music teachers’
work motivation levels do not vary according to demographic characteristics. However, teachers’ work
motivation levels vary according to age and teaching experience. Extrinsic and positive motivation sources
increase as age increases. Accordingly, as teacher’s age, they get to be more motivated with social and
organizational motivation sources. For example, factors such as social support, friendship, fair remuneration,
and job security motivate older teachers more. When the significant difference between the teaching
experience and work motivation level is examined, it can be seen that music teachers with a teaching

experience of more than 16 years have higher extrinsic motivation levels.

Overall, the difference between teachers’ work motivation and demographic characteristics is related to age
and teaching experience. Age and teaching experience are two variables that are in direct proportion to each
other. The age variable can be explained by maturity while the teaching experience variable by the
emotional/organizational commitment brought about by experience. There is a direct proportion between age
and teaching experience. Older teachers with more experience in teaching are likely to receive moderate,
respectful messages from their co-workers, surroundings, and administration. This might be the reason for
their high work motivation levels. Extrinsic work motivation factors are indeed social and organizational factors.
Social relations, social support, and financial security gained in the teaching profession as the years’ progress

may be regarded as sources of work motivation for teachers.

A teacher may not be satisfied with certain work conditions while he/she may find some aspects of the
teaching profession quite satisfactory. Job satisfaction refers to a person’s positive attitudes or emotional

dispositions towards his/her job. Studies investigating teachers’ job satisfaction have shown that the factor that
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increases teachers’ job satisfaction levels most is their contribution to their students (Organisation for
Economic Co-operation and Development, 2018). In the overall population of teachers, there are those with
very low levels of job satisfaction as well as those with very high levels of job satisfaction. In this study, the
results of the Minnesota Job Satisfaction Questionnaire show that the participants have low levels (3.12) of job

satisfaction. This low mean score is similar to that obtained in Sarpkaya’s (2000) study.

Also, according to the data obtained from the Minnesota Job Satisfaction Questionnaire, the highest source of
satisfaction for teachers is related to their moral values. The highest score (3.6039) from the questionnaire was
obtained from the seventh item: “Being able to do things that don’t go against my conscience.” This item is
related to intrinsic job satisfaction. Indeed, working at a job that is compatible with one’s ethical values is an
important factor that ensures intrinsic job satisfaction. The lowest score (2.6930) from the questionnaire was
obtained from the twelfth item: “The way school policies are put into practice.” It can be said that an extrinsic

motivation source reduces teachers’ job satisfaction levels.

Another study conducted in Australia, England, New Zealand, and the USA (Scott & Dinham, 2003) reported the
factors that negatively affect job satisfaction, such as a lack of professional autonomy and a lack of chance to
be involved in decision-making processes, which is also related to school policies. In other words, if teachers do
not have problems with school policies, their job satisfaction levels may increase. Similarly, Pearson and
Moomaw (2006) found that professional autonomy leads to higher job satisfaction levels in teachers. School
policies should promote teachers’ autonomy and independence in the tasks they carry out. Obviously, teachers
are in need of being recognized, being involved in decision-making processes, and working independently
without being oppressed. Once these needs are satisfied, teachers will feel more empowered. As noted by

Zembylas and Papanastasiou (2005: 457), teachers’ job satisfaction depends on teacher empowerment.

No significant difference was found between music teachers’ job satisfaction levels and sex, marital status, and
educational background. However, there was a relationship between teaching experience and extrinsic job
satisfaction. It was found that those with a teaching experience of more than 6 years have higher levels of
extrinsic job satisfaction. Also, those with more teaching experience were found to have higher levels of
intrinsic job satisfaction as well. To put it in another way, the more the teaching experience is, the higher the
job satisfaction level is. Extrinsic job satisfaction, according to Herzberg’'s dual-factor theory, is related to
hygiene factors, such as salary, company policies, and relations with co-workers. Hygiene factors lead to higher
motivation in teachers with a teaching experience of more than 6 years, whereas those with more teaching
experience need intrinsic motivators, such as recognition for one’s achievement and a sense of importance to
an organization, to achieve higher job satisfaction levels. Similarly, Turkish Education Association (2004) has
found that teachers with a teaching experience of more than 25 years have higher job satisfaction levels than

those who are new in the profession.
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Herzberg’s dual-factor theory, which is the basis of this study, establishes a relationship between the tools that
provide intrinsic motivation and motivation level, and between the tools that provide extrinsic motivation and
job satisfaction level. According to this theory, intrinsic factors are particularly effective in high work
motivation levels. These intrinsic factors include challenging work, recognition for one’s achievement, the work
itself, professional autonomy, responsibility, personal and professional advancement, and a sense of

importance to an organization.

On the other hand, extrinsic motivation tools (hygiene factors- work conditions, salary, company prestige, job
security, promotion, relationships, status) have an intermediary role and lead to a positive work environment
that motivates employees (Brislin et al., 2005; Mahaney & Lederer, 2006, as cited in Dindar et al., 2007).
Herzberg, Mausner & Snyderman (1959) stated in their original study that the most important factor causing
the employee to be unsatisfied with their job is hygiene factors. These factors are related to extrinsic
motivation tools. As can be inferred from the findings of this study, music teachers have low levels of work
motivation and job satisfaction. Our findings also point to the relationship between extrinsic motivation tools
and job satisfaction. Once teachers’ needs such as fair and reasonable remuneration, promotion opportunities,
and job security are met, they will have higher job satisfaction levels. Hence, our findings are consistent with
Herzberg’s theory. Teachers’ basic need is to feel secure. Therefore, we can suggest that policy-makers should
consider improving teachers’ salaries and work conditions. Such problems can be seen in developing countries
as well as in developed countries. As reported in a study in Western Australia (Young, 2000), the important
thing is to try to detect and eliminate the problems faced by teachers. Factors that increase motivation and
satisfaction make teachers happy and increase their performance (Locke & Latham, 1990; Oriicii & Kanbur,
2008). Therefore, it is seen that motivation is high in an environment where the deficiencies are identified and
tried to be completed, as in the case of Australia. As it was determined in the findings of the present study,
there are factors that decrease motivation. Here, it is possible to mention a difference in the context of the

provision of motivational resources between Turkey and Australia.

International studies have reported that psychological fatigue and high turnover rates (Hong, 2012) have
become a global problem and that low job satisfaction levels (Collie, Shapka & Perry, 2012; Skaalvik & Skaalvik,
2011) are stressors for teachers. Previous studies dealing with the basic problems of the teaching profession in
Turkey (Tekisik, 1986) underlined problems such as the inadequacy of pre-service and in-service teacher
training programs, economic problems, loss of social prestige, a lack of planning in teacher training programs,
problems related to teachers’ employee rights, political influences, and the indifference of teacher bureaucrats
and parliamentarians to teachers’ problems. These problems still exist and await solutions (Yirci, 2017: 511).
Problems encountered by the teachers in Turkey are also observed in other countries, where serious steps are
taken to improve teachers’ work conditions (Bimen, Ates, Cakar, Ural & Acar, 2012: 32). According to Yirci
(2017: 511), the biggest obstacles to the professional development of teachers arise from the bureaucratic
structure and personal reasons. Frequent changes in education policies are also criticized. Furthermore, poor

work conditions of schools, financial difficulties, professional burnout, job dissatisfaction, the indifference of
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students, and a lack of motivation have been shown as obstacles to the professional development of teachers.
It is important to develop policies that will increase teachers’ satisfaction and motivation levels and help them

develop positive attitudes towards their profession.

In Turkey, an emphasis is placed on practices that ensure teachers’ professional development. For example,
according to the report by Turkish Education Association (2004), almost all teachers who have taken the
specialty certification exam have been given the title of ‘specialist teacher’; however, since this exam has not
been held for years, teachers who have received the title of ‘master of science’ with a postgraduate degree are
not provided with an opportunity to enter this exam and get the title of ‘specialist teacher.” In other words, due
to the fact that this exam has not been held again, increases in education level (i.e., receiving a master's

degree) have not led to a promotion at work among teachers.

RECOMMENDATIONS

The Minister of National Education stated that the enactment of the teaching profession law is a prerequisite
for the re-application of specialty certification exams. Studies on this subject have long been continuing. A bill
has been submitted to the Presidency and efforts to enact this law are continuing (MEB, 2019). In addition, the
existing teacher recruitment practice requires a pedagogical formation certificate to start the teaching
profession, whereas a new practice that is being developed requires all teachers to complete non-thesis
master’s programs. The subject in the example is related to teachers’ extrinsic motivation. According to the
relationship found in this study and explained based on Herzberg’s theory, extrinsic motivators such as

promotion opportunities may lead to higher job satisfaction levels in Turkish teachers.

In addition, the Minister of National Education said, “With 'Teacher Support Units,' we aim to build a structure
that instantly determines and meets every need of teachers’ professional development with the cooperation of
universities, NGOs, and private sector representatives” (MEB, 2019). The professional motivation of teachers
can be sustained as long as they develop professionally, trust the other stakeholders in organizational terms,
feel autonomous and express themselves. In this context, the support provided by all stakeholders of education

to the economic conditions and working environments of the teaching profession is considered important.
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MUZiK OGRETMENLERININ iS MOTiVASYONLARI iLE
iS DOYUMLARI ARASINDAKIi iLiSKi

0z

Dunya Bankasi, 6zellikle isten ayrilma orani nedeniyle, 2018 insani kalkinma raporunda 6gretmen
motivasyonunu kriz alanlarindan biri olarak nitelendirilmistir. Turkiye’de isten ayrilma diinyadaki
oran kadar yaygin olmasa da, 6gretmenlerin 6zellikle Gcret bakimindan tatminsizlik yasadigi
bilinmektedir. Milli Egitim Bakanligi verilerine gore Turkiye’de glincel haliyle yaklasik bir milyon
ogretmen, geng niifusu gelecege hazirlamaktadir. Bu siiregte 6gretmenlerin motivasyonlari ve
yaptiklari isten ne kadar tatmin olduklari, egitim ciktilarini etkileyebilir. Bu c¢alisma muzik
o6gretmenlerinin is motivasyonlari ile is doyumlari arasindaki iliskileri belli bir grupta inceleyerek
rapor etmektedir. Konu, Herzberg'in cift faktér kurami cercevesinde cahsilmistir. Ogretmenlerin
isleriyle ilgili ne kadar motivasyon ve doyum sagladiklarini anlamak, ilgili egitim yatirimlarini islevli
kilar. Boylelikle 6gretmenlerdeki motivasyon ve doyum konusundaki giderilmesi gereken problem
alanlar belirlenir. Olceklerden elde edilen veriler yoluyla alt boyutlara gére, egitim politikasi
baglaminda yeni yapilandirilmalar planlanabilir. 2019-2020 egitim-6gretim yili ikinci doneminde;
is motivasyonu Olgegi, Minnesota is doyumu Oolgekleriyle ve demografik bilgi formu ile
kendilerinden veri toplanan, Tirkiye’nin kuzeydogusunda bulunan Tokat sehri merkezi ve
ilcelerinde ilk ve ortadgretim dizeyinde gérev yapan tim mizik 6gretmenleri (N=104) bu
calismaya katilmistir. Olgekleri olusturan yazarlardan izin, etik kurul olayi ve arastirma izinlerinin
tamamlanmasinin ardindan 6gretmenler online platformda yanitlama yapmislardir. Veri seti
burada toplanarak Sosyal Bilimler icin paket programa aktarilmistir. Calismada ortalama, standart
sapma, T testi ve ANOVA kullanilmistir. Ayrica pearson korelasyon analizi ile basit dogrusal
regresyon yapilmistir.

Calismanin bulgulari; Mizik 6gretmenlerinin is motivasyonu ve is doyum dizeylerinin dusiik
oldugunu, is motivasyonlari ve is doyumlarinin iliskili oldugunu géstermektedir. Ogretmenlerin
dissal motivasyon dizeyleri hizmet siirelerine ve yaslarina gore degismekte, is doyum diizeyleri
de hizmet sirelerine gére degismektedir. Ayrica muzik 6gretmenlerinin is motivasyonlari is
doyumlarini etkilemektedir.

Anahtar Kelimeler: Mizik 6gretmenleri, is motivasyonu, is doyumu.
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Tirkiye'de 2018-2019 egitim-0gretim yilinda Milli Egitim Bakanhgi blinyesindeki resmi egitim kurumlarinda 994
bin 634 kadrolu 6gretmen gérev yapmaktadir (Milli Egitim Bakanligi, 2019: 54). “Ogretmenler, devletin egitim
politikalarini hem etkilemekte ve bu egitim politikalarindan etkilenmektedir.” (Can, 2019:1619). Bu nedenle
Ulkenin ekonomik, sosyal ve kiltiirel bakimdan gelisimini saglamak ve siirdiirmek (izere yetkin bireyler
yetistirmeye iliskin gdrevler, bir sistem icinde, 6gretmen odakl gerceklesmektedir. Ogretmenlik meslegini
degerli gérenlerin bu meslegi segmesi muhtemeldir (Akbaba, 2002: 3). Ogretmene ve &gretmenlik meslegine
verilen deger, (lkelerin gelismislik diizeyine bagli olarak degismektedir (Ozkan, 2005: 33). Varkey (2013: 47),
ogretmenlik mesleginin statli bakimindan giderek diistklik gosterdigini belirtmistir. Turkiye’de de 6gretmenler
cogunlukla, mesleklerinin toplumdaki sayginhiginin ve imajinin bozuldugunu disiinmektedir (Ozdemir ve Orhan,
2019; Unsal, 2018). Onlar, dgretmenlikle ilgili en dnemli motivasyonlarinin bir cocugun gelisimine etki etmek
veya topluma katki saglamak (Ekonomik Kalkinma ve isbirligi Orgiitii, 2019: 4) oldugunu belirtseler dahi,
toplumun; 6gretmenleri egitimli cocuk bakicisi gibi gérdigini belirtmislerdir (Turk Egitim Dernegi, 2004: 52).

Toplum nezdinde itibar kazanmis mesleklerde, is doyumunun yiiksek oldugu bilinmektedir (Balci, 1993: 13).

Onceki calismalarda 6gretmenlik mesleginde motivasyonun ve doyumun diizeyini diisiiriicii durumlar olarak;
gunluk gorevlerin siradan olusu, 6grencilerin disiplin problemleri, genel destek eksikligi (Hargreaves, 1994),
inisiyatif ve karar alma imkani verilmemesi ve maas disukligi (Scott ve Dinham, 2003: 85) sorunlari rapor
edilmistir. Bu ve benzer sorunlar ayni zamanda 6gretmenin yaptigl isten doyum saglamasini da engelleyen
durumlar olarak bildirilmistir (Crossman ve Harris, 2006: 29; Thompson, McNamara ve Hoyle, 1997). Bir insan
omrinin blylk bir bolimu calisarak gecer. Meslekte gegen bu uzun sirenin, bireyin genel olarak yasamdan
memnuniyet dizeyini etkileyecegi diisinilmektedir. Ayrica memnuniyetsizlik yasayan 6gretmen stresli olabilir
ve Ogrencilerinin 6grenme dizeyini etkileyebilir (Chaudhari, 2012: 63). Bireyin ¢alisma kosullarini nasil
degerlendirdigi isinden doyum saglamasi ve motivasyonu ile ilgilidir (Greenberg ve Baron, 1995; Noe,
Hollenbeck, Gerhart ve Wright, 2009). Mevcut ¢alisma kapsamindaki kavramlar da; 6gretmenlere yonelik is

doyumu ve is motivasyonudur.

Motivasyon; bir hedefe ulasmak icin gosterilen ¢abaya yonelik odaklanma durumudur (Robbins ve Judge, 2013:
202). Motivasyonun temelinde gereksinimlerin karsilanmasi bulunmaktadir (Hanks, 1994: 139). is motivasyonu
ise, kultlrel ve bireysel trendlerle iliskili, kurum amaglarina ulasmak icin yiksek diizeyde caba gdstermeye
istekli olma hali olarak (Diindar, Ozutku ve Taspinar, 2007: 2) tanimlanmistir. Motivasyon icsel ve dissal
motivasyon olarak siniflandinimaktadir. Aralarindaki fark, bireyin harekete gegiren kaynaktir. igsel
motivasyonda yapilan isin kendisi hareket gegme nedeni olabilirken, digsal motivasyonda, disardan bir gliclin

etkisinden bahsedilmektedir (Hoy ve Miskel, 2012: 157).

Calismanin diger kavrami olan is doyumu da; calisanin, kendi mesleki yasantilarina iliskin algi ve
degerlendirmelerine gore olumlu ve hosa giden duygusal durumlar saglamasi (Locke, 1976) seklinde

tanimlanmaktadir. Ancak ayni 6zelliklerdeki isi yapan iki kisinin beklentileri farkl ise is doyumlari da farkli
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olabilmektedir (Llorente ve Macias, 2005: 173). is doyumu, icsel ve dissal is doyumu olarak iki boyutta
incelenmektedir. igsel is doyumu calisanlarin meslek yasamlariyla ilgili kendilerine atfettikleri inanclarina dayali
sagladiklari doyum, dissal is doyumu ise; c¢alisanlarin kendileri disindaki diger degiskenlere atfettikleri inanglar

ve bunun sonucunda sagladiklari doyumdur (Kutanis ve Mesci, 2010: 531).

Ogretmenlerin is doyumu, bir dgretmenin dgretim rolii ile olan duygusal iliskisini ifade eder ve 6gretmekteki
amaci ile algisi arasindaki iliskinin bir fonksiyonudur (Zembylas ve Papanastasiou, 2005: 435). Okul agisindan
bakildiginda is doyumu, 6gretmenin dgrencilerine ve okuluna karsi tutumudur (Bulug ve Demir, 2015: 294). is
doyumu dizeyinin disik olmasi ¢alisanda kisisel (6rn: uykusuzluk) veya mesleki bakimdan (6rn: isten ayrilma)

olumsuz durumlara neden olabilmektedir (Solmus, 2004).

Kisaca; motivasyon bir amaca ulagsma istegiyle harekete gegme, is doyumu ise; galisanin meslegiyle ilgili yaptigi
o0znel degerlendirmelerinin sonucunda yasadigi memnuniyet duygusu (Koroglu, 2011: 19) oldugu seklinde
dzetlenebilir. Ogretmenlikte is doyumu ile mesleki performans iliski icinde bulunmaktadir (Biyiikgdze ve
Ozdemir, 2017: 321). Zira is motivasyonu ve is doyumuyla ilgili yapilan ilk calismalarda dahi bu degiskenleri
¢ozlimlemede yapilan islemsel benzerlikler dikkat ¢ekmistir (Mccormik ve Tiffin, 1974). Motive olmus calisanlar
kendilerini islerine daha fazla adamaktadir. is doyumu varsa bunun sonucunda daha verimli calismaktadirlar
(Osterloh, Bruno ve Frost, 2001: 7). Zihinsel olarak bir isten doyum saglamak, calisanin fiziksel ve ruhsal iyilik
hali anlamini tasimaktadir (Oshagbemi, 2000: 1210). Egitimciler Birligi Sendikasi'nin arastirmasi; Turk
o6gretmenlerin yarisinin, isinden tatmin oldugunu bulgulamistir (Egitimciler Birligi Sendikasi, 2006). Mesleginden
doyum saglamayan ve motivasyonsuz 6gretmenler de, egitim basarisini distrebilir (Snowden ve Gorton, 2002).
Ogretmen, motive olursa mesleki gelisimi icin caba gdsterebilir. (Butler, 2007; Tittle, 2006; Watt ve Richardson,
2007) Ancak Turkiye’de 6gretmenlerin motivasyon duzeyleri, mesleki gelisime engel olmaktadir (Can, 2013:

1619; Ozoglu, 2010).

Bu iliskiyi 5nemseyen birgok ilke; egitim politikasi olarak, yetenekli ve motive insanlari 6gretmenlik meslegine
cekmeye ve calisanlarin motivasyonlarinin devam etmesine énem vermistir (Ekonomik Kalkinma ve isbirligi
Orgiitli, 2020). Calisanlarinin motivasyonunun devam etmesi de dnemli bir konudur. Aksi durumda o meslegi
se¢cmis olmanin bir degeri kalmaz. Bu konuyu barindiran “Fit choise projesi” kapsamindaki en yeni yayinda da
belirtildigi gibi; dlinyada 6gretmenler, 6dil veya ylkselme gibi motive edicilerden diger mesleklerdeki kadar ¢ok
etkilenmemektedir. Onlarin motive kaynagi iyi toplum olusturma yolunda rol almaktir (Watt, vd., 2012). Proje
kapsaminda Tirkiye 6rneklemindeki bir arastirmada da ayni sekilde, 6gretmenler igin 6gretmenlik meslegindeki

en motive edici sey, 'sosyal fayda degerleri' idi ve bunu giivenli bir is arzusu izlemistir.

is doyumu konusu, calisan psikolojisi alaninda calisanlarin motive olma diizeyleriyle agiklanmaktadir. Buna gére
motivasyon artarsa, is performansi ve saglanan doyum artar (Smither, 1998). Bu iliskide, is doyumunun
saglanabilmesi icin calisan motivasyonunun islevi Herzberg’in cift faktor teorisiyle agiklanabilir (Hampton, 1972;
Smither, 1998). Bu teori kapsam kuramlarindandir. Motivasyon ve isdoyumunu incelemeye yarayabilecek

kuramlar kapsam kuramlaridir. Bu kuramlar Maslow, Herzberg, ihtiyaglar Hiyerarsisi, ERG Kurami, Basari
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GUdiustu Kurami olarak siralanabilir(Lawler 1ll, 1994). Ancak bu galismadaki arastirma sorularini yanitlarken
Herzberg’in teorisi benimsenmistir ¢linkii bu teori motivasyon faktorleri ve ¢alisanlarin is doyumu veya
memnuniyetsizligine neden olan ihtiyacglarini temsil etmektedir. Kullanilan 6lgeklerin boyutlari Herzberg’in cift
faktor teorisiyle tamamen uyumlu ve agiklayici olmasi nedeniyle bu ¢alismanin degiskenleri arasindaki iliskiye
iliskin bulgular bu teoriyle agiklanmistir. Herzberg, cift faktor teorisinde mesleki performansi etkileyebilecek
icsel ve digsal faktérler oldugunu belirtmistir (Judge vd., 2001). Herzberg vd.’nin (1959) orijinal arastirmasinda
¢alisan davranisglarinin, is yerindeki bazi olaylara duyarlilik gésterdigini agiklamiglardir. Béylece olumlu etkiler is
doyumu saglarken olumsuz etkiler is doyumsuzluguna neden olmaktadir. Herzberg’in motivasyon-hijyen
teorisine gore; calisanlarin yaptiklari isten doyum saglamalarina neden olabilecek durumlar motivasyon ve
hijyen faktérleri ile ilgilidir. is yerindeki motivasyonla ilgili faktdrlerin calisanin isindeki basarisi ve doyumu ile
iliskili oldugunu belirtir. Motivasyon faktorleri; isten saglanan basari, yapilan isten 6tlru takdir gérme, isin
kendisi, iste gelisebilme ve ilerleyebilme gibi isle ilgili 6zelliklerdir. Calisanlarda islerinin bu 6zellikleri sagladig
yoninde algi olusabilmis ise, islerinden doyum saglayabilirler. Herzberg, ayrica calisanlarin islerinden doyum
saglamalarina engel olabilecek, isin kendisiyle ilgili olmayan bazi faktorlerden bahseder. Bu faktorleri hijyen
faktorleri olarak isimlendirerek; kurumun politikasi ve yonetimini, kontroliini, kisiler arasi iliskileri, is
kosullarini, Gcreti, is glvenligi ve stati gibi olgulari niteler. Hijyen faktorleri calisanlarin beklentileri 6l¢tsiinde

karsilanamaz ise is doyumu saglanamaz (Goldsmith 1981; Liebler, Ellen ve Rothman, 1992).

Calisanlarin, motivasyonun devam edip etmedigi ve is doyumunun saglaniyor oldugunun kontroll niteligindeki
calismalarin, sistemin gelisimini destekleyici yonde katkisi olacagi dustintlmektedir. Bu ayni zamanda bir
yatinmdir ve yakin ve uzak vadede sonuglarinin gorilmesi muhtemeldir. Bu ¢alisma 6gretmenlerin is
motivasyonlari ile is doyumlari arasindaki iliskiye yoneliktir. is doyumu ve is motivasyonu konularinin ézellikle
orgutsel psikoloji alaninda calisiimasi yaygindir. Egitim baglaminda her kademede farkh degiskenlerle

¢ahisiilmaya devam edilmektedir.

Ancak calismalarda (Abdurrezzak ve Ustiiner, 2020; Ozdemir, Kartal ve Yirci, 2014; Yilmaz ve Ceylan, 2011)
brans ve sinif 6gretmeni baglamindaki incelemelerle genel bakis hakimdir. Bunun yani sira is doyum ve
motivasyonu sinif 6gretmeni 6rneklemiyle de ¢alisilmistir (Yavuz ve Karadeniz, 2009). Bazi ¢alismalarda ise
(Baroudi,Tamim ve Hojeij, 2020; Cerit, 2009; Karakdse ve Kocabas, 2013; Sandra ve Sims, 2019; Seren ve
Ozcan, 2019; Yilmaz, 2012) brans baglami kullanilmadigindan miizik 6gretmenlerinin durumuyla ilgili bir cikarim

yapmak mimkin olmamaktadir.

Bu, calismada; onceki ¢alismalarda orneklem olarak is motivasyonu ve is doyumu baglaminda 6zel olarak
¢alisimamis olan muzik 6gretmenlerine odaklaniimistir. Diger branslarla birlikte yapilandirilarak galigilan
arastirmalarda (6rn; Atmaca, Rizaoglu, Turkdogan ve Yayl, 2020; Gonen, 2020) ¢alisma grubundaki muzik
o6gretmenlerinin sayisi nispeten azdir. Tirkiye’de mizik 6gretmenine genel olarak ihtiya¢ duyulmasi muzik
o6gretmenlerinin is ylikinin fazla oldugu anlamina gelmektedir (Milli Egitim Bakanlhgi, 2020: 10). Calismada,
mizik ©6gretmenlerinin durumuyla 0zel olarak ilgilenildiginden, calisma grubu muzik 6gretmenleri ile

sinirlandiriimistir. Bu arastirma, mizik 6gretmenlerinin is motivasyonu ve is doyumu diizeylerinin tespiti ile bu
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dizeylerin yukselmesi veya olumlu duygularin siireklilik géstermesi konusundaki ¢alisma ve yapilandirmalara
glncel kaynak eklemektedir. Zira Bakanlk, tamamlanan galisma sonuglarini birimi yoluyla yazardan edinerek,
sistemi gelistirme yéninde faydalanmaktadir (Milli Egitim Bakanligi, 2020: 3). Bu nedenlerle mevcut arastirma
ile, miizik 6gretmenlerinin is motivasyonu ve is doyumu duzeylerinin tespiti ve arasindaki iliskinin sorgulanmasi

amaglanmistir. Calismada asagidaki sorulara yanit aranmugtir:

Mizik 6gretmenlerinin is motivasyon diizeyi nedir?

Muzik 6gretmenlerinin is motivasyon diizeyleriyle demografik 6zellikleri arasinda anlamh fark var midir?
Muzik 6gretmenlerinin is doyum diizeyleri nedir?

Muzik 6gretmenlerinin is doyum diizeyleriyle demografik 6zellikleri arasinda anlamli fark var midir?
Mizik 6gretmenlerin is motivasyonlari ile is doyumlari arasindaki iliski var midir?

Muzik 6gretmenlerin is motivasyonlarinin is doyumlarina etkisi var midir?
YONTEM

Arastirma Deseni

Arastirma iligkisel tarama modelindedir. Olcekler veri toplama araci olarak kullanilmistir. Nicel arastirmalar,
degiskenler arasindaki iliskileri istatistik ve sayisal verilerle agiklar (Patton, 2005). iliskisel tarama modeli; iki ya
da daha c¢ok degisken arasinda, birlikte degisimin olup olmadigini, varsa dizeyini belirlemeye yonelik bir

arastirma modelidir (Fraenkel ve Wallen, 2009).
Calisma Grubu

Arastirma grubu, 2019-2020 egitim-6gretim yili ikinci doneminde Tirkiye’nin kuzeydogusunda bulunan Tokat
sehri merkez ve ilgelerinde ilk ve ortadgretim dizeyinde gbrev yapan miuzik 6gretmenlerinin tamamidir
(N=104). Bu sayi izin asamasinda Tokat Milli Egitim Mudurlugid’nden edinilmistir. Katihmcilar olgekleri, gerekli
etik ve arastirma izinlerinin alinmasinin ardindan gonalli olarak online sistem ile yanitlamislardir. 104
katilimcinin tamami 6lgegi dogru ve tam doldurarak veri saglamistir. Artova’da 1, Basgiftlik’te 1, Erbaa’da 19,
Merkez’de 50, Niksar'da 7, Pazar'da 3, Resadiye’de 2, Turhal’da 12, Yesilyurt'ta 1 ve Zile’de ise 8 6gretmen
gorev yapmaktadir. Katihmci 6gretmenlerin; 28’i 20-30 yas arasi, 55’i 31-40 yas arasi, 21’i 41 ve Uzeri yastadir.
Hizmet siirelerine gére dagilim; 1-5 yil 26, 6-10 yil 31, 11-15 29 ve 16 yil ve (izeri 18 dgretmendir. Biri ilkokulda,
63’0 ortaokulda, 40’1 lisede gorev yapan O0gretmenlerin 2’si 6n lisans, 85’i lisans ve 10’u lisansisti dizeyde

egitim almistir. 7 6gretmen ise brans disi sinif 6gretmenligi mezunu veya pedagojik formasyona sahiptir.
Veri Toplama Araglari

Calismada veri toplama araci olarak demografik bilgi formu, is motivasyonu olcegi ve Minnesota is doyumu

dlgeginden yararlaniimistir. Olgeklerin kullanimi icin yazarlardan izin alinmistir.
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Demografik Bilgi Formu: Bu form arastirmaci tarafindan katilimcilarin cinsiyet, medeni durum, egitim dlizeyi,

gorev yaptiklar okulun dizeyi, yas, hizmet siresi bilgilerini toplamaya yonelik hazirlanmistir.

is Motivasyonu Olgedi: Diindar, Ozutku ve Taspinar, (2007)'in gelistirdikleri iki boyutu olan 24 maddelik is
Motivasyonu Olgegi’dir. Bu dlcek Brislin, Kabigting, Macnab, Zukis ve Worthley (2005), Ertan (2008), Mahaney
ve Lederer (2006), Mottaz (1985)'in calismalarinda kullandiklari maddelerden olusturulmustur. is motivasyon
Olgeginin degerlendirilmesi 1,00-1,80 Cok Diisiik; 1,81-2,60 Dusik; 2,61-3,40 Orta; 3,41-4,20 Yiksek; 4,21-5,00
Cok Yuksek, seklindedir. Olcek, icsel ve dissal motivasyon araglari olarak boyutlandiriimistir. Calismada
kullanilan 8lgegin Cronbach alfa degerleri icsel boyut icin 0.83 ve dissal boyut icin 0.84’tiir. icsel motivasyon
araglan olarak; ilgi ceken ve caba gerektiren gorev, iste bagimsiz olabilme, isin 6nemi, ise katilabilme,
sorumluluk verilmesi, isin monoton olmamasi, ¢alisanin yaraticiligini, yeteneklerini ve becerilerini kullanabilme
olanagi saglamasi, calisana performansiyla ilgili verilen donitler olarak bildirilmistir. Dissal motivasyon araglari
iki boyutta tasarlanmustir. Birinci boyut; arkadaglik, yardimseverlik, akranin ve yonetimin destegi gibi kisiler
arasi iligkilerin niteligine dayanan sosyal araglar, ikinci boyut; ¢alisma ortamindaki kaynak yeterliligi, Ucret
esitligi, yukselme firsati, ek yararlar ve is glivencesi gibi is performansini artirmak i¢in kurumca sunulan
olanaklarla ilgili araglardir (Diindar, Ozutku ve Taspinar, 2007: 108; Mottaz, 1985: 366) is motivasyonu

olgegindeki ilk 9 madde i¢ motivasyonla , 10-24. madde dahil tim maddeler dis motivasyonla ilgilidir.

Minnesota Is Doyumu Olgedi: Calismada kullanilan diger 6lgek; Minnesota is Doyumu Olgegi’nin Weiss ve
digerleri (1967)'nin gelistirdigi 20 maddelik kisa formdur. i¢csel ve Dissal Memnuniyet. Bu iki faktére iliskin
puanlar ve Genel Memnuniyet puani elde edilebilir. Kisa bicimli MSQ, 1977 uzun biciminde kullanilanla ayni
yanit kategorilerini kullanir. Olcek ve maddeleri yiiksek diizeyde giivenilirdir. Olgegin alphasi 0.88, icsel doyum
boyutu 0.87, dissal doyum boyutu 0.77’dir. iki boyutlu bu dlcek; faaliyet, serbestlik, degisiklik, ahlaki degerler,
baskalarina yardim, otorite, yeteneklerini kullanabilme, sorumluluk, yaraticilk, takdir edilme, basari ve
toplumda sayginlik” ifadelerini iceren 12 adet igsel faktor maddesi ve “yikselme imkani, kurum politikasi ve
uygulamalari, ¢alisma arkadaslari, ¢alisma kosullari, Ucret, yoneticinin yonetim anlayisi, yoneticinin teknik
destegi ve is garantisi” ifadelerini iceren 8 maddelik digsal faktori icerir. 5°li Likert tipi 6lcek, “Hi¢ tatmin edici
degil” ve “Cok tatmin edici” secenekleri arasinda derecelere sahiptir. Madde toplam puanlari ya da ortalamalar

alinir. Puan ne kadar diisiikse is doyumu o derece disliktir denir.

Veri Analizi
Tablo 1. Verilerin Normallik Dagilimlarina iliskin Tablo
N Min Max M ss Kurtosis Skewness
is Doyumu 104 32 100 62,42 18,86 -1,079 ,484
is motivasyon 104 50 120 79,65 16,27 ,223 ,740
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Calismada grubun normal dagihm gosterip gdstermediginin belirlenmesi igin Skewness ve Kurtosis degerlerine
bakilmistir. Kurtosis ve Skewness degerleri -1.5 ile +1.5 oldugunda normal dagilim oldugu kabul edilir

(Tabachnick and Fidell, 2013). Béylece parametrik testlerle ¢alisiimistir.

Calismada ortalama, standart sapma, T test ve Anova kullanilmistir. Ayrica pearson korelasyon analizi ile basit
dogrusal regresyon yapilmistir. Katiimcilarin %50si kadin ve %50si erkektir. Katiimcilarin %27’si 1-5, % 32.2 si
6-10 yil, %30.1’i 11-15 yil ve %9.7’si 16 ve Uzeri kidemlere sahiptir. %1.04'U ilkokul, %57’si ortaokul ve %41.6'sI

lise 6gretmenleridir. %1.92’si 6nlisans, %88.4’(i lisans %10.4’( yiiksek lisans mezunudur.

BULGULAR

Bu bélimde bes alt probleme iliskin yanitlar aranmstir. Alt problemler sunlardir:
1.Mizik 6gretmenlerinin is motivasyon diizeyi

Tablo 2. Ogretmenlerin is Motivasyon Diizeyleri

N Minimum Maximum Mean Std. Deviation
Toplam is Motivasyonu 104 2.08 5.00 3.32 67
i¢ Motivasyon 104 2.11 5.00 3.83 .66
Dis Motivasyon 104 1.53 5.00 3.01 .76

Tabloya bakildiginda 6gretmenlerin is motivasyonu dizeyine iliskin en diistk 2,08, en yiksek 5,00 puan aldiklari
gorilmektedir. Ortalamaya bakildiginda 6gretmenlerin toplam 3,32, i¢c 3,83 ve dis 3,01 dizeylerinde is
motivasyonu yasadiklari anlasilmaktadir. is motivasyon degerlendirme araliklarina gére, dgretmenlerin elde
ettikleri is motivasyon puani ortalamasi (2,61-3,40) distk olarak nitelendirilmistir. Bu araliklardaki sonucu
Olciimleyen bu calisma ile calisma grubunu olusturan mizik 6gretmenlerinin is motivasyon diizeylerinin distk

oldugu bulgulanmistir.

2. Muzik 6gretmenlerinin demografik 6zelliklerine gére is motivasyon diizeyleri

Tablo 3. Ogretmenlerin Cinsiyete Gére is Motivasyonlarina iliskin T-Testi Tablosu

N X ss t df p
2 icsel Erkek 52 3,8404 64314 ,062 102 951
g Motivasyon Kadin 52 3,8324 ,68810
% Dissal Erkek 52 3,0751 ,70950 769 102 769
- Motivasyon Kadin 52 2,9599 ,81456

Ogretmenlerin is motivasyonlari ile cinsiyet degiskeni arasinda anlamh fark bulunmamistir (to.0s.10,=.492). Alt
boyutlarda da anlamli bir farklilik gériilmemistir. Ogretmenlerin is motivasyon diizeylerinin cinsiyetlerine gére

degismedigi anlasilmistir.
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Tablo 4. Ogretmenlerin Medeni Durumlarina gére is Motivasyonlarina iliskin ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p

igsel Evli 77 3,8288 ,68719 G. igi ,891 2 ,446 1,015 ,366
Motivasyon Bekar 25 3,9091 ,59385 G. Dis1 44,353 101 ,439
Bos. 2 3,2222 ,00000 Toplam 45,244 103
Toplam 104 3,8364 ,66277
Digsal Evli 77 3,0092 ,78080 G. igi ,578 2 ,289 ,493 ,613

is Motivasyonu

Motivasyon Bekar 25 3,0820 ,73444 G. Dis1 59,278 101 ,587
Bos. 2 2,5333 ,00000 Toplam 59,857 103
Toplam 104 3,0175 ,76232

Ogretmenlerin medeni durumlari ile is motivasyon diizeyleri arasinda anlamh fark bulunmamistir (F=.746,
p>0.05). Her iki alt boyutta da anlamli bir farklilik yoktur. Ogretmenlerin is motivasyon diizeyleri medeni

durumlarina gére degismemistir.

Tablo 5. Ogretmenlerin Yaslarina gére is Motivasyonlart ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p
igsel 20-30Y. 28 3,9598 ,61217 G. igi 1,917 2 ,959 2,234 ,112
Motivasyon 31-40Y. 55 3,7091 ,63918 G. Disi 43,327 101 ,429
41 ve 21 4,0053 ,74658  Toplam 45,244 103
§ uzeri
@
s Toplam 104 3,8364 ,66277
g Digsal 20-30Y. 28 3,2175 ,77946 G. igi 5,050 2 2,525 4,654 ,012
- Motivasyon 31-40Y. 55 2,8109 ,69374 G. Disi 54,806 101 ,543

41 ve 21 3,2921 ,78782  Toplam 59,857 103
tizeri

Toplam 104 3,0175 ,76232

is motivasyonlarinin dgretmenlerin yasina gore farklilasmasi incelendiginde; 6gretmenlerin i¢sel motivasyon
dizeyleri ile yaslari arasinda anlaml fark bulunmamistir (F=2,234, p>0.05). Ancak 6gretmenlerin yasi ile digsal
motivasyon dizeyleri arasindaki fark anlamhdir (F=4,654, p<0.05). Tukey testine goére yas biyldikce

O0gretmenlerin digsal motivasyonunun yikseldigi anlagiimaktadir.

Tablo 6. Ogretmenlerin Hizmet Siirelerine Gére is Motivasyonlarina iliskin ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p

icsel 1-5 yil 26 3,9425 58641 G. ici 2,500 3,833 1,949 127

Motivasyon  6-10 yil 31 3,7718 ,62925  G. Digi 42,745 100 ,427
11-15yil 29 3,6552 ,67739 Toplam 45,244 103
l6yilve 18 4,0864 ,74444

is Motivasyonu

lizeri
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Toplam 104 3,8364 ,66277
Digsal 1-5yil 26 3,1045 ,70713 G. igi 6,768 3 2,256 4,249 ,007
Motivasyon 6-10 yil 31 2,9389 ,88421 G.Dis1 53,089 100 ,531
11-15yill 29 2,7310 ,54815 Toplam 59,857 103
l6yilve 18 3,4839 ,71620
lizeri

Toplam 104 3,0175 ,76232

Ogretmenlerin i¢sel motivasyon diizeyleri ile hizmet siireleri arasinda anlamh fark bulunmamistir (F=1,949,
p>0.05). Ancak digssal motivasyon diizeyleri arasindaki fark anlamhidir (F=4,249, p<0.05). Farkin kaynagina iliskin
yapilan Tukey testi sonucunda; 11-15 yil ile 16 ve Uzeri yil hizmet siresi olan 6gretmenlerin arasindaki farkin
anlamh oldugu anlasiimistir. 11 yil ve lizerinde hizmet yapan 6gretmenlerin digsal motivasyonlarinin yiksek

oldugu gorilmastir.

Tablo 7. Ogretmenlerin Mezuniyet Diizeyine Gére is Motivasyonlarina iliskin ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p
igsel On Lisans 2 3,8744 ,64431 G.igi 2,826 3 ,942 2,221 ,090
Motivasyon Lisans 85 3,3556 ,67036  G.Digi 42,418 100 424
Lisansustii 10 3,9524 ,66002 Toplam 45,244 103
§ Diger 7 4,2222 ,94281
g Toplam 104 3,8364 ,66277
g Digsal On Lisans 2 3,1038 ,76241 G. igi 4,044 3 1,348 2,415 ,071
= Motivasyon Lisans 85 2,6000 ,61182 G. Disi 55,813 100 ,558
Lisansustii 10 2,5333 ,47297 Toplam 59,857 103
Diger 7 3,1333 1,50849
Toplam 104 3,0175 ,76232

Ogretmenlerin igsel (F=2,221, p>0.05) ve dissal (F=2,415, p>0.05) motivasyon diizeyleri ile egitim diizeyleri
arasinda anlamli fark bulunmamistir. Buna gore, 6gretmenlerin is motivasyonlarinin egitim diizeylerine gore

degismedigi anlasilmaktadir

Tablo 8. Ogretmenlerin Calistiklari Kurumlara Gére is Motivasyonlarina iliskin ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p
icsel ilkokul 1 2,7778 - G. igi 1,623 2 ,811 1,878 ,158
Motivasyon Ortaokul 63 3,7917 ,70099  G.Dist 43,622 101 ,432
§ Lise 40 3,9333 ,58079  Toplam 45,244 103
'g Toplam 104 3,8364 ,66277
é Digsal ilkokul 1 1,8667 - G. igi 1,492 2 ,746 1,291 ,279
l Motivasyon Ortaokul 63 3,0596 ,82181  G.Dist 58,364 101 ,578
Lise 40 2,9800 ,65026  Toplam 59,857 103

Toplam 104 3,0175 ,76232
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Ogretmenlerin motivasyon diizeyleri ile kurum diizeyleri arasinda (F=2,415, p>0.05) anlamli fark bulunmamustir.
Alt boyutlar olarak da igsel (F=1,878, p>0.05) ve dissal (F=1,291, p>0.05) motivasyon diizeyleri ile galistiklari
kurum diizeyi arasinda anlamli fark yoktur.Ogretmenlerin is motivasyonlarinin kurum diizeylerine gére

degismedigi anlasiimaktadir.

3. Miizik 6gretmenlerinin is doyum diizeyleri

Tablo 9. Ogretmenlerin is Doyumu Diizeyleri

N Min Max m ss
Toplam is Doyumu 104 1.60 5.00 3.12 .94
ic Doyum 104 1.83 5.00 3.20 .98
Dis Doyum 104 1.13 5.00 2.98 .97

Tabloya bakildiginda 6gretmenlerin en disiik 1,60, en yiksek 5,00 puan aldiklari gorilmektedir. Ortalamaya
bakildiginda &gretmenlerin yaptiklari isten dusiik (Toplam=3,12, i¢=3,20, Dis=2,98) diizeyde doyum
sagladiklarini séylemek mimkiindiir. is motivasyon degerlendirme araliklarina gore, 6gretmenlerin elde
ettikleri is doyum puani ortalamasi (2,61-3,40) diisik olarak nitelendirilmistir. Bu araliklardaki sonucu
Olciimleyen bu ¢alisma ile, ¢alisma grubunu olusturan muzik 6gretmenlerinin is doyum duzeylerinin diigiik

oldugu bulgulanmistir.
4. Miizik 6gretmenlerinin demografik 6zelliklerine gére is doyum diizeyleri

Tablo 10. Ogretmenlerin Cinsiyete Gore is Doyumlarina iliskin T-testi Tablosu

N X ss t df p
2 igsel Erkek 52 3,2676 1,02200 ,606 102 ,546
% Doyum  Kadin 52 3,1506 ,94671
e Dissal Erkek 52 2,9712 ,97223 -,187 102 ,852
o Doyum  Kadin 52 3,0072 ,99336

Ogretmenlerin is doyumlari ile cinsiyet degiskeni karsilastirildiginda anlamli bir farklilik bulunmamistir

(to.05:102=.300). Alt boyutlar incelendiginde anlamli bir fark gériilmemistir.

Tablo 11. Ogretmenlerin Medeni Durumlarina gére is Doyumlarina iliskin ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p
icsel  Evli 77 3,2381 ,99915 G. igi ,886 2 ,443 ,455 ,636
Doyum
Bekar 25 3,1700 ,96988 G. Dis1 98,447 101 ,975
s Bos. 2 2,5833 ,00000 Toplam 99,333 103
£
c;, Toplam 104  3,2091 ,98204
(=} .
o Digsal Evli 77 2,9188 ,94411 G. lgi 1,542 2 ,771 ,803 ,451
Doyum
Bekar 25 3,1750 1,10456 G. Dis1 97,024 101 ,961
Bos. 2 3,3750 ,00000 Toplam 98,566 103
Toplam 104  2,9892 ,97824
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Ogretmenlerin medeni durumlari ile is doyum diizeyleri arasinda anlamli bir farklilik bulunmamistir (F=.095,

p>0.05). Alt boyutlar incelendiginde her iki boyutta da anlamli bir farklilik yoktur.

Tablo 12. Ogretmenlerin Yaslarina gére is Doyumlarina iliskin ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p
icsel 20-30Y. 28  3,2173 1,01591 G. ici 5,142 2 2571 2,757  ,068
Doyum 31-40Y. 55  3,0455 ,93882  G.Digt 94,191 101 ,933

41ve 21  3,6270 ,96775  Toplam 99,333 103

s lizeri

£

% Toplam 104  3,2091 ,98204

fw Digsal 20-30Y. 28  3,1116 ,98445 G. igi 5,107 2 2553 2,759  ,068
Doyum 31-40Y. 55  2,7932 ,87309  G.Dis1 93,459 101 ,925

41 ve 21 3,3393 1,14301 Toplam 98,566 103
tizeri

Toplam 104  2,9892 ,97824

Ogretmenlerin is doyum diizeyleri; yaslarina gére [hem icsel (F=2,757, p>0.05) hem dissal (F=2,759, p>0.05)

olarak anlamli diizeyde farkhilagsmamaktadir.

Tablo 13. Ogretmenlerin Hizmet Siirelerine Gére is Doyumlarina iliskin ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p
igsel 1-5yil 26 3,1667 1,03037 G. igi 9,272 3 3,091 3,432 ,020
Doyum 6-10yil 31 3,2204 ,96574 G. Digi 90,061 100 ,901
11-15yil 29 2,8764 ,84622  Toplam 99,333 103
16 yil 18 3,7870 ,95453
ve
s tizeri
£
%. Toplam 104  3,2091 ,98204
_3- Digsal 1-5yil 26 3,0577 ,98058 G. igi 13,086 3 4,362 5,103 ,003
Doyum 6-10yil 31 3,1250 ,92590 G. Digi 85,480 100 ,855
11-15yil 29 2,4698 ,69730 Toplam 98,566 103

16 yil 18 3,4931 1,14039
ve
uzeri

Toplam 104  2,9892 ,97824

is doyumunun &gretmenlerin hizmet siirelerine gére farklilasmasi incelendiginde; dgretmenlerin hem igsel
doyum dizeyleri (F=3,432, p<0.05) hem de digsal doyum diizeyleri (F=5,103, p<0,05) ile hizmet siireleri arasinda
anlamli fark bulunmustur. Tukey testi sonucunda 6 yildan daha uzun hizmet siiresine sahip 6gretmenlerin digsal
doyuma sahip oldugu, 11 yildan daha uzun siredir gérev yapan 6gretmenlerin ise hem i¢sel hem de dissal

doyuma ulastiklari anlasiimaktadir.
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Tablo 14. Ogretmenlerin Mezuniyet Diizeyine Gore is Doyumlarina iligkin ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p
igsel On Lisans 85 3,2559 ,97842 G. igi 2,961 3 ,987 1,024 ,385
Doyum Lisans 10 2,7750 ,97187 G. Disi 96,373 100 ,964
Lisansusti 7 3,0833 ,88845  Toplam 99,333 103
s Diger 2 3,8333 1,64992
§. Toplam 104 3,2091 ,98204
2. Digsal On Lisans 85 3,0338 ,94852 G. lgi 3,549 3 1,183 1,245 ,298
Doyum Lisans 10 2,4500 ,99338 G. Disi 95,017 100 ,950
Lisansusti 7 3,0893 ,97285  Toplam 98,566 103
Diger 2 3,4375 2,20971
Toplam 104 2,9892 ,97824

Ogretmenlerin igsel (F=1,024, p>0.05) ve dissal (F=1,245, p>0.05) is doyum diizeyleri ile egitim diizeyleri

arasinda fark anlamli bulunmamustir.

Tablo 15. Ogretmenlerin Calistiklari Kurumlara Gére is Doyumlarina iliskin ANOVA Tablosu

Grup N X ss Var.K KT Sd KO F p
igsel ilkokul 1 1,9167 - G. igi 2,661 2 1,331 1,390 ,254
Motivasyon Ortaokul 63 3,1442 ,97266 G. Dis1 96,672 101 ,957
5 Lise 40 3,3437 ,98731  Toplam 99,333 103
§. Toplam 104  3,2091 ,98204
_g‘ Digsal ilkokul 1 2,1250 - G. igi ,894 2 447 ,462 ,631
Motivasyon Ortaokul 63 2,9683 ,98399 G. Dis1 97,672 101 ,967

Lise 40 3,0438 ,98244  Toplam 98,566 103
Toplam 104  2,9892 ,97824

Ogretmenlerin igsel (F=1390, p>0.05) ve dissal (F=,462 p>0.05) doyum diizeyleri ile calistiklari kurum diizeyi
arasinda anlamh fark bulunmamistir. Bu bulgulara goére; 6gretmenlerin is doyum dizeyleri, yaslarina,
cinsiyetlerine, medeni durumlarina, egitim dizeylerine ve galistiklari kurumun diizeyine gére degismemektedir.

Ancak 6gretmenlerin is doyumlari hizmet siirelerine gore degismektedir.
5. Miizik 6gretmenlerinin is motivasyonlari ile is doyumlari arasindaki iliski

Tablo 16. Ogretmenlerin is Motivasyonu ve is Doyumu Alt Olceklerinin Korelasyon Analizi

Alt Boyutlar icsel Doyum Digsal Doyum icsel Digsal
Motivasyon Motivasyon

icsel Doyum 1,000 ,826™ ,589™ ,553"

Dissal Doyum ,554™ 1,000 ,573* 527"

icsel Motivasyon ,589™ ,573™ 1,000 ,638™

Dissal Motivasyon ,553™ ,527* ,638"" 1,000

**0<0,01 (iki uclu)
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is Motivasyonu ‘i¢sel motivasyon’ alt élcegi ile Minnesota is Doyum alt &lgeklerinden ‘igsel doyum’(r= .554,
p<.01), ‘dissal doyum’(r= .573, p<.01), arasinda pozitif anlamli bir iliski elde edilmistir. Ayni zamanda Is
Motivasyonu ‘dissal motivasyon’ alt dlcegi ile Minnesota is Doyum alt 6lgeklerinden ‘igsel doyum’(r= .553,
p<.01), ‘digsal doyum’(r= .527, p<.01), arasinda da pozitif anlamli bir iliski vardir. Ayrica is motivasyonu ve is
doyum alt 6lgeklerinin de kendi aralarinda pozitif iliski oldugu séylenebilir. Analizden elde edilen bulgulara gore

motivasyon diizeyi artar ise is doyum diizeyi de artmaktadir.

6. Miizik 6gretmenlerinin is motivasyonlarinin is doyumlarina etkisi

Tablo 17. Regresyon Analizi icin ANOVA Testi Sonuglari

Model Kareler df Kareler F Sig.
Toplami Ortalamasi
Regresyon 17260,071 1 17260,071 90,855 ,000°
Artan 19377,314 102 189,974
Toplam 36637,385 103

is doyumu Uizerinde is motivasyonunun etkisini incelemek igin olusturulan modelde, P<0,05 ¢ikmasi modelin

anlamli oldugunu, is motivasyonunun is doyumunu anlamli sekilde acikladigini gostermektedir.

Tablo 18. Regresyon Analizi

R R? Ayarlanmis R? ss F Degisim F Degisim
Anlamhilik
0,686° 0,471 0,466 13,783 90,855 ,000

is motivasyonun (bagimsiz degisken), is doyumunu (bagimli degisken) agiklama diizeyinin incelenmesi igin
yapilan analiz sonucunda R? degeri incelendiginde 0,471 degeri ile %47’lik bir etkinin oldugu gériilmektedir. is
doyumunda olusan %47'lik degisim is motivasyonundan kaynaklanmaktadir. Yarisina yakin bir oran
gozlemlenmesinden hareketle, 6gretmenlerin is doyumunu saglamak igin etkin olarak motivasyonlarinin

ylkseltilmesine ihtiyag oldugunu séylemek miimkindur.

SONUC ve TARTISMA

Calisma, is motivasyonlari ile is doyumlari arasindaki iliskileri belirlemek amaciyla, Turkiye’nin kuzeydogu
bolgesindeki Tokat ilinde ve ilcelerinde hizmet veren mizik 6gretmenlerinin katihmi ile ylratilmistir. Bu
¢alisma ile, ¢alisma grubunu olusturan muzik 6gretmenlerinin is motivasyon duzeylerinin disiuk oldugu
bulgulanmistir. Bu ¢alismada kullanilan is motivasyonu 6lgeginden elde edilen verilere gore; 6gretmenlerin en
yuksek motivasyon kaynagi, is arkadaslariyla olan iliskiler ve gordikleri sosyal destekle ilgilidir. En yiksek is
motivasyonu puanini (4,0396) oOlcegin 3. maddesi olan “is arkadaslarimin beni onurlandiran tavir ve
davranislan” ndan elde etmislerdir. Herzberg’in cift faktor teorisinde takdir gérme ve iligkiler, motivasyonel ve
hijyen faktorleri olarak nitelendirilir ve bu durumlarin galisanin hayatinda 6nemli bir yeri oldugundan bahsedilir.
En dislik motivasyon ortalama puanini (2,1287) ise 20. madde ile elde etmislerdir. “Basarimdan dolay! ekstra

Ucret 6denmesi” segenegi en dislik ortalamaya sahip belirgin diizeyde isaretlenen maddedir. Buna gore
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ogretmenler, gosterdikleri 6zveri ya da basarinin fazladan (cretlendirilmedigini disiinmektedirler. Basari
saglamanin veya Ozveri gostermenin 6gretme isinin olagan bir pargasi oldugu distinilebilirse de, Ucret artisi
veya ylkselme gibi orglitsel motivasyon kaynaklarinin saglanabilmesi, 6gretmenin motivasyonunu ve
verimliligini artirabilir. Cift faktor teorisi, tcretlendirmeyi hijyen faktorl olarak niteler. Hijyen faktorlerini ayni

zamanda saglanan is doyumuyla dogrudan iliskilendirmektedir.

Bati toplumlarinin i¢ motivasyon araglarinin dissal araglara gére daha etkili oldugunu (Brislin, Kabigting,
Macnab, Zukis ve Worthley, 2005; Chen ve Ford 1999; DeVoe ve lyengar, 2004; Mottaz, 1985) ancak Cin gibi
geleneksel kiltirlerde dissal motivasyon araglarinin daha etkili (Fisher ve Yuan 1998) oldugunu gérmekteyiz
(akt. Dundar vd., 2007). Bu arastirmadaki 0gretmenlerin is motivasyonuyla ilgili bulgularindan, 6gretmen
motivasyonunun genel olarak dis motivasyon kaynaklarindan etkilendigi anlasiimaktadir. Bu durumda Tirk
o6gretmen oOrnekleminin motivasyonel araglarin etkisi bakimindan Cin’le benzestigi sdylenebilir. Buna benzer
olarak Yunan devlet okullarinda ¢alisgan 6gretmenler; isin kendisinden ve onlarin denetiminden memnun
kalirken, (Aspridis, 2013) Ucret ve tanitim firsatlarindan memnun kalmamaktadir (Tsigilis, Zachopoulou ve

Grammatikopoulos, 200).

Onceki ¢alismalar motive edici unsurlar olarak; giivenli gelecek algisi (Oztiirk ve Diindar, 2003) iyi ve saghkli
calisma kosullari (Atakli, 1996), aile ve cevreyle iyi iliski (Barh, Bilgili, Celik ve Bayrakceken, 2005) akranlarla,
Ogrencilerle ve yonetimle pozitif iletisim kurmak (Gugli, 1996) olarak belirtilmistir. Yine, 6gretmenlerin karar
alma sireclerine katilimi, yetki ve sorumluluk paylasimi, lcretlendirme ve odiller onlari motive edebilir
(Kocabas ve Karakdse, 2005). Ogretmenlerin 6gretme isi motivasyonlarini olumsuz etkileyen durumlar olarak;
“is guvenliginin azalmasi ve dusuk prestij” erken 6gretmen yipranmasi, 6gretim giclinin zayiflamasi, 6dul
dengesizligi, sinirli kariyer firsatlari, ilgisiz yonetici, 6grenci veya veli (Ada, 2014; Sinclair, 2008; Sinclair, Dowson
ve Mcinerney, 2006 ; Watt ve digerleri, 2012) olarak bildirmistir. Zor kosullarin olmasi 6gretmenlerin motive
olmalarini engellememekte ancak sorunlarin ¢6ziilememesi durumu motivasyon duzeylerini disirmektedir
(Nicholson, 2003). Her meslekte zorlayici sartlar olabilir, bunlar farkedilip bertaraf edilmeye galisilirsa, isgérenin
calisma motivasyonu devam edebilir. Ancak problemler olagan gorilerek ¢oziime iliskin uygulamalara gidilmez
ise calisanin motivasyon diizeyi disebilir. Ornegin, bu arastirmanin bulgularindan da anlasildigi gibi; miizik
O0gretmenleri gosterdikleri 6zveri ya da basarinin sosyal onay ya da Ucret artisi gibi motivasyonel araglarla
yeterince desteklenmedigi diisiincesindedir. Oyleyse &gretmenleri miizik sinifinin olmamasi, kalabalk sinif
(Umuzdas ve Levent, 2012), aile ve yonetimin yiiksek not baskisi ve mizik dersinin 6nemsiz olarak gorilmesi
(Toraman, 2014) zorlayici sartlarda gorev yaparken Ust yonetimin “bu sartlardaki gabani gériiyoruz” destegine

ihtiyac duyduklari disiinilmektedir.

Muzik 6gretmenlerinin cinsiyetleri, medeni durumlari, egitim diizeyleri ve kurumun dizeyi ile is motivasyonu
dizeyleri arasinda anlamh bir fark bulgulanmamistir. Boylece miizik 6gretmenlerinin is motivasyonlarinin bu
demografik 6zelliklere gore degismedigi anlasiimistir. Ancak 6gretmenlerin is motivasyon dlizeyleri yaslarina ve

hizmet sireleri ile farklilik gostermektedir. Buna gore 6gretmenlerin is motivasyon diizeyleri yaslarina ve hizmet

735 Umuzdas, S. (2020). The Relationship Between Music Teachers' Work Motivation and Job
Satisfaction, International Journal of Eurasian Education and Culture, Issue: 9, pp. (698-744).


https://www.cogentoa.com/article/10.1080/2331186X.2016.1217819#reference-CIT0075
https://www.cogentoa.com/article/10.1080/2331186X.2016.1217819#reference-CIT0076
https://www.cogentoa.com/article/10.1080/2331186X.2016.1217819#reference-CIT0088

IJOEEC (International Journal of Eurasian Education and Culture) (ISSN: 2602-4047)
Vol / Cilt: 5 Issue / Sayi: 9 Year / Yil: 2020

surelerine gore degismektedir. Yas ile anlamli g¢ikan motivasyon kaynaginin dissal ve pozitiftir oldugu
gorilmektedir. Buna gore; yas ilerledikce Ogretmenler sosyal ve orgitsel kaynaklarla daha ¢ok motive
olmaktadirlar. Ornegin sosyal destek, arkadaslik iliskileri veya ticret, is giivencesi gibi olgular ileri yaslardaki
O0gretmen calisanlar daha ¢ok motive etmektedir. Hizmet siiresi ile is motivasyon diizeyinin anlamh farki
incelendiginde ise; 16 yildan daha uzun siredir miuzik O6gretmenligi goérevini siirdlrenlerin digsal

motivasyonlarinin daha ylksek oldugu goérilmustir.

Genel olarak bakildiginda 6gretmenlerin is motivasyonlari ile demografik 6zellikleri arasindaki fark yas ve
hizmet siresiyle ilgilidir. Yas ve hizmet siresi dogru orantili ve paralel olarak ilerleyen iki degiskendir. Yas
degiskeni olgunluk ile, hizmet siiresi degiskeni de deneyimin sagladigi duygusal/6rgiitsel baghhkla aciklanabilir.
Oretmenlerin yasi ve gdrevde ne kadar hizmet verdigi dogru orantili ilerler. ileri yas veya hizmet siiresi sahibi
dgretmenlerin akranlarindan, cevreden ve yénetimden ilimli, saygili iletisim mesajlari edinmesi olasidir. Isi ile
ilgili motivasyonu, bu nedenle yuksekge ¢ikmis olabilir. Boyutsal olarak digsal kaynakli oldugu goérilen is
motivasyonlari, agilim olarak sosyal ve &rgiitseldir. Ogretmenlikte ilerleyen yillarla birlikte kurulan arkadaslik ve
ihtiyac duyulan sosyal destekle birlikte maddi giivencenin olmasinin, 6gretmenin isiyle ilgili motivasyonunu

sagladigl gorilmektedir.

Bir 6gretmen, meslegini yaparken bazi durumlardan doyum saglayamayabilir ancak mesleginin bazi yonlerini
oldukga tatmin edici bulabilir. Ogretmenlerin is doyumu dendiginde, mesleginden edindigi genel memnuniyet
ve doyum algilanmalidir. Ogretmenlik mesleginde is doyumu ile ilgili yapilan ¢alismalar 6gretmenlerin, en gok
dgrenciye katki yaptiklari icin doyum sagladiklarini (Ekonomik Kalkinma ve isbirligi Orgiitii, 2018) ortaya

koymaktadir.

Calisma grubunda ¢ok diisiik is doyumuna sahip 6gretmenin yani sira tamamen doyum saglayan 6gretmen de
mevcuttur. Bu galismada, is doyum dizeylerini 6lcen 6lcege verdikleri yanitlara gére miizik 6gretmenleri,
yaptiklari isten distk dizeyde (3,12) doyum saglamaktadir. Dusik ortalama degerleri Sarpkaya’nin (2000)

¢alisma bulgulariyla benzerlik gdstermektedir.

Bu calismada kullanilan araglardan biri olan is doyumu 6lgeginden elde edilen verilere gore; 6gretmenlerin en
yuksek doyum kaynagi, 6gretmenlerin ahlaki degerleri ile ilgilidir. En ylksek is doyumu puani (3,6039) 6lcegin 7.
maddesi olan “vicdanima ters diismeyen gorevleri yapabiliyor olmak” olarak isaretlenmesiyle elde edilmistir. Bu
madde icsel is doyumuna iliskindir. Ogretmenlerin degerleriyle uyumlu bir gérevde calismalari ve bunun
farkinda olunmasi i¢ doyumu saglayici, 6nemli bir etkendir. Bulgulara gore, is doyumuyla ilgili en disik
ortalama puanini (2,6930) ise 12. madde ile elde etmislerdir. “okul politikalarinin uygulamaya konulma sekli”
secenegi en duslk ortalamaya sahip belirgin diizeyde isaretlenen maddedir. Burada dissal motivasyon kaynagi

nedeniyle 6gretmenlerin is doyum diizeyleri dustugu sdylenebilir.

Avustralya, ingiltere, Yeni Zelanda ve ABD érnekleminde calisiimis olan bir diger calismada (Scott ve Dinham,

2003) is doyumunu olumsuz etkileyen durumlar olarak belirtilen; mesleki bagimsizligin eksikligi ve
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O0gretmenlerin karar alma siireglerinin diginda tutulmasi bu bulguya benzer sekilde okul politikasi ile ilgilidir.
Diger bir degisle; 6gretmenler okul politikalariyla ilgili sorun yasamazsa islerinden sagladiklari doyum artabilir.
Pearson ve Moomaw (2006) da ayni sekilde; islerinde bagimsiz calisabilecekleri ortamlarin 6gretmenlerin
yuksek is doyumu yasamasini sagladigini bulgulamigtir. Okul, genel egitim politikalarina bagl olarak kendi
uygulamalarini dgretmeni bagimsiz bir sekilde géreviendirerek vyiiritmelidir. Ogretmenlerin ihtiyacinin;
onemsenmek, kararlara katilmak, baski gormeden bagimsiz olmak oldugu aciktir. Bu ihtiyaglar doyurulursa
Ogretmen glclii hisseder. Zembylas ve Papanastasiou (2005: 457)'in de belirttigi gibi; 6gretmenlerin is doyumu,

o6gretmenin glclendirilmesine baghdir.

Muzik 6gretmenlerinin cinsiyetleri, yaslari, medeni durumlari ve egitim dizeyleri ile is doyum diizeyleri arasinda
anlaml bir fark bulgulanmamistir. Ancak 6gretmenlerin hizmet sireleri ile dissal is doyumlari arasinda iliski
bulunmustur. Alti yildan daha uzun siiredir mizik 6gretmenligi yapmakta olan c¢alisanlar dissal doyumu
nispeten daha fazla yasamaktadir. ileri diizey kideme sahip olanlar buna ilaveten i¢sel doyumu da elde etmistir.
Diger bir degisle; hizmet siiresi arttikga is doyumu diizeyi artmaktadir. Digsal is doyumu Herzberg’in cift faktor
teorisinde hijyen faktorleriyle iliskili olup; lcret, yonetim politikasi, calisma arkadaslariyla iliskiler gibi olgular
icermektedir. 6 yildan uzun stredir 6gretmenlik yapan calisanlar hijyen faktorleriyle doyum saglamakla birlikte,
daha uzun siiredir gorev yapan 6gretmenler takdir gérmek, basarili olmak ve énemli bir is yapiyor olmak gibi
icsel doyum faktorlerini iceren olgulari da olduk¢a dnemsemektedir. Ayni sekilde Tiirk Egitim Dernegi (2004)
bulgulariyla da 25 yil Gizeri gbrev yapan 6gretmenler nispeten yeni 6gretmenlere gére daha tatminkar oldugunu

belirtilmistir.

Bu c¢alismanin temeline oturdugu Herzberg'in ¢ift faktor teorisi; icsel motivasyonu saglayan araglar ile
motivasyon diizeyi ve digsal araglar ile is doyumu dizeyi iliskisini kurar. Bu teoriye gore, ¢alisanin is
motivasyonunun yiksek diizeyde olmasinda 6zellikle igsel faktorler etkilidir. Bunlar; isin caba gerektirmesi,
basarma hissi vermesi, isin gesitliligi, bagimsiz ¢alisabilme 6zelligi, calisana sorumluluk verilmesi, kisisel ve
profesyonel gelisim saglama olanaginin olmasi, ¢alisanin 6nemli bir is yaptigi algisidir. Ayrica digsal motivasyona
iliskin araclar (calisma kosullari, lcret, sirket imaji, is glivencesi, terfi, sosyal ortam, stati sembolleri)
calisanlarin motive olmasi yoniinde araci rol Ustlenerek uygun kosullar saglayabilir (Brislin vd., 2005: 89;
Mahaney ve Lederer, 2006: 42’den akt. Dindar vd., 2007: 109). Herzberg, Mausner ve Snyderman (1959)
orijinal ¢alismasinda calisan isinde doyum saglayamamasina neden olan en 6nemli etkenin hijyen faktorleri
oldugunu belirtmektedir. Bu faktorler dissal motivasyon araclariyla iliskilidir. Bu ¢alisma bulgularindan
anlasildigl Gzere; mizik 6gretmenlerinin is motivasyonu ve is doyumu diizeyleri dustiktir. Calisma verileri ile,
dissal motivasyon araglari ile is doyumu iliskisi bulgulanmistir. Ogretmenler mesleklerinden elde ettikleri iicret,
kaynaklar, yiikselme olanaklari ve is glivencesi faktorleri saglanirsa doyum saglayabilmektedirler. Boylelikle bu
calisma Herzberg’in teorisini destekleyen sonuclar elde etmistir. Burada 6gretmenlerin ihtiya¢ duyduklari temel
ve ortak nokta glivendir. Bu durumda 6gretmenler igin dncelikli olarak Ucret yapilandirmasi, ¢alisma ortaminin
iyilestirilmesi gibi konularin ele alinmasi 6nerilmektedir. Bu tip eksikliklere gelismekte olan tlkeler oldugu kadar

gelismis Ulkeler de maruz kalabilir. Bati Avusturalya bolgesinde cahsildiginda bulgulandig gibi (Young, 2000),
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onemli olan eksikleri tespit edip gidermeye ¢alismak ve 6gretmenlerin buna igtenlikle inanmasidir. Motivasyonu
ve doyumu artirici faktérler 6gretmeni mutlu eder ve performansi da artar (Locke ve Latham, 1990; Oriicii ve
Kanbur, 2008). Dolayisiyla Avusturalya ornegindeki gibi eksiklerin belirlenip tamamlanmaya calisildigi bir
ortamda motivasyonun yuksek oldugunu gorilmektedir. Bu arastirma bulgularinda ise varoldugu gibi,
motivasyonu dislrici 6zellikte faktorler bulunmaktadir. Burada Tirkiye ve Avusturalya arasinda motivasyonel

kaynaklarin saglanmasi baglamindaki bir farktan s6z etmek mimkdinddr.

Uluslararasi arastirmalardan 6gretmen yipranmasinin ve 6gretmenlerin 6gretim islerinden ayrilmasinin kiresel
bir sorun haline geldigi (Hong, 2012) dusik is doyumunun da (Collie, Shapka ve Perry, 2012; Skaalvik ve
Skaalvik, 2011) 6gretmen igin bir stresor olarak ifade edilerek durumla iliskilendirildigi gortlmektedir.
Tirkiye’de 6gretmenlik meslegi temel sorunlarini ele alan 6nceki ¢alismalar (Tekisik, 1986); hizmet 6ncesi ve
hizmet ici 6gretmen yetistirmeye iliskin yetersizlik, ekonomik problemler, toplumsal deger kaybi, 6gretmen
yetistirme alaninda plansizlik, 6zlikle ilgili problemler, politik etkiler, birokrat ve parlamenterlerin 6gretmen
kokenli ilgisizliginden bahseder. Bu sorunlarin varligini devam ettirdigi ve ¢6ziim beklendigi ifade edilmektedir
(Yirci, 2017: 511). Diinyada Turkiye’de var olan problemlere benzer durumlar goérilebilmekte ve iyilestirme
amaciyla 6zenli planlamalar yapilmaktadir (Brislin, Kabigting, Macnab, Zukis ve Worthley, 2005; Chen ve Ford

1999; DeVoe ve lyengar, 2004; Mottaz, 1985)

Yirci'ye (2017: 511) gore, 68retmenlerin mesleki gelisimlerini engelleyen dururmlar burokratik veya kisiseldir.
Burokratik yapi icinde Bakanlik uygulamalari ile egitim politikalarinin sik degisimi elestirilmistir. Meslekle ilgili
gelisimi engelleyen durumlar olarak da, okuldaki imkanlarin yetersizligi, ekonomik nedenler, mesleki tilkenme
ve doyumsuzluk, 6grencilerin tutum, motivasyon ve basarilarindaki disiiklik belirtiimistir. Ogretmenleri
mesleklerinde doyum saglayacak, motive edebilecek, o6gretmenlerde olumlu duygularin gelismesini

saglayabilecek diizenlemelerin gerceklestirilmesi yonindeki politikalar 6nemlidir.

Tirkiye’de dgretmenlerin mesleki gelisimlerini saglayabilecek uygulamalara agirlik verilmistir. Ornegin; Tirk
Egitim Dernegi (2004) raporuna gore; “uzmanlik sinavina girmis neredeyse tiim 6gretmenlere uzman unvani
verilmisken, yillardir sinavlar tekrarlanmadigindan lisansistlii derecesi ile bilim uzmani unvani almis
ogretmenler bu durumdan faydalanamamaktadir.” Sinavin tekrar yapilamamis olmasindan o6tiri; egitim

diizeyinde yikselmeler, gorevde ylkselme uygulamalarina etki edememistir.
ONERILER

Sayin Milli Egitim Bakani, uygulamanin tekrar yapilabilmesi icin 6gretmenlik meslek kanununun ¢ikarilmasinin
bir 6n kosul oldugunu belirtmistir. Bu konuda calismalar baslamistir. Oneri, Cumhurbaskanlig’na sunulmustur
ve bu yondeki adimlar devam etmektedir (Milli Egitim Bakanligl, 2019). Ayrica 6nceki uygulamaya gore
ogretmenlik icin yeterli olan formasyon sertifikasi uygulamasi yerine tim o6gretmenlerin tezsiz yiiksek lisans
yaparak mesleki ve kisisel gelisim saglamalari yéniinde yeni planlamalar giindemdedir. Ornekteki konu,

ogretmenlerin digssal motivasyonu ile ilgilidir. Bu ¢alismada bulgulanan ve Herzberg’'in teorisine dayanarak
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aciklanan iligskiye gore; Tiirk 6gretmenlerin gergeklesmesini bekledigi gérevde yiikselme gibi olanaklarinin digsal
motivasyon yoluyla is doyumu yiikseltici bir etkiyi saglayabilecegi dusiniImektedir.

Ayrica sayin Milli Egitim Bakani, Ogretmen Destek Noktalari ile “Universiteler, sivil toplum kuruluslar, ézel
sektor temsilcileri gibi Turkiye'nin birikimi ile 6gretmenlerin mesleki gelisimindeki her ihtiyacini anlk olarak
belirleyen, destekleyen bir yapi kurmayi hedefliyoruz.” seklinde ifade etmistir (Milli Egitim Bakanhgi, 2020: 1).
Mesleki gelisim gosterdikleri, rglitsel bakimdan paydaslarina giiven duyduklari, 6zerk hissettikleri, kendilerini
ifade ettikleri siirece 6gretmenlerin mesleki motivasyonu siireklilik gosterebilir. Bu baglamda 6gretmenlik
mesleginin ekonomik kosullarina ve ¢alisma ortamlarina, egitimle ilgili tiim paydasca gosterilen destek énemli

gorilmektedir.
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