
ISSN:(O) 2320-5407, ISSN(P) 3107-4928                  Int. J. Adv. Res. 13(10), October-2025, 164-169 

 

164 

 

Journal Homepage: -www.journalijar.com 

 

 

 

 

Article DOI:10.21474/IJAR01/21899 

DOI URL: http://dx.doi.org/10.21474/IJAR01/21899 

 

RESEARCH ARTICLE 
 

TEACHING MOTIVATION IN VIETNAM’S PUBLIC SCHOOLS: LESSONS FROM 

TIEN DUOC SECONDARY SCHOOL, SOC SON, HANOI 
 

Nguyen Thi Phi Nga1 and Nick Vasiljevic2 

 

1.Visting Scholar of Financial Department, College of Commerce, National Chengchi University; CMC University. 

2. Shih Chien University. 

…………………………………………………………………………………………………….... 

Manuscript Info   Abstract 

…………………….   ……………………………………………………………… 
Manuscript History 

Received: 7 August 2025 

Final Accepted: 9 September 2025 

Published: October 2025 

 

Key words:- 
teacher motivation, secondary education, 
Vietnam, Herzberg theory, Maslow 

hierarchy, educational policy, qualitative 

research 

 

 

 

 

 

 

 

 

 

 

 

Teacher motivation is a cornerstone of educational quality and institutio

-nal success. In Vietnam’s public education system, educators face a 

range of structural, economic, and cultural challenges that impact their 

professional engagement. This study investigates the current state of 

teacher motivation at Tien Duoc Secondary School in Hanoi, employin

g a mixed-methods approach that integrates survey data and qualitative 

interviews. The findings reveal both intrinsic and extrinsic factors influ

encing motivation, including salary, leadership, professional developme

nt, and working conditions. Drawing on established motivational theori

es and contextual realities, the paper proposes a multidimensional 

strategy to foster long-term engagement and instructional effectiveness. 

The study concludes with policy recommendations forboth institutional 

and governmental stakeholders, aiming to enhance teacher motivation 

and improve educational outcomes.This research was conducted in 

2018 and reflected the fact of the teachers’ situation in Vietnam. 

 
"© 2025 by the Author(s). Published by IJAR under CC BY 4.0. Unrestricted use allowed 

with credit to the author." 

…………………………………………………………………………………………………….... 

Introduction:- 
Education is widely recognized as a fundamental driver of national development.In Vietnam,the government has con

-sistently prioritized education as a strategic sector, investing in infrastructure, curriculum reform, and teacher 

training. Despite these efforts, challenges persist in maintaining high-quality teaching and retaining skilled 

educators, particularly at the secondary level. Teacher motivation is central to addressing these challenges, as it 

directly influences instructional quality, student outcomes, and institutional stability. Motivated teachers are more 

likely to innovate, engage students effectively, and remain committed to their profession.  

 

Conversely, low motivation can lead to absenteeism, reduced performance, and high turnover rates. This study 

explores the dynamics of teaching motivation through a case study of Tien Duoc Secondary School, located in Soc 

Son District, Hanoi. The school reflects many of the systemic issues facing Vietnam’s public education sector, 

including limited resources, bureaucratic constraints, and evolving societal expectations. The research aims to assess 

current levels of teacher motivation, identify influencing factors, and propose actionable strategies to enhance 
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motivation. By integrating theoretical insights with empirical data, the study contributes to the broader discourse on 

educational reform and teacher well-being in Vietnam. 

 

Literature review:- 
Conceptualizing motivation in education: 

Motivation is defined as the internal drive that compels individuals to act in pursuit of specific goals. In educational 

settings, teaching motivation refers to a teacher’s enthusiasm, commitment, and persistence in delivering instruction. 

It encompasses both intrinsic elements, such as a passion for teaching and a sense of professional identity, and 

extrinsic factors, including salary, recognition, and working conditions. Research has shown that motivated teachers 

are more likely to adopt student-centered pedagogies, engage in continuous  professional  development, and  

contribute  to  school improvement initiatives. Conversely, demotivated teachers may exhibit resistance to change, 

reduced instructional quality, and disengagement from institutional goals.  

 

Theoretical foundations: 

This study draws upon five classical theories of motivation to frame its analysis: (1) Maslow’s Hierarchy of Needs 

posits that individuals are motivated by a progression of needs, beginning with physiological and safety needs and 

culminating in self-actualization; (2) Herzberg’s Two-Factor Theory distinguishes between hygiene factors, which 

prevent dissatisfaction (e.g., salary, working conditions), and motivators, which enhance satisfaction (e.g., 

achievement, recognition); (3) Adams’ Equity Theory emphasizes the role of perceived fairness in reward 

distribution, suggesting that individuals compare their inputs and outcomes with those of others; (4) Vroom’s 

Expectancy Theory proposes that motivation is a function of expectancy (belief that effort leads to performance), 

instrumentality (belief that performance leads to outcomes), and valence (value of the outcomes); (5) Locke’s Goal-

Setting Theory highlights the motivational benefits of setting specific, challenging, and attainable goals. 

 

Teacher motivation in Vietnam: 

Vietnamese educators operate within a complex landscape shaped by cultural expectations, economic constraints, 

and institutional limitations. While teaching is traditionally respected, the profession is often undervalued in terms of 

compensation and career advancement. Studies have shown that intrinsic motivation remains relatively strong 

among Vietnamese teachers, driven by a sense of duty and commitment to students. However, systemic issues such 

as low salaries, limited autonomy, and bureaucratic burdens diminish overall motivation. Nguyen (2016) notes that 

many teachers in Vietnam experience professional stagnation due to rigid promotion structures and lack of 

recognition. Thiem (2005) highlights the contrast with South Korea, where teachers enjoy high social status and 

clear career pathways. These insights underscore the need for context-sensitive strategies to enhance teacher 

motivation in Vietnam.  

 

Methodology:- 
Research design to capture the multifaceted nature of teacher motivation, this study employed a mixed-methods 

research design. The approach combined quantitative survey analysis with qualitative semi-structured interviews, 

allowing for a comprehensive understanding of both statistical trends and personal experiences.  

 

Participants and instruments:- 

The study involved 53 teachers from Tien Duoc Lower Secondary School as the case study due to the limitation of 

time for doing the research. Data collection was conducted using a structured questionnaire comprising 35 Likert-

scale items designed to measure various dimensions motivation, including job satisfaction, leadership, professional 

development, and working conditions. In addition, ten in-depth interviews were conducted with selected teachers 

and school administrators to gain deeper insights into the contextual factors influencing motivation.  

 

Data analysis:- 

Quantitative data were analyzed using descriptive statistics and cross-tabulation techniques to identify patterns and 

correlations. Qualitative data were coded thematically, enabling the identification of recurring themes and nuanced 

perspectives that complemented the survey findings. The integration of both data types provided a robust foundation 

for interpreting the results and formulating recommendations.  
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Findings:- 
Levels of motivation:- 

Survey results indicated that most teachers at Tien Duoc Secondary School exhibited moderate to high levels of 

motivation. Teachers expressed satisfaction with aspects such as recognition for their work, clarity of 

responsibilities, and collegial relationships. These factors contributed positively to their sense of professional 

fulfillment. However, significant dissatisfaction was reported in relation to salary, opportunities for advancement, 

and access to teaching materials. Over 40 percent of respondents stated that their income was insufficient, often 

requiring them to seek additional employment. This financial strain was identified as a major source of stress and 

demotivation. The detail results are expressed by the following paragraph: 

 

Table 1: Teachers’ satisfaction with salary by age group 

 

               Level 

Age group 

Salary satisfaction 

1 2 3 4 5 Total 

Under 30 years old 

 

1 2 0 0 0 2 

33,3% 66,7% 0 0 0 100% 

31-40 years old 2 8 15 3 2 30 

6,7% 26,7% 50% 10% 6,7% 100% 

41 - 50 years old 4 6 5 1 1 14 

28,6% 42,9% 35,7% 7,1% 7,1% 100% 

51 - 60 years old 

 

0 1 1 1 3 06 

0% 16,7% 16,7% 16,7% 50% 100% 

Source: Survey results on teachers’ work motivation at the school provided by the administrative 

department, 2017  

 

From the above table, it can be observed that the under 30 years old age group is generally dissatisfied with their 

salary. The level of dissatisfaction tends to decrease as age increases. Therefore, the school should consider the 

support policies to better assist young teachers who have just joined the institution. Conversely, the group aged 51- 

60 shows the highest level of complete satisfaction, accounting for 66.7%. This is likely because, for older 

individuals, salary is no longer a major concern. They typically have families and relatively stable financial 

conditions, and their average income tends to be higher. 

 

Table 2: Teachers’ evaluation of the reward factor 

Unit of measurement: persons, % 

   

         Level 

 

Criteria 

Level of satisfaction with rewards 

 

Very 

dissatisfied 

Dissatisfied Neutral Somewhat 

satisfied 

Completely 

satisfied 

Total 

Reward are distributed 

fairly based on work 

performance results. 

4 20 5 6 18 53 

7,5% 37,7% 9,4% 11,3% 33,96% 100% 
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The criteria for awarding 

reward are clear and 

reasonable. 

3 15 10 20 5 53 

5,7% 28,3% 18,9% 37,7% 9,4% 100% 

The reward is appropriate 6 22 12 10 3 53 

11,3% 41,5% 22,6% 18,9% 5,7% 100% 

Reward have a strong 

motivational effect. 

2 15 20 9 7 53 

3,8% 28,3% 37,7% 16,98% 13,2% 100% 

Satisfy with received 

reward 

2 10 8 25 8 53 

3,8% 18,9% 15,1% 47,2% 15,1% 100% 

Source: Survey results on teachers’ work motivation at the school, provided by the administrative 

department in 2017. 

 

The data in the table above shows that 48.6% of teachers rated themselves as somewhat satisfied and completely 

satisfied with the bonuses they received. However, a considerable proportion 45.2% expressed dissatisfaction with 

the school’s bonus system. Additionally, other criteria such as dissatisfaction with the distribution of bonuses based 

on work performance and the perceived motivational impact of rewards also showed relatively high dissatisfaction 

levels, ranging from 30% to 40%. 

 

Table 3: Teachers’ evaluation of the work performance assessment process  

Unit of measurement: persons, % 

 

           Level 

 

Criteria 

Level of satisfaction  

Very 

dissatisfied 

Dissatisfied Neutral Somewhat 

satisfied 

Completely 

satisfied 

Total 

Clearly understand how 

work performance results 

are assessed 

4 20 5 6 18 53 

7,5% 37,7% 9,4% 11,3% 33,96% 100% 

The criteria for 

evaluating work 

performance are clear and 

reasonable 

3 15 10 20 5 53 

5,7% 28,3% 18,9% 37,7% 9,4% 100% 

Performance evaluation is 

accurate and fair." 

6 22 12 10 3 53 

11,3% 41,5% 22,6% 18,9% 5,7% 100% 

The work performance 

evaluation cycle is 

reasonable. 

2 15 20 9 7 53 

3,8% 28,3% 37,7% 16,98% 13,2% 100% 

There is always feedback 

on work performance 

results 

2 10 8 25 8 53 

3,8% 18,9% 15,1% 47,2% 15,1% 100% 

Evaluation results are 2 5 25 10 10 53 
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appropriately utilized in 

human resource 

management activities 

3,8% 9,4% 47,2% 18,9% 18,9% 100% 

Satisfied with the work 

performance evaluation 

process 

3 2 10 25 13 53 

5,7% 3,8% 18,9% 47,2% 24,5% 100% 

Source: Survey results on teachers’ work motivation at the school, provided by the administrative 

department in 2017. 

 

It can be seen that the school management has paid attention to the work performance evaluation process, and 

evaluations are conducted fairly regularly. However, there are some limitations: Firstly, evaluator training has not 

been adequately emphasized, which may result in poor evaluation skills. Secondly, the evaluation method relies on a 

simple scoring scale, with poorly designed criteria, leading to subjective errors from evaluators. Additionally, 

feedback to teachers has not been effectively implemented. The school leadership has not thoroughly explored the 

difficulties and challenges teachers face in their work. The results of performance evaluations are mainly used for 

salary calculation and annual commendation titles, rather than for workforce planning, promotion, or professional 

development. 

 

Influencing factors: 

Leadership practices emerged as a critical determinant of motivation. Teachers described communication with 

school administrators as inconsistent and lacking responsiveness. Many felt that their feedback was not adequately 

considered in decision-making processes, leading to feelings of marginalization. Professional development 

opportunities were available but often perceived as misaligned with classroom realities. Teachers expressed a desire 

for more practical, context-specific training that addressed their immediate instructional needs. Working conditions, 

including infrastructure and peer support, were generally viewed positively. Teachers appreciated the collaborative 

environment and the availability of basic teaching resources, although they noted the need for more updated 

materials and technology.  

 

Challenges identified: 

Seven core challenges were identified through the analysis. These included the absence of a needs-based teacher 

assessment system, inadequacies in salary and benefits, limited availability of teaching and reference materials, 

superficial performance evaluations, lack of incentives for research activities, subjective approaches to professional 

development planning, and weak feedback mechanisms from school leadership.  

 

Discussion:- 
The findings reinforce the applicability of Herzberg’s Two-Factor Theory in the Vietnamese context. Hygiene 

factors such as salary, working conditions, and administrative support must be stabilized before motivational factors 

like recognition and achievement can have a meaningful impact. The dissatisfaction expressed by teachers regarding 

compensation and leadership practices suggests that foundational needs are not being met, thereby limiting the 

effectiveness of intrinsic motivators. Comparative analysis with South Korea reveals important insights. In South 

Korea, teachers benefit from high social respect, competitive salaries, and structured career progression. These 

factors contribute to sustained motivation and professional engagement. In contrast, Vietnamese educators face 

greater uncertainty and undervaluation, despite similar cultural emphasis on education. This disparity highlights the 

importance of systemic support in fostering teacher motivation. To address these issues, schools must integrate 

principles from expectancy theory and goal-setting theory into their operational frameworks. Goals should be 

collaboratively defined with teachers, ensuring  clarity  and  relevance.  Progress  should  be  regularly  monitored,  

and achievements should be publicly recognized to reinforce positive behavior and commitment.  

 

Policy implications and recommendations:- 
Enhancing teacher motivation requires coordinated efforts at both the institutional and governmental levels. At the 

school level, regular surveys should be conducted to assess teacher needs and expectations. Evaluation mechanisms 

must be redesigned to incorporate feedback from peers and students, promoting transparency and fairness. School 

leaders should receive training in emotional intelligence and participatory governance to improve communication 

and responsiveness. Establishing clear career pathways and merit-based promotion opportunities can significantly 
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boost motivation. At the national level, a comprehensive review of teacher salary scales is necessary to ensure 

compensation that reflects the demands of the profession to adapt the increasing price of the house and other fees in 

the society. Additionally, the creation of a national database of best practices in teacher motivation would facilitate 

knowledge sharing and policy innovation across educational institutions.  

 

Limitations and future research: 

While this study provides valuable insights into teacher motivation at a specific secondary school, its findings may 

not be generalizable to all educational contexts in Vietnam. The sample size, though adequate for a case study, limits 

broader applicability. Future research should consider longitudinal studies across multiple regions to capture 

variations in motivation over time and space. Moreover, incorporating student perspectives could enrich 

understanding of how teacher motivation affects learning outcomes. 

 

Conclusion:- 
Motivating teachers in Vietnam’s secondary schools is a complex and multifaceted challenge that demands both 

contextual sensitivity and strategic innovation. This study offers empirical evidence and theoretical grounding to 

inform policy and practice aimed at improving teacher motivation. By addressing systemic deficiencies and 

reinforcing intrinsic motivators, educational institutions can cultivate a culture of commitment, creativity, and 

excellence. Such efforts not only enhance the professional satisfaction and retention of teachers but also contribute 

to improved student outcomes and overall educational quality. Sustainable motivation strategies must be embedded 

within institutional frameworks and supported by national policies that recognize the evolving needs of educators. 

As Vietnam continues to reform its education system, prioritizing teacher motivation will be essential for building a 

resilient, equitable, and forward-looking learning environment. 
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