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บทคัดย่อ

งานวิจัยนีม้ีวัตถุประสงคเ์พ่ือศึกษาแรงจูงใจ ความพึงพอใจ และความไม่พึงพอใจในการทาํงานของครูเจ้าของ

ภาษาจีนในจงัหวดัชลบรุ ีระยอง ปราจีนบรุี จนัทบรุี ฉะเชิงเทรา และตราด ซึ่งเป็นจงัหวดัในภาคตะวนัออกของประเทศไทย 

เครื่องมือวิจัยหลกัท่ีใชเ้ก็บขอ้มลูคือแบบสอบถามออนไลน ์ซึ่งมีสี่ตอน โดยผูต้อบแบบสอบถาม จาํนวน 93 คน (n = 93) 

วิเคราะหด์ว้ยสถิติพรรณนาดา้นความถ่ี เปอรเ์ซ็นต ์ค่าเฉลี่ย และสว่นเบ่ียงเบนมาตรฐาน ผลการวิจยัมี ดงันี ้ 1) จาํนวนเกิน

ครึง่ของครูมีแรงจงูใจทัง้ภายนอกและภายใน ในการสอนภาษาจีน ชั่วโมงการทาํงาน และวนัหยดุ (64.52%) ขอ้บงัคบัในการ

ฝึกงานเพ่ือสาํเรจ็การศกึษา และความตอ้งการครูชาวจีนในประเทศไทยท่ีสงูเป็นปัจจยัภายนอก ในขณะท่ีความสนใจสว่นตวั

ในการสอนภาษาจีนในประเทศไทย (60.21%) ซึง่สะทอ้นไดจ้ากวฒุิการศกึษา (66.7%) ความมั่นใจและความสามารถในการ

สอนของครูชาวจีนเป็นปัจจยัภายใน (79.57%) เงินเดือนเป็นปัจจยัภายนอกหลกัในการลดแรงจูงใจ (69.80%) การอยู่ไกล

บา้น และความแตกตา่งทางวฒันธรรมเป็นปัจจยัเพ่ิมเติม  2) โดยรวมแลว้ ครูคอ่นขา้งพงึพอใจกบังานสอนของตน (M=4.69, 

SD=1.03) ซึง่การเติบโตในสายอาชีพ (M=5.08, SD=1.95) ความสาํเรจ็ของนกัเรยีน (M=5.07, SD=1.06) และความสมัพนัธ์

กบัผูอ่ื้น (M=5.07, SD=0.93) เป็นปัจจยัท่ีดงึดดูใจครูมากท่ีสดุ โดยเฉพาะความสมัพนัธเ์ชิงบวกกบัผูอ่ื้น เน่ืองจากบรรยากาศ

การทาํงานท่ีเป็นมิตรในโรงเรยีน ความพงึพอใจในการทาํงานจากภายนอก คือ การท่ีโรงเรยีนไทยใหค้วามสาํคญักบัการเรยีน

การสอนภาษาจีน และครูไดร้บัความเคารพจากสงัคม (M=5.05, SD=1.40) และสือ่ไทย (M=5.10, SD=1.29) สว่นเงินเดือน

ตํ่า ภาระงานมากเกินไป สภาพความเป็นอยู่ท่ีไม่สะดวกสบาย ทศันคติเชิงลบของนกัเรียนท่ีมีต่อการเรียนรูภ้าษาจีน และ

พฤติกรรมท่ีไมเ่หมาะสมในชัน้เรียนสง่ผลกระทบต่อครูเช่นกนั  ผลการวิจยับอกเป็นนยัไดว้่า 1) ชั่วโมงทาํงาน วนัหยดุ ความ

สนใจสว่นตวั ขอ้บงัคบัในการฝึกงานเพ่ือสาํเร็จการศกึษา ปัจจยัภายนอก และภายในอ่ืน ๆ สามารถชดเชยความไมพ่งึพอใจ

ในการทาํงานกบัเงินเดือนท่ีตํ่า ภาระงานท่ีมากเกินไป และปัจจยัภายนอกอ่ืน ๆ ได ้เน่ืองจากครูสว่นใหญ่ตอ่อายสุญัญาสอน
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หลงัจากการสอนหนึ่งปี 2) ความสมัพนัธเ์ชิงบวกกบันกัเรียน และเพ่ือนรว่มงานมีผลต่อการเตรียมการสอน การเติบโตดา้น

อาชีพดว้ยตนเอง และความสาํเรจ็ดา้นการสอน 

คาํสาํคัญ: ครูเจา้ของภาษาจีน, แรงจูงใจในการสอนภาษาจีน, ความพอใจและความไม่พอใจในการทาํงาน, ภาคตะวนัออก

ของประเทศไทย 

 

ABSTRACT 

This research aimed to investigate native Chinese language teachers’ motivation and job satisfaction/ 

dissatisfaction in Chonburi, Rayong, Prachinburi, Chanthaburi, Chachoengsao, and Trat, provinces in eastern 

Thailand. An online questionnaire which had four parts was the main research instrument for data collection. The 

findings from 93 respondents (n=93) analyzed by descriptive statistics of frequency, percentage, mean, and 

standard deviation indicated as follows that: 1) more than half of them had both extrinsic and intrinsic motivation 

to teach Chinese. Working hours and holidays (64.52%), the internship requirements of graduation, and a high 

demand of Chinese teachers in Thailand were the extrinsic factors while personal interests in teaching Chinese in 

Thailand (60.21%), reflected in their educational background (66.7%), and their confidence and competency to 

teach were the intrinsic factors (79.57%). Salary (69.80%) was the main extrinsic demotivating factor; being far 

away from home and cultural differences were additional factors. 2) Overall, the teachers were somewhat satisfied 

with their teaching job (M=4.69, SD=1.03), but professional self-growth (M=5.08, SD=1.95), student achievement 

(M=5.07, SD=1.06), and relationships with others (M=5.07, SD=0.93) were factors that appealed to them most. 

Positive relationships with others was in particular due to friendly working atmospheres at school. Their extrinsic 

job satisfaction was that Thai schools placed importance on teaching and learning Chinese courses and that they 

perceived themselves to be respected by Thai society (M=5.05, SD=1.40) and media (M=5.10, SD=1.29). Low 

salary, excessive workload, uncomfortable living conditions as well as students’ negative attitudes toward Chinese 

learning, and inappropriate behaviors in class also impacted the teachers. The findings implied that: 1) working 

hours, holidays, personal interests, internship requirements for graduation, and other extrinsic and intrinsic factors 

could compensate for their job dissatisfaction with the low salary, excessive workload, and other extrinsic factors 

since most of the teachers renewed their teaching contract after a year of teaching; and 2) positive relationships 

with their students and co-workers were beneficial to their preparedness of teaching, professional self-growth, 

and teaching achievement. 

Keywords: Native Chinese Language Teachers; Motivation in Teaching Chinese; Job Satisfaction and Dissatisfaction;  

      Eastern Thailand 

 

Introduction 

 Learning Chinese as a third or an additional language in Thailand is recently pivotal, especially for 

economic reasons, so Chinese language courses have been offered as an elective or a major subject at public 

and private schools at all levels. Doing a business in fruit, jewelry, and tourism with China in Chonburi, Rayong, 
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Prachinburi, Chanthaburi, Chachoengsao, and Trat, provinces in eastern Thailand, has apparently promoted the 

local people’s motivation to learn and master Chinese with the increasing demand of native Chinese language 

teachers. Most native Chinese language teachers are generally hired on a one-year contract through the 

headquarters of the Confucius Institute and the Volunteer Chinese Teachers Program associated with the 

Chinese government, and they can renew their contracts twice. After teaching for more than two years with 

satisfactory performance, they can also apply for a higher position in the Confucius Institutes in Bangkok (Zhao, 

2014). Some Thai schools recruit other native Chinese language teachers from private agencies.  

As compared to the native Chinese language teachers, it was reported that local Thai teachers felt secure 

with their jobs as receiving medical care, housing, and tuition fees from the schools for their children 

(Syamananda, 2017). It can imply that Thai language teachers of Chinese have more job satisfaction than the 

native and that different circumstances at the workplace can influence the native Chinese language teachers’ 

teaching motivation and satisfaction. Past studies conducted in different parts of Thailand except the eastern 

region revealed that native Chinese language teachers experienced challenges in teaching Chinese at Thai 

schools, such as curriculum-related pressure (Wuttiphan, 2013), poor school climate, and poor relationships with 

co-workers (Lim & Min, 2021; Shao, 2022) and the host language barrier (Lim & Min, 2021), which could 

extrinsically and/or intrinsically demotivate them to renew their contract. The issues of Chinese teaching motivation 

and job satisfaction have not been carried out widely although there has been a shortage of qualified native 

Chinese language teachers ( Masuntisuk, 2017; Lim & Min, 2021) .  Both are also important factors that can 

encourage the teachers to pursue higher education, improve teaching skills, continue their careers as educators 

(Han & Yin, 2016; Irnidayanti et al., 2020), motivate their students to learn (Dornyei & Ushioda, 2013) and influence 

their students’ emotional well-being (Possel et al., 2013).  

One study into native Chinese language teachers’ motivation in Thailand by Zhao (2014)  was only found. 

Her framework was adapted from Herzberg’s (1959)  two- factor theory, which included hygiene and motivational 

factors with additional personal and organizational factors, to investigate the level and the influential factors of 

native Chinese language teachers’ teaching motivation in Bangkok.  The overall findings showed that personal 

growth, relations with others, achievement, and recognition highly motivated their teaching whereas work 

conditions, salary, and school policies demotivated them to continue their teaching profession. These demotivated 

factors may cause a shortage of qualified native Chinese language teachers, the current issue that needs to be 

understood. Therefore, the researcher aimed to investigate motivation and job satisfaction/ dissatisfaction among 

native Chinese language teachers in Chonburi, Rayong, Prachinburi, Chanthaburi, Chachoengsao, and Trat, 

where they were concentrated.  Dinham and Scott’s ( 1997b)  models of teachers’ motivation ( orientation and 

preparedness to teaching)  and job satisfaction ( eight factors contributing to job satisfaction and dissatisfaction) 

were adapted to investigate those two variables.  The models were suitable for the investigation because they 

could identify and quantify the sources and relative strength of factors that contributed to the variables, and they 
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were applied in different contexts, including New Zealand, Australia, England (Dinham & Scott, 1997a, 1998) and 

China (Liu & Onwuegbuzie, 2014). 

 

Research Objectives 

1. To investigate native Chinese language teachers’ motivation to teach Chinese in eastern Thailand. 

2. To investigate native Chinese language teachers’ job satisfaction/ dissatisfaction in eastern Thailand. 

 

Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

Figure 1 Conceptual Framework 

 

Research Methodology 
Population and Sample 

According to the Confucius Classroom of Rayong Secondary School, there were about 100 (N=100) 

native Chinese language teachers teaching at Thai schools in Rayong, Chonburi, Chanthaburi, Chachoengsao, 

Prachinburi, and Trat in 2023. The appropriate sample size based on the 95% confidence level was 80 (Johnson & 

Christensen, 2014). 

 Data Collection Procedure 

By adopting the snowball sampling technique, an online questionnaire, the main research tool, was 

sent to the first few contacts of the target teachers who then further suggested other potential participants in July 

2023. Eventually, 93 (n=93) respondents teaching Chinese in Chonburi (30.1%), Rayong (25.8%), Prachinburi 

(15.3%), Chanthaburi (10.8%), Chachoengsao (9.8%) and Trat (8.2%) returned the completed survey in the same 

month. Most of them were female (87.1%), aged between 21 and 25 (76.3%), taught Chinese in Thailand for less 

 

Motivation in teaching Chinese 

(Dinham & Scott, 1997b, 2000) 

- orientation to teaching which 

comprised intrinsic and extrinsic 

motivation 

- preparedness to teaching Chinese 

Native Chinese language teachers in eastern Thailand 

Job satisfaction/ dissatisfaction 
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- teacher achievement 
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- relationships with others 
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- the status and image of teachers 

- school leadership, climate and school 
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Personal information 
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than 2 years ( 92. 5% )  at private schools ( 52. 7% )  and at public schools ( 43% ) , got a job through the Volunteer 

Chinese Teachers Program ( 59. 1% ) .  Many of them ( 66. 7% )  studied Teaching Chinese as a foreign language 

(TCFL) with a master’s degree (64.5%). 

 Research Instrument 

  The questionnaire had four parts. Part 1 asked about teachers’ personal information. Part 2 used 9 

“true or false” questions to measure teachers’ Chinese teaching motivation taken from Dinham and Scott’s (2000) 

study with alteration. Part 3 employed a 7-point Likert scale to measure teachers’ job satisfaction/ dissatisfaction; 

it had 44 items drawn from both Dinham and Scott’s ( 1997b)  75 items and a pilot study with 30 native Chinese 

language teachers in other regions of Thailand to examine the suitability of the items. Part 4 also adopted Dinham 

and Scott’s (1997b) two open-ended questions about other additional factors contributing to teachers’ motivation 

and job satisfaction/  dissatisfaction.  The questionnaire was reliable with Cronbach’s Alpha coefficient score of 

0.972. 

Data Analysis 

Frequency and percentage were used to analyze data collected from Parts 1 and 2 while 

exploratory factor analysis categorized all the items of Part 3 into eight satisfaction factors as shown in Table 2; 

mean (M) and standard deviation (SD) analyzed each item which was interpreted based on 7 rating scales (1.00-

1. 85= highly dissatisfied, 1. 86- 2.71= dissatisfied, 2. 72- 3.57= somewhat dissatisfied, 3. 58- 4. 43=neutral, 4. 44-

5.29=somewhat satisfied, 5.30-6.15=satisfied, 6.16-7.00=highly satisfied). By using content analysis, 28 teachers’ 

concrete responses in Part 4 were coded and categorized into factors that motivated and demotivated their 

teaching and contributed to their job satisfaction and dissatisfaction. Their personal information was included in 

Table 1.  

Table 1 Personal Information of the Participants Who Gave Concrete Responses in Part 4 (n=28) 

Teacher Gender Major E.L. T.E. Province Job Satisfaction 

1 Female Eng. Literature Bachelor 2-5 Rayong Neutral (M=4.34) 

2 Female TCFL Master 2-5 Rayong Neutral (M=4.30) 

3 Female Bilingual Education Master <2 Rayong Highly satisfied (M=6.43) 

4 Female Bilingual Education Master <2 Chonburi Somewhat satisfied (M=4.91) 

5 Female TCFL Master <2 Chonburi Satisfied (M=5.30) 

6 Female TCFL Bachelor <2 Chanthaburi Somewhat satisfied (M=5.20) 

7 Male Eng. Lan. Study Bachelor <2 Chachoengsao Satisfied (M=5.66) 

8 Female Thai Bachelor <2 Chachoengsao Neutral (M=4.16) 

9 Female TCFL Master <2 Trat Somewhat satisfied (M=4.89) 

10 Male TCFL Bachelor >5 Chonburi Somewhat satisfied (M=4.89) 

11 Female TCFL Master <2 Chonburi Somewhat satisfied (M=4.68) 
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Teacher Gender Major E.L. T.E. Province Job Satisfaction 

12 Female TCFL Master <2 Prachinburi Somewhat satisfied (M=4.68) 

13 Female TCFL Master <2 Chanthaburi Somewhat satisfied (M=4.75) 

14 Female TCFL Bachelor <2 Chanthaburi Neutral (M=4.33) 

15 Female TCFL Master <2 Rayong Neutral (M=4.4) 

 

(Continuation Table 1) 

Teacher Gender Major E.L. T.E. Province Job Satisfaction 

16 Female TCFL Bachelor <2 Chanthaburi Highly satisfied (M=6.71) 

17 Female Thai Master <2 Chonburi Satisfied (M=5.83) 

18 Female TCFL Master <2 Rayong Satisfied (M=5.75) 

19 Male Eng. Literature Master <2 Rayong Somewhat satisfied (M=4.67) 

20 Female TCFL Bachelor <2 Trat Highly satisfied (M=7) 

21 Female TCFL Master <2 Chachoengsao Dissatisfied (M=2.5) 

22 Female TCFL Bachelor <2 Rayong Satisfied (M=5.5) 

23 Female TCFL Master <2 Trat Highly satisfied (M=6.43) 

24 Male TCFL Doctor <2 Prachinburi Somewhat satisfied (M=5) 

25 Female TCFL Master <2 Trat Highly satisfied (M=6.33) 

26 Female TCFL Bachelor <2 Chachoengsao Somewhat satisfied (M=4.67) 

27 Female TEFL Bachelor <2 Prachinburi Satisfied (M=5.75) 

28 Female TCFL Master <2 Chonburi Somewhat satisfied (M=4.67) 

Note: E.L.= Educational Level, T.E.= Teaching Experience (Years) 

Research Results 
Native Chinese language teachers’ motivation to teach Chinese in eastern Thailand 

From Table 2, out of 93 respondents, 60 of them had a desire and determination to teach Chinese 

in eastern Thailand because of working hours and holidays (64.52%), but 65 were not attracted by salary (69.89%); 

56 people always wanted to be Chinese language teachers in Thailand ( 60. 21%)  in line with 80 people who did 

not think that family pressured them to be Chinese language teachers (86%). Most teachers thought that they had 

prepared themselves before coming to Thailand with a realistic view of teaching (81.72%) and adequate teacher 

training (79.57%). 
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Table 2 Orientation and Preparedness to Teach CFL in Eastern Thailand (n=93) 

Statement Option Frequency Percentage 

I have a desire and determination to teach Chinese in eastern Thailand because ... 

1. I always wanted to become a Chinese language teacher in Thailand. 
True 56 60.21 

False 37 39.78 

2. Teaching Chinese in Thailand was not my first choice of careerใ  
True 54 58.06 

False 39 41.93 

3. I became a Chinese language teacher in Thailand because of a lack 

of other options. 

True 37 39.78 

False 56 60.21 

4. I became a Chinese language teacher in Thailand because of a lack 

of other options. 

True 37 39.78 

False 56 60.21 

(Continuation Table 2) 

Statement Option Frequency Percentage 

I have a desire and determination to teach Chinese in eastern Thailand because ... 

5. I became a Chinese language teacher in Thailand because of a lack 

of other options. 

True 37 39.78 

False 56 60.21 

6. There was pressure from my family to become a Chinese language 

teacher. 

True 13 13.98 

False 80 86.02 

7. I was attracted to teaching Chinese in Thailand because of the 

hours and holidays. 

True 60 64.52 

False 33 35.48 

8. I thought that teaching Chinese in Thailand would fit in well with 

family commitments. 

True 38 40.86 

False 55 59.14 

9. I was attracted to teaching Chinese in Thailand because of the 

salary. 

True 28 30.11 

False 65 69.89 

10. I had a realistic view of teaching Chinese in Thailand before I 

began my teacher training. 

True 76 81.72 

False 17 18.28 

11. My teacher training adequately prepared me for teaching Chinese 

in Thailand. 

True 74 79.57 

False 19 20.43 

The qualitative findings from the open- ended question indicated additional factors that contributed 

to the teachers’ motivation including an internship requirement for graduation and a high demand of native Chinese 

language teachers in Thailand (Teachers 5, 6, 9, 12, 13, 14, 18, 20, and 24) as well as a willingness to experience 

Thai culture in depth (Teachers 11, 12, 15, 23, and 26) to improve professional competency and to apply language 

teaching knowledge (Teachers 2, 8, 9, 10, and 13). Long distance from home and cultural differences (Teachers 

2 and 6) leading to poor relationships with co-workers were demotivating factors. 
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Native Chinese language teachers’ job satisfaction/ dissatisfaction in Thailand 

Based on Dinham and Scott’s ( 1997b)  model and exploratory factors analysis, 44 items were 

classified into eight satisfaction factors shown in Table 3.  The overall mean was at a “somewhat satisfied” level 

(M=4.69, SD=1.03) .  Factor 3 was the highest mean score (M=5.08, SD=1.05) , followed by Factor 1 (M=5.07, 

SD=1.06) and Factor 5 (M=5.07, SD=0.93), while Factor 2 was the lowest mean (M=4.53, SD=1.09). It implied 

that the teachers were more satisfied with professional self- growth, student achievement, and relationships with 

others, but less satisfied with teacher achievement. 

Table 3 Eight Satisfaction Factors (n=93) 

Factor M SD Meaning 

1. Student Achievement (Items 1, 2, 3, 4, 38, 39) 5.07 1.06 Somewhat satisfied 

2. Teacher Achievement (Items 5, 6, 10, 24, 42, 43, 44) 4.53 1.09 Somewhat satisfied 

 

(Continuation Table 3) 

Factor M SD Meaning 

3. Professional Self-growth (Items 7, 8, 9, 11, 12) 5.08 1.05 Somewhat satisfied 

4. Recognition from Others (Items 22, 23) 4.81 1.24 Somewhat satisfied 

5. Relationships with Others (Items 29, 30, 31, 32, 33) 5.07 0.93 Somewhat satisfied 

6. Workload and Impact of Change (Items 13, 14, 15, 16, 17, 18) 4.83 0.95 Somewhat satisfied 

7. The Status and Image of Teachers (Items 19, 20, 21, 40) 4.92 1.02 Somewhat satisfied 

8. School Leadership, Climate, and School Infrastructure (Items 25, 

26, 27, 28, 34, 35, 36, 37, 41) 
4.69 1.03 Somewhat satisfied 

Overall Mean 4.69 1.03 Somewhat satisfied 

Table 4 showed that the teachers were satisfied with their relationships with students ( Item 29, 

M=5.61, SD=1.07) and teachers (Item 30, M=5.30, SD=1.20). The teachers were also satisfied with their students’ 

achievement and professional self-growth because they could help their students succeed in some way ( Item 1, 

M=5.60, SD=1.62; Item 2, M=5,32, SD=1.39) and could master the teaching content (Item 9, M=5.40, SD=1.13; 

Item 8, M=5.34, SD=1.23). However, they were neutrally satisfied with the chances for promotion (Item 24, M=3.91, 

SD= 1. 59) , their involvement in school decision- making ( Item 27, M= 3. 99, SD= 1. 66) , and their capacity to 

contribute to the whole school’s progress (Item 5, M=4.41, SD=1.65). 

Table 4 Descriptive Statistics of Satisfaction Factors (n=93) 

How satisfying do you find ... 

Statement M SD Meaning 

Factor 1: Student Achievement 

Item1: it when your students achieve success in some way?  5.60 1.62 Satisfied 

Item 2: your capacity influence student achievement? 5.32 1.39 Satisfied 
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Item 3: you r capacity to change pupil behavior? 4.76 1.43 Somewhat satisfied 

Item 4: your capacity to change pupil attitudes? 4.80 1.46 Somewhat satisfied 

Item 38: pupil behavior generally in your school? 4.92 1.14 Somewhat satisfied 

Item 39: pupil attitudes generally in your school? 5.01 1.17 Somewhat satisfied 

Factor 2: Teacher Achievement 

Item 5: your capacity to contribute to whole school progress? 4.41 1.65 Neutral 

Item 6: the effects of teaching on your personal/family life? 4.77 1.45 Somewhat satisfied 

Item 10: the degree to which you have achieved your professional 

goals? 
4.75 1.37 Somewhat satisfied 

Item 24: your opportunities for promotion? 3.91 1.59 Neutral 

Item 42: support structures for teacher welfare in your school? 4.77 1.38 Somewhat satisfied 

 

(Continuation Table 4) 

How satisfying do you find... 

Statement M SD Meaning 

Item 43: support structures for teacher welfare in the department of 

school education? 
4.66 1.29 Somewhat satisfied 

Item 44: you current salary? 4.46 1.32 Somewhat satisfied 

Factor 3: Professional Self-growth    

Item 7: your degree of development/acquisition of professional skills 

since you began teaching? 
5.04 1.33 Somewhat satisfied 

Item 8: your degree of mastery of teaching content since you began 

teaching? 
5.40 1.13 Satisfied 

Item 9: successfully organizing teaching activities? 5.34 1.23 Satisfied 

Item 11: the in-service courses that you have undertaken/ been 

involved in? 
4.80 1.55 Somewhat satisfied 

Item 12: professional in-service courses/programs/ 

consultancy/support offered to teachers? 
4.81 1.45 Somewhat satisfied 

Factor 4: Recognition from Others 

Item 22: the amount of recognition you receive for your efforts from 

people in your school? 
4.87 1.33 Somewhat satisfied 

Item 23: the amount of recognition you receive for your efforts from the 

department of school education? 
4.75 1.36 Somewhat satisfied 

Factor 5: Relationships with Others 

Item 29: your dealings with students? 5.61 1.07 Satisfied 

Item 30: your dealings with teachers in your school? 5.30 1.20 Satisfied 
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Item 31: your dealings with school’s executive? 4.91 1.23 Somewhat satisfied 

Item 32: your dealings with the department of school education 

personnel outside school? 
4.80 1.14 Somewhat satisfied 

Item 33: the opportunities to socialize with other staff in and out of 

school? 
4.74 1.33 Somewhat satisfied 

Factor 6: Workload and Impact of Change 

Item 13: the ‘official’ working hours and holidays in teaching? 5.01 1.50 Somewhat satisfied 

Item 14: the amount of time and effort you put into teaching activities? 5.28 1.20 Somewhat satisfied 

Item 15: the amount of time and effort you put into in extra-curricular 

activities? 
4.75 1.29 Somewhat satisfied 

Item 16: your current workload overall? 4.70 1.23 Somewhat satisfied 

 

(Continuation Table 4) 

How satisfying do you find... 

Statement M SD Meaning 

Item 17: recent changes to curricula? 4.66 1.41 Somewhat satisfied 

Item 18: the pace of educational changes? 4.59 1.17 Somewhat satisfied 

Factor 7: The Status and Image of Teachers    

Item 19: your status/reputation in your school? 4.98 1.35 Somewhat satisfied 

Item 20: the status of teachers in society? 5.05 1.40 Somewhat satisfied 

Item 21: the image of teachers portrayed in the media? 5.10 1.29 Somewhat satisfied 

Item 40: the way professional associations work for the betterment of 

education in this region? 
4.57 1.25 Somewhat satisfied 

Factor 8: School Leadership, Climate, and School Infrastructure 

Item 25: the degree of feeling of belonging and teamwork in your 

school? 
4.76 1.48 Somewhat satisfied 

Item 26: the quality of leadership in your school? 4.73 1.40 Somewhat satisfied 

Item 27: the opportunity for your involvement in school decision 

making? 
3.99 1.66 Neutral 

Item 28: the quality of supervision received by staff in your school? 4.67 1.31 Somewhat satisfied 

Item 34: the physical working environment of your school? 4.86 1.35 Somewhat satisfied 

Item 35: the amount of ancillary/general staff support in your school? 4.81 1.22 Somewhat satisfied 

Item 36: class sizes in your school? 4.82 1.24 Somewhat satisfied 

Item 37: your school’s material resources/equipment? 4.74 1.33 Somewhat satisfied 

Item 41: your school’s material resources/equipment? 4.81 1.25 Somewhat satisfied 
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The qualitative findings indicated additional factors that contributed to job satisfaction were a friendly 

working atmosphere ( Teachers 14, 16, 20, and 27) , and a respect by schools resulting from the emphasis on 

teaching and learning Chinese courses (Teachers 5, 7, 12, and 16). Students’ negative attitudes toward learning 

Chinese and their inappropriate behaviors in class (Teachers 1, 2, 5, 6, 9, 10, 14, and 16) , low salary ( Teachers 

2, 6, 10, 16, and 19) , excessive workload ( Teachers 1, 11, 13, 17, and 21) , uncomfortable living conditions 

( Teachers 15, 20, 22, and 25)  and classroom management difficulty resulting from outdated teaching methods 

and large classroom size (Teachers 2, 14, 15, and 26) were factors contributing to job dissatisfaction.  

Discussion 

The results fulfilled the research objectives as follows: 

1. More than half of the teachers had extrinsic motivation in teaching Chinese in eastern Thailand due to 

working hours and holidays (64,52%), which differed from Liu and Onwuegbuzie’s (2014) research findings 

conducted in China. Chinese students’ final grades were excessively emphasized (Yao, 2022), so most teachers 

were assigned to tutor their students after school in the evening and on weekends, but in Thailand, students were 

allowed to cultivate their personal interests rather than worry about their final grades because of the “Happy 

Education” policy (Qin, 2018). In this case, the teachers were seen to have more proper working hours. Since 

most native teachers in this research were recruited through the Volunteer Teachers Program (59.1%) that 

prioritized student interns, other extrinsic motivating factors were the internship requirements for graduation and 

the high demand of Chinese teachers in Thailand (9 respondents) where it provided more chances of the 

internships. Salary was the main extrinsic factor that contributed to more than half of the teachers’ teaching 

demotivation (69.89%), unlike Liu and Onwuegbuzie’s (2014) study in China where teachers earned better income. 

Long distance from home (2 respondents) may make some teachers feel homesick and lonely when teaching in 

Thailand, and differences between Thai and Chinese cultures (2 respondents) may bring unnecessary 

misunderstandings with co-workers and impact their relationships. More than half of the teachers also had intrinsic 

motivation driven by their personal interests in teaching Chinese (60.21%), consistent with the research results in 

Australia, England, New Zealand (Dinham & Scott, 2000), China (Liu & Onwuegbuzie, 2014), and Thailand (Zhao, 

2014). Their personal interests in teaching Chinese could be reflected in their educational background in TCFL 

(66.7%), their confidence and competency to teach Chinese in Thailand (79.57%), and their willingness to improve 

their professional teaching ability and apply teaching knowledge at the workplace (5 respondents).  

2. Professional self-growth, student achievement, and relationship with others were job satisfaction 

factors that appealed to the teachers most. In particular, they were intrinsically satisfied with the relationships with 

their students (M=5.61, SD=1.07) and co-workers (M=5.30, SD=1.20) perhaps due to the friendly atmosphere at 

school (4 respondents), in line with Dinham and Scott’s (2000) findings. They also had intrinsic satisfaction when 

they could help their student succeed in some way (M=5.60, SD=1.62), improve their teaching competency 

(M=5.34, SD=1.23) and master the teaching content (M=5.40, SD=1.13), similar to studies in China (Liu & 

Onwuegbuzie, 2014) and in Hadiya Zone in Ethiopia (Ayele, 2014). Their extrinsic job satisfaction was that Thai 
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schools placed an importance on teaching and learning Chinese courses (4 respondents), which could strengthen 

their status and image as Chinese teachers by the locals. As a matter of fact, they could recognize a high respect 

by Thai society (M=5.05, SD=1.40) and media (M=5.10, SD=1.29) due to the Thai cultural values of collectivism 

and power distance that Thais live by (Thongprasert, 2009); in contrast with Australia, England, and New Zealand 

(Dinham & Scott, 2000) and China (Liu & Onwuegbuzie, 2014), most teachers complained about the low status in 

their countries. 

However, the teachers had less intrinsic satisfaction with their achievement as they obtained less 

opportunity in promotion (M=3.91, SD=1.59) and school decision-making involvement (M=3.99, SD=1.66), and 

they had the difficulty to contribute to whole school progress (M=4.41, SD=1.65), consistent with research in China 

(Liu & Onwuegbuzie, 2014) and in Saudi Arabia (Tayyar, 2014). Low salary (5 respondents) and excessive 

workload (5 respondents) were dissatisfactory factors, consistent with the results by Dinham and Scott (2000) as 

well as Sahito and Vaisanen (2017). It implied that teachers’ income and workload in Thailand, China, New Zealand, 

and Australia were not proportional. Thai students’ negative attitudes towards learning Chinese and inappropriate 

behaviors in class (8 respondents) were also other dissatisfactory factors, which were similar to Liu and 

Onwuegbuzie’s (2014) results. The reason could firstly be that they had difficulty in adapting themselves to the 

Thai school environments where Thai is the media of communication and instruction causing language barriers 

between them, Thai students, and Thai teachers. Secondly, outdated teaching methods and the large class size 

made it difficult for the teachers to manage the classroom well. Moreover, the uncomfortable living conditions in a 

dormitory such as a long distance from school and unwell-equipped facilities (4 respondents) resulting in tiredness 

could all impact their teaching energy and effectiveness, hesitating them to renew their teaching contract. 

The above findings could firstly imply that working hours, holidays, personal interests in teaching Chinese 

in Thailand, the internship requirements for graduation, the high demand of native Chinese language teachers in 

Thailand, and their willingness to experience Thai culture in depth, improve professional competency and apply 

language teaching knowledge could compensate their dissatisfaction with the low salary, excessive workload, 

uncomfortable living conditions, and classroom management difficulty resulting from students’ negative attitudes 

towards Chinese learning and inappropriate behaviors in class, outdated teaching methods and large classroom 

size. Secondly, the teachers’ positive relationships with students and co-workers were beneficial to their teaching 

effectiveness as Dinham and Scott’s (2000) stated that positive relationships with students and others was an 

intrinsic factor that played an essential role to make the teachers more confident and willing to teach and help 

them improve their teaching effectiveness and proficiency. 

Recommendation 
 Recommendations for Thai Schools 

Thai schools should consider:  

1. balancing native Chinese language teachers’ salary, workload and extracurricular activities; 
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2. providing the teachers with basic Thai language and culture courses to maximize relationships 

between them and Thai teachers and students and to minimize the impacts of cultural differences and 

home-sickness; and 

3. arranging suitable accommodation for the teachers so that they feel like home. 

 Recommendation for Further Study 

 Interested researchers can: 

1. Include in-depth interviews with native Chinese language teachers teaching in other regions of 

Thailand;  

2. explore factors that impact native Chinese language teachers’ happiness at work in Thailand; and 

3. investigate factors that affect native Chinese language teachers’ teaching competence in eastern 

Thailand. 
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