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This study aims to determine the factors that affect job satisfaction of non-
permanent teachers (called: honorary teachers) and their impact on student 
performance, ongoing commitment, enthusiasm, and achievement. The 
study was conducted in 9 (nine) districts which were divided into two 
phases in 2017 (five districts) and 2018 (four districts). The research sample 
is honorary teachers who teach in junior and senior high schools with a total 
sample of 180 people. Data collection is done by distributing questionnaires, 
interviews, and focus group discussions (FGD). Data were analyzed using the 
Structural Equation Modeling (SEM) approach using the Lisrel 8.70 program. 
The study found job expectations and regular school operational assistance 
(specifically the allocation of funds used for honorarium teacher salaries) 
had a positive effect on job satisfaction of honorary teachers. Further job 
satisfaction has a significant impact on job performance, continuance 
commitment, work enthusiasm, and student achievement. The government 
is advised to select and recruit honorarium teachers to become non-
ASN/Civil apparatus of State permanent teachers by relying on salary 
payments based on regional minimum wages and the right to take 
competency tests to get professional benefits, fulfillment of leave and other 
social security rights, and so on. But non-ASN permanent teachers do not get 
pension funds when they stop working later. 
 
Keywords: Satisfaction, performance, commitment, enthusiasm, learning 

 
 
INTRODUCTION 
  
For a long time the problem of teacher shortages was 
encountered in the administration of the education system 
in Indonesia, especially in state schools. Limited capacity of 
the state budget is the main cause, so the government 
cannot recruit to meet this shortfall. Until 2018 there were 
2,114,765 teachers in public schools consisting of 
1,378,940 government employees (called civilian state 
apparaturs or ASN) and 735,825 non-government teachers 
(non-ASN). Non-ASN teachers are recruited through 
honorariums payment often called honorarium teachers) 
which will certainly continue to increase each year, due to 
the large number of teachers entering retirement age, 
transfer, death, and so on. Specifically regarding the 
number of teachers entering retirement lately, caused by 

mass appointments in the past in line with the 
implementation of compulsory education (primary and 
secondary schools) accompanied by the construction of 
school buildings in all regions of Indonesia. 

Non ASN teachers earn relatively small incomes ranging 
from 300 thousand rupiah - 400 thousand rupiah ($ 1 usd = 
currently 14,000 rupiah) every month depending on the 
number of teaching hours. Local governments that have the 
authority in managing development in the field of 
education often do not allocate funds for the provision of 
honorary teachers. The procurement and payment of 
honorary teachers is handed over to schools originating 
from regular school operational assistance funds (regular 
BOS/ School  Operational  Assistance (Fund))  provided  by  
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the central government. Regular BOS funds are subsidies 
given to schools in accordance with the number of students 
used for various purposes, one of which is student tuition 
fees to prevent dropping out of school, especially students 
from disadvantaged families. In the Minister of Education 
and Culture Regulation No. 8/2020 the range of school 
operational assistance allocations ranges from 900 
thousand rupiah to two million rupiah per student. 
Through this assistance parents do not need to pay the 
education costs of their children (especially for elementary 
and junior high school children). Sudarya et al. (2010), and 
Depiani (2015) show that school operational assistance 
programs are indeed effective in helping poor students and 
supporting their education. 

Why are non-ASN teachers willing to teach in schools, 
even though they receive relatively small fees and are far 
from reasonable? Most honorary teachers are those who 
have been educated at universities that produce teachers. 
Their involvement as teachers is not only due to their 
desire to work in accordance with their educational 
background, but often with the hope of being appointed as 
civil servants. Being a civil servant teacher is still a hope for 
some people, because it is considered to provide 
guarantees for old age. Civil servants who have retired and 
are no longer productive will still receive certain income 
benefits from the government for themselves and their 
spouses until the end of their lives. At present the interest 
of graduates to become teachers (especially ASN/Civil 
apparatus of State) is higher, especially because it is 
considered to be more prosperous with the application of 
professional allowances by the government for teachers 
who have educator certificates. 

Work expectations and salary levels of honorary teachers 
above are thought to affect their job satisfaction. If the low 
satisfaction levels tend to lead to less than optimal 
execution of tasks, but on the contrary if it is a high level of 
satisfaction. Based on that, this study wants to find an 
explanation of the effect of work expectations and income 
levels on the job satisfaction of honorary teachers. On the 
other hand, this study will also highlight the impact of job 
satisfaction on employee performance, commitment to 
continuity, job enthusiasm, and student achievement. 
 
Literature Review 
 
Honorarium Teacher 
 
Teachers as the spearhead of the implementation of 
learning in schools have the primary responsibility as 
educators, mentors, facilitators, and evaluating student 
learning outcomes. Through the teacher takes place the 
process of transforming the value of science and other 
values to their students as provisions for the next life. In 
Indonesia, teacher understanding is stated in Law No. 
14/2005, as professional educators with the main task of 
educating, teaching, guiding, directing, training, and 
evaluating students in early childhood education, formal 
and secondary primary education. It was also  emphasized  

 
 
 
 
in the regulation that a teacher must have competence in 
carrying out his teaching duties, consisting of pedagogical, 
professional, social, and personal competencies. The four 
competencies reflect the ability to manage student-
centered learning, professionals in mastering subject 
matter and the use of digital technology, abilities as part of 
the community, and have virtuous attitudes and behave in 
morality, dignity, become role models, and others (Agung, 
2017). 

Specifically in state schools there are two types of teacher 
status, namely Permanent Teachers and Non-Permanent 
Teachers. Permanent Teachers are those who have become 
civil servants (called: State Civil Apparatus or ASN) with a 
monthly salary from the government, and Non-permanent 
Teachers (non-ASN) are paid by schools with an 
honorarium based on teaching hours each month. The 
Ministry of Finance of the Republic of Indonesia states that 
honorary teachers are non-permanent teachers not civil 
servants (http://www.Wikiapbn.org/honorarium/). 
Honorary teachers are generally not paid by the 
government (except for certain regions, for example: 
teachers who teach in remote areas), but are paid by 
schools. In the past, honorary teacher salaries came from 
parents' contributions to schools every month, but because 
of the school's prohibition of collecting funds from parents, 
many schools paid sourced from government aid funds for 
school operations (called: regular BOS). Salaries received 
by honorary teachers tend to be low, schools only pay 
between IDR 25 thousand and IDR 50 thousand per hour 
teaching with the total received by honorary teachers 
ranging between IDR 300,000 - 400,000 every month. The 
existence of honorary teachers in schools has been a long 
time with the aim of overcoming teacher shortages, both at 
the elementary and secondary school levels. The problem of 
teacher shortages continues to increase every year, coupled 
with the relatively large number of teachers entering 
retirement. In 2018 honorary teachers accounted for 35.0% 
of the 2,114,765 teachers. 
 
Job Expectation(JE) 
 
Although honorary teachers have to wait a long time with 
uncertainty, they continue to teach at school. One of the 
motivations underlying honorary teachers is the desire to 
be appointed as a civil servant (ASN). Past experience 
shows that recruitment as a civil servant is obtained after 
they have served as honorary teachers, despite having to 
wait for years. Vroom (1964) suggested that people will be 
motivated to do certain things, because they hope and want 
to achieve certain goals. 

Employment expectations for allegedly recruited may 
explain why people stay on as honorary teachers, even 
though they have a relatively low income, the workload is 
not different from that practiced by permanent teachers. 
This expectation is even greater if related to the regulations 
in Law No. 14/2005 which gives teachers the right to 
receive professional allowance if they pass a competency 
test and have an educator certificate. Various studies have  



 
 
 
 
shown that there is a relationship between the influence of 
work expectations, the desire to maintain employment, 
work behavior and the desire to achieve certain goals 
(Orpen, 1974; Greenhaus, Saidel, and Marinis, 1983; 
Asnawai and  Bachroni, 1999; Ratnasari, 2015). 
 
School operational assistance (SOA) 
 
Since a few years ago the Indonesian government provided 
operational funding assistance to schools with various 
purposes. The total funding assistance provided by the 
government for schools is based on the number of students 
and is according to the allocations given to elementary, 
junior high and senior high school levels. Minister of 
Education and Culture Regulation No. 3/2019 states that 
regular BOS funds per student are between 800,000 rupiah 
- 2,000,000 rupiah, and through Minister of Education and 
Culture Regulation No. 8/2020 Article 6 stipulates the 
receipt of regular BOS funds per student to be from 900,000 
rupiah - 2,000,000 rupiah with changes for elementary 
school students. In the school operational assistance 
regulation (regular BOS), it can be used to finance: the cost 
of admitting new students, library development, learning 
and extracurricular activities, learning evaluation / 
evaluation activities, administration of school activities, 
professional development of teachers and education 
personnel, subscriptions and services, maintenance of 
school facilities and infrastructure, provision of multimedia 
learning tools, implementation of special job fairs, 
competency testing activities, and / or honorarium 
payments. 

The SOA variable in this paper refers to the last 
mentioned, namely the payment of honorarium teacher 
salaries through this source of assistance. If in previous 
years the allocation of teacher salary payments was only 
allowed a maximum of 15% of the total school operational 
income (regular BOS), in 2020 it increased to a maximum 
allocation of 50% (fifty percent). Initially the income 
received by the honorary teacher was an average of 
300,000 rupiah - 400,000 rupiah, so it was estimated that 
with the policy it would increase to an average of 600,000 
rupiah. However, it is suspected that the increase in income 
tends to be less significant and still far from expectations, 
making it difficult to expect to have an impact on improving 
the welfare of honorarium teachers and their families. 
Whereas the workload supported by temporary teachers is 
not much different from permanent teachers who receive 
ASN salaries from the government, plus teacher allowances 
(after passing the competency test), and (maybe) other 
incentives from schools. The results of this study are 
expected to find other alternatives related to the salary of 
this honorarium teacher. 
 
Job Satisfaction (JS) 
 
Job satisfaction associated with high or low a person's 
feelings about the work and the working environment. 
Vecchio (1995), Greenberg and Baron (2003); Dahl (2003),  

Agung et al.          82 
 
 
 
Krieter and Kinichi (2003), Robbins and Judge (2007), 
Wibowo (2007), Luthans (2011), and Colquitt, Jeffery, and 
Michael (2015 ) has the same opinion that if a person gets 
high job satisfaction from the work environment and his 
work tends to give good performance, and vice versa. Job 
satisfaction is an affective or emotional response workers 
on jobs and the working environment, so if high job 
satisfaction will bring feelings and positive attitude to work, 
otherwise if that appears is discontent will bring negative 
feelings and behavior. 

Herzberg (2018) suggests a situation that affects a 
person's feeling of satisfaction and dissatisfaction against a 
work derived from work procedures, wage or salary, 
employee relations, and recognition of achievement. 
Kirkpatrick and Levis (1996) suggested that job satisfaction 
is a person's attitude towards work on the elements of the 
nature of the work itself, relationships with colleagues, 
compensation, promotion opportunities, the quality of 
supervision received and the work situation. Study of 
Bakan et al. (2014), Mulia (2013) and Shaju and Subhashini 
(2017) found a relationship between the effect of job 
satisfaction and employee work behavior: if job satisfaction 
is high, workers tend to create high performance, and vice 
versa. 
 
 Job Performance (JP) 
 
Job performance is often associated with results achieved. 
Robbins (2006) suggests that success in doing a job is 
largely determined by performance. Mathis and Jackson 
(2006) say that performance is basically an activity carried 
out or not carried out by an individual. Worker 
performance is important to observe because it directly or 
indirectly determines the achievement of organizational 
goals. An understanding of performance provides feedback 
on important decisions, such as: promotions, salary 
increases, and even termination of employment. On the 
contrary, the performance of the workers themselves is 
influenced by various factors outside themselves, one of 
which is job satisfaction from the workplace. 

Based on the opinion above, job satisfaction of 
honorarium teachers is thought to affect their performance. 
High job satisfaction will also bring high performance, and 
vice versa. Various aspects can be seen from the 
performance of teacher honorariums, including work 
quality, timeliness of work performance, and interpersonal 
(Krietner and  Kinicki, 2003). The quality of work shows 
the work process or results that have been achieved from a 
work that is nearing perfection. Timeliness shows a job can 
be completed faster or on a predetermined time. 
Interpersonal shows employees can create an atmosphere 
comfortable at work, confident, doing good and cooperation 
between colleague. 
 
Commitment Continuance 
 
Every worker is expected to have a commitment to 
where  they work, so  that  it can  bring progress  to  the  
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organization and itself. Organizational commitment is 
the desire of employees to remain members of the 
organization (Meyer and Natalie, 2002). Robbins and 
Judge (2011), Luthans (2011), Colquitt, Jeffery, and 
Michael (2015) suggested that organizational 
commitment is the extent to which employees identify 
with organization and want to maintain membership in 
the organization.Organizational commitment is a 
condition of how many employees are committed and 
hopes to maintain membership in the organization.One 
of these commitments is about the continuity of 
employees to keep working in their workplaces. 
Continuity commitment refers to the employee's view of 
work in place work that encourages enthusiasm, hope, 
and a desire to survive or leave it. Employees assume 
sustainability in their company is caused by their need 
for work, and they will lose if they stop 
working.According to Meyer and Natalie, (2002), 
employees continue to work  because it feels more 
benefits are received. The strength of ongoing 
commitment tends to bring someone to continue 
working, loyal, passionate about work, and productive. 
Javed and Balouch (2014) show the impact of job 
satisfaction on performance and the desire to resign 
workers. 

Commitment to continuing work is often determined 
by the level of employee satisfaction, because work is 
considered appropriate and enjoyable, or the level of 
income received. If the worker feels dissatisfied, then the 
commitment to continue the work will be low. In this 
context it is necessary to know the commitment of 
honorary teacher continuity. Is the tendency of the 
resignation of honorary teachers in a number of schools 
an indication of dissatisfaction with employment, 
coupled with a relatively small allocation of civil service 
admissions, and the issuance of government policies 
regarding contract teachers (Government Regulation No.  
49/2018 regarding Management of Government 
Employees with Work Agreements). Specifically the 
latter is the acceptance of teachers by agreement 
(contract), and every year the teacher's performance is 
evaluated and assessed for eligibility to be continued or 
not. 
 
Job Enthusiasm (JEn) 
The enthusiasm of work is an attempt to do so that it is 
completed faster and better (Nitisemito, 1988).. A good 
working environment will surely affect the enthusiasm of 
employees to work better. Certainty of job status, salary, 
promotion of career, application of rewards, harmonious 
cooperation, etc. will encourage high employee ethos, 
motivation and work behavior. Employees tend range to 
work hard, discipline, dedication, and high responsibility to 
run their jobs. Conversely, a work environment that leads 
to psychological pressure, uncertainty about future status 
and careers, lack of appreciation for achievement, rigid 
working relations and lack of harmony, will reduce 
employee enthusiasm. Lee and Lin (2014) suggested that  

 
 
 
 
there is a significant influence between salary received and 
job enthusiasm of workers. Aziri (2011) and Saharuddin 
and Sulaiman (2016) show the effects of promotion and 
compensation on job satisfaction, motivation, work 
productivity. 

In the context of honorarium teachers, it is suspected that 
satisfaction or dissatisfaction in working at school will 
affect work enthusiasm, thus affecting work motivation and 
productivity. Low income levels and work expectations that 
are difficult to fulfill directly or indirectly will affect the 
enthusiasm of this work in the context of honorarium 
teachers, it is suspected that satisfaction or dissatisfaction 
in working at school will affect work enthusiasm, thus 
affecting work motivation and productivity. The lowest 
income levels and difficult working expectations are met, 
directly or indirectly will affect this working  enthuses. 
 
Student Achievement 
 
The teacher determines the learning outcomes of their 
students, so feeling satisfied or unsatisfied with the teacher 
for his work is thought to affect student achievement. If 
honorary teachers are satisfied with their work, it tends to 
reflect work behavior responsibly, dedication, and strive for 
maximum student achievement. If the teacher feels 
dissatisfied, the work will be less passionate, less 
disciplined, less responsible, and produce unsatisfactory 
student achievement. Indications of dissatisfaction can be 
seen from the indications that many honorary teachers 
have withdrawn from the workplace. Baskoro (2017) 
shows a number of vocational high school teachers in 
Palangkaraya - Central Kalimantan Province resigning from 
their jobs. Suara Merdeka.com (2018) reported that dozens 
of honorary teachers who served in public schools in 
Banyumas Regency - Central Java province resigned. 
Similar symptoms also occur in other regions in Indonesia, 
one of the causes is low wages and lack of certainty to be 
appointed as permanent teachers. 

As it is or not, the challenge of teachers in the current 
global era is to produce students who not only master and 
develop good knowledge but also creative, critical thinking, 
have the ability to collaborative and solve real problems 
(Pearlman 2006, ISTE, 2008, Agung, 2017) . Competence of 
students as it would lead to competitiveness, superior to 
seize job opportunities, and a provision for later life. 
Teacher honorarium as temporary teachers basically must 
also produce achievement of their students to answer the 
challenges of changing times. 
 
Theoretical framework and Hypothesis 
 
Based on the description above, a theoretical study 
framework was developed (Figure 1) accompanied by 
hypotheses to be tested. 

Study hypotheses proposed: 
 Job expectation (JE) and School  Operational 
Assistance (SOA) variables has an influence onvariable job 
satisfaction (JS); 
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Figure1:Theoretical Framework study of the influence of job expectancy factors and income levels on honorarium 
teacher job satisfaction. 

 
 
 
 Job satisfaction (JS) variable has an impact on job 
performance, commitment continuing, job enthusiasm, and 
student achievement.. 
 
 
METHODOLOGY  
 
Location and sample respondent  
 
This paper is part of a two-phase study conducted in 2017 
and 2018 about honorary teachers. The first phase of the 
study was conducted in Pekanbaru district - Riau province, 
Padang - West Sumatra province, Malang - East Java, East 
Lombok - West Nusa Tenggara Province, and Makassar - 
South Sulawesi province, while phase 2 in Kendari - 
Southeast Sulawesi province, Bitung province - North 
Sulawesi, Ternate province - North Maluku, and Nabire – 
province Papua. 

The research sample is honorary teachers who teach in 
junior and senior high schools collected in one of the 
meeting rooms at the local education office and / or certain 
school halls. From each district with the help of the local 
education office, 20 random teachers were randomly 
invited from a number of schools. Samples of this study 
were taken randomly (random sampling). The total average 
number of part time teachers 400 people in each district, 
amounting to 457 in the territory of the Republic of 
Indonesia and schools 165 452 (Ministry of Education and 
Culture 2018). Total sample of honorary teachers from nine 
counties amounted to 180 middle and high school teachers 
who will answer the questions in the questionnaire that 
was given to them. 

Data collection 
 
Study data were collected through questionnaires, 
interviews, and focus group discussions (FGD). 
Questionnaires were distributed to honorary teachers who 
were also FGD participants on the topics of discussion on 
how to recruit, work time, monthly income, workload, to 
work expectations. Specifically, the questionnaire before it 
was applied in the study carried out trials to find out the 
validity and reliability of the questions asked. The 
validation and verification test uses the product moment 
test criteria from Pearson and Cronbach Alpha with 
processing through the SPSS program version 24.0. On the 
other hand interviews were conducted with officials from 
the local education office and several school principals and 
school committees. 
 
Data analysis 
 
Study analysis was conducted through the Structural 
Equation Modeling (SEM) approach using the Lisrel 8.70 
program. The SEM approach was used because the sample 
meets the minimum requirements of 100 respondents 
(Kusnendi, 2009; Haryono and Wardoyo, 2017). 
 
 
FINDINGS 
 
Characteristics of respondents 
 
From processing the questionnaire obtained 52.78% of 
junior    high  school  teachers  and 47.225%  of high school  
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teachers consisting of 46.67% male and 53.33% female. 
The lowest age was 26 years and the highest was 34 years 
old. Work experience as a teacher honorarium of 
respondents who have not yet reached two-year lows and 
the highest of eight years, most more than three years. 
Almost all respondents said they were married and 
currently have an average of three children. The majority of 
respondents are graduates of universities in the region who 
hold educational programs. A total of 70.00% of the 
respondents gave reasons for choosing a job as a teacher 
because of their educational background, 12.22% the desire 
of a small child, 6.67% comes from a family of teachers, and 
11.11% other (do not get another job, invited to the family, 
just try, etc.). 

Honorary teacher work performed by respondents varies 
between 8-16 teaching hours per month. The level of 
income earned by honorary teachers also varies with the 
lowest of 250,000 rupiah and the highest of 600,000 rupiah. 
Generally the source of salary payments for temporary 
teachers is obtained from regular school operational 
assistance funds (regular BOS), especially from allocations 
intended to support learning activities. Minister of 
Education and Culture Regulation No. 75/2016, No. 
51/2018 and No. 20/2019 prohibits schools from collecting 
fees from students' parents. All respondents stated that the 
income received from teaching was very unsatisfactory and 
insufficient to meet the family's daily needs. Many of them 
have to find other jobs, such as: trading, farming, teaching 
in other schools, working odd jobs, and so on. 47.78% of the 
respondents stated that they remained honorary teachers 
because they hoped to be recruited as civil servants (ASN), 
but others (52.22%) would immediately change if they 
found other jobs. The latter is due to the difficulty of 
becoming an ASN teacher, especially since the government 
has issued regulation No. 49/2018 regarding Management 
of Government Employees with an Employment Agreement. 
The implication is that in government institutions there are 
two types of employee status, namely: State Civil Apparatus 
and government employees with an employment 
agreement (Article 2).  
 
Confirmatory Factors Analysis(CFA) 
 
CFA was conducted to test the dimensionality of a construct 
or variable. CFA needs to be implemented as a test of 
validity and reliability to determine whether indicator 
variables really form the latent variables studied (Haryono 
and Wardoyo, 2017). 
 
Validity and Reliability 
 
Hair Jr. et al. (2010) presented confirmatory factor analysis 
(CFA) to test the dimensions of constructs or variables. The 
CFA should be implemented as a test of validity and 
reliability to determine whether the indicator variable 
actually forms the latent variable being studied (Haryono 
and Wardoyo, 2017). The validity test is related to the 
measurement of variables to see if  they are valid or not.  

 
 
 
 
The validity test is done by comparing the loading factor to 
a minimum of 0.5. If the load factor value is greater than 0.5 
then the indicator is valid. Reliability tests show how well 
the gauge can produce relatively similar results if repeated 
measurements on the same object. Reliability values were 
measured with Construct Reliability (CR) and Variance 
Extract (VE). It is said to be reliable if CR values> 0.70 and 
VE> 0.50. Table 1 shows the validity and reliability test 
results. 
  
Goodness of Fit (GOF) Model 
 
Structural model analysis in SEM begins with testing the 
suitability of the overall model seen based on the Goodness-
of-Fit Index (GFI) statistical indicators of the LISREL output 
(Hair et al, 2006). Overall a summary of the critical value of 
the model match testing can be seen in Table 2. 

The model match test results in Table 2 show that the 
RMSEA is smaller than 0.08, CFI, IFI, NFI, RFI, and GFI get 
values greater than 0.90, while AGFI shows values smaller 
than 0.90. These results indicate that the model is good fit 
 
Structural Equation Results (SEM) 
 
Data processing using the help of the Lisrel 8.70 program 
produces a structural model of the variables and indicators 
studied, as shown in Figure 2. 
 
Hypothesis testing 
 
Hypothesis testing is done by looking at the critical value 
(CR) at the 95% confidence level or 5% error. Table 3 
shows the results of a test of hypothesis study. 
 
Relationships between indicators and variables  
 
What indicators contribute the highest value to each 
variable, needs to be seen further. Understanding the 
contribution of indicators can lead to conclusions which 
priorities and less priorities contribute to each variable. To 
estimate the relationship of indicators with their variables 
can be shown from the coefficient values in the model. The 
coefficient of load factors are proof that the measured 
variables or factors that represent the underlying 
construction. Table 4 shows the relationship between 
indicators and variables. 
 
 
DISCUSSION 
 
From Table 3 it can be seen that the level of income 
received by honorary teachers sourced from regular school 
operational assistance (regular BOS) has a greater positive 
effect (coefficient = 0.68) on job satisfaction than job 
expectations (coefficient value = 0.32 ). This means that the 
high or low level of job satisfaction of honorary teachers is 
determined by the income received rather than the 
expectation   of    working   to  become a civil servant. The  
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Tabel 1. Validity and Reliability Test Results 
 

Variables Indicators SLF ei CE VE Conclusion 
 x1 0.96 0.08    
JE x2 0.62 0.62 0.8112 0.5975 Valid & Reliable 
 x3 0.70 0.51    
 x4 0.98 0.04    
SOA x5 0.86 0.26 0.9229 0.8004 Valid & Reliable 
 x6 0.84 0.30    
 x7 0.88 0.23    
JS x8 0.88 0.22 0.9136 0.7729 Valid & Reliable 
 x9 0.87 0.25    
 x10 0.89 0.21    
 x11 1.00 0.00    
JP x12 0.85 0.28 0.9327 0.8229 Valid & Reliable 
 x13 0.86 0.25    
 x14 0.95 0.10    
CC x15 0.92 0.15 0.8811 0.7175 Valid & Reliable 
 x16 0.64 0.60    
 x17 1.00 0.00    
JEn x18 0.83 0.31 0.8636 0.6868 Valid & Reliable 
 x19 0.61 0.63    
 x20 0.81 0.34    
SLA x21 1.00 0.00 0.9411 0.8429 Valid & Reliable 
 x22 0.93 0.13    

 

Source: Study factors of effect on job expectation honorarium 

 
 

Table 2.  GOF Model Results 
 

Goodness-of-Fit Cutt-off-Value Value Conclusion 
RMR (Root Mean Square Residual) ≤0.05 atau ≤ 0.1 0.0215 Good Fit 
RMSEA (Root Mean square Error of Approximation) ≤0.08 0.0329 Good Fit 
GFI (Goodness of Fit) ≥0.90 0.95 Good Fit 
AGFI (Adjusted Goodness of Fit Index) ≥0.90 0.94 Good Fit 
CFI (Comparative Fit Index) 0.90 0.97 Good Fit 
Normed Fit Index (NFI) ≥0.90 0.96 Good Fit 
Non-Normed Fit Index (NNFI)  ≥0.90 0.97 Good Fit 
Incremental Fit Index (IFI)  ≥0.90 0.95 Good Fit 
Relative Fit Index (RFI)  ≥0.90 0.95 Good Fit 

    

 Source: Study factors of effect on job expectation honorarium teachers and its impact 

 
 

 
 

Figure 2. Standardized Loading Source: Study factors of effect on job expectation honorarium teachers and its impact 
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Table 3. Hypothesis Test Results 
 

Hypothesis Co effesient T-Count Conclusion 
JE                 JS 0.32 20.47 Significant 
SOA              JS 0.68 30.15 Significant 
JS               JP 0.69 25.27 Significant 
JS                 CC 0.67 27.54 Significant 
 JS                 JEn 0.68 26.74 Significant 
JS                SLA 0.58 26.32 Significant 

 

Source: Study factors of effect on job expectation honorarium teachers and its impact 

 
 

Table 4. Test results of exogenous variable indicator relationships with endogenous variables 
 

Variables Indicators Loading Value Construct Coefficient Contribution 
Job Expectation 
(JE) 

x1= Got a job 
x2   = Recruitment ASN 
x3   = The desire to dedication 

0.27 
0.60 
0.39 

0.86 
0.63 
0.78 

0.2322 
0.3780 
0.3042 

School Opera-
tional Assistance 
Reguler(SOA) 

x4  =Appropriate education 
x5  = Professional development 
x6  = Life necessities 

0.22 
0.12 
0.28 

0.88 
0.94 
0.85 

0.1936 
0.1128 
0.2660 

Job              
Satisfaction           
(JS) 

x7  = Pleasure of work 
x8  = Income level 
x9   = Life guarantee 
x10= Career certainty 

0.26 
0.38 
0.23 
0.32 

0.86 
0.79 
0.88 
0.82 

0.2236 
0.3002 
0.2024 
0.2624 

Job Performance 
(JP) 

x11 = Quality 
x12 = Timeliness 
x13 = Interpersonal  

0.00 
0.22 
0.30 

0.98 
0.88 
0.84 

0.0000 
0.1936 
0.2520 

Continuance 
Commitment 
(CC) 

x14 = Loyalty  
x15 = Maintaining jobs 
x16 = Responsibility 

0.32 
0.40 
0.23 

0.82 
0.77 
0.88 

0.2624 
0.3080 
0.2024 

Job Enthusiasmn 
(JEn) 

x17 = Motivation 
x18 = Equality  
x19 = Rewards 

0.00 
0.28 
0.46 

0.89 
0.85 
0.74 

0.0000 
0.2380 
0.3404 

Student 
Achievement 
(SLA) 

x20 = Absorption curriculum  
x21 = Learning creativity 
x22 = Learning collaboration 

0.32 
0.00 
0.11 

0.83 
0.98 
0.95 

0.2656 
0.0000 
0.1045 

 

Source: Study factors of effect on job expectation honorarium teachers and its impact 

 
 
 
honorarium teacher realized that there was little hope of 
being appointed as a civil servant, especially because the 
government had a recruitment moratorium a few years ago, 
and that it had only reopened in the last two years with 
relatively little recruitment allocation. This expectation is 
further reduced by the issuance of government regulations 
on the recruitment of non-ASN employees through 
contracts (Government Regulation No. 49/2018), although 
given relatively higher salaries based on applicable regional 
minimum wages. Acceptance of contract teachers is 
considered to have a less positive impact on improving the 
lives of honorary teachers, especially because teachers 
must extend contracts annually. It can even be detrimental 
to students studying at school. 

Table 4 shows that the necessities of life indicators (x6) 
shows the highest value contribution to variable SOA at 
0.2660, followed by the appropiate education indicators 
(x4) of 0.1936, and the indicator of professional 

development (x5) of 0.1128. From the SOA variable is clear 
that teachers honorarium to give top priority to meet the 
needs of family life, and have greater influence than the 
suitability of work with educational backgrounds and 
professional development themselves. Indicators of family 
life fulfillment are also more emphasized than the variable 
job expectation (JE). In JE own indicator variables that 
contributed the highest value is the desire recruited as 
teachers ASN (x2) of 0.3780, followed by the indicator of 
the desire to serve (x3) amounted to 03042, and the origin 
to get a job (x1) of 0.2322. 

The discussion above shows that the honorarium teacher 
would rather receive an adequate income to meet the needs 
of family life. Being a teacher honorarium is said not only to 
earn much of life is decent, but can not gain more rights, 
one of which is competency test by the government. 
According to the Law of the Republic of Indonesia No. 
14/2005 of Lecturers and Teachers confirmed if a teacher  



 
 
 
 
passed the competency test, then he will get the 
professional allowance from the government, which means 
the likelihood that improve the lives of teachers. 

This is in line with that shown through the job 
satisfaction variable (JS) where the income level indicator 
(x8) accounts for the highest value of 0.3002, then followed 
by a career certainty indicator (x10) of 0.2624, an indicator 
of work pleasure (x7) of 0, 2236, and life insurance (x9) of 
0.2024. With the allocation of SOA usage which initially 
increased by 15%, it was considered not to provide a 
meaningful increase to overcome the life problems of 
honorary teachers. Likewise, the application of contract 
teacher regulations through government regulation No. 
49/2018, income receipts based on regional minimum 
wages are considered insufficient to support daily family 
life, but also do not provide other rights, for example taking 
competency tests, leave rights, and others. On that basis, 
honorary teachers propose that the government can recruit 
non-ASN permanent teacher status paid based on regional 
minimum wages (according to regional capabilities), but 
have the right to take competency tests, obtain leave rights, 
family health insurance, etc. This type of teacher does not 
get old age insurance like ASN teachers, after retirement 
later. 

From Table 3 also appears that satisfaction or 
dissatisfaction of honorary teachers have a significant 
impact on performance, ongoing commitment, and 
enthusiasm to work, even on student achievement. The 
strength of the effect is almost equal and interrelated with 
each other. Satisfaction or dissatisfaction has an impact on 
performance, and directly or indirectly through 
performance affects the commitment to continue working 
and the enthusiasm of the teacher's work. Job satisfaction 
or dissatisfaction directly or indirectly through 
performance, ongoing commitment, and work enthusiasm 
will have an impact on student achievement. 

Table 4 shows the interpersonal indicator (x13) 
contributing the highest value to the job performance 
variable (JP) of 0.2520, followed by the timeliness indicator 
of carrying out the work (x12) of 0.1936. Job satisfaction or 
dissatisfaction also affects the effectiveness of honorary 
teacher communication with fellow teachers. Interpersonal 
relationships are said to be effective if the honorary teacher 
can carry out the process of learning, observing, obtaining 
clear instructions and instructions, and others to develop 
effective communication from other teachers, but can also 
occur otherwise (see: Spitberg and Cupach, 1984; Davis, 
1999 ; Cupach, Canary, and Spitzberg, 2009: Berscheid and 
Regan, 2016). Several cases in the field show that 
interpersonal relationships tend to be less effective because 
teachers still often exploit and use honorary teachers to 
replace their assignments. As a result, honorary teachers 
cannot work well, workloads are dense, fail to complete 
work   on   time,   and   tend  to pay less attention to work 
quality. 

Job satisfaction or dissatisfaction has a positive effect on 
the continuance commitment of work (CC) honorarium 
teachers. Indicators that contributed the greatest value to  
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the CC variable were maintaining jobs (x15) of 0.3080, 
followed by loyalty indicators (x14) of 0.2624, and 
indicators of responsibility (x16) of 0.2024. This shows that 
being satisfied or dissatisfied will influence the tendency to 
retain or not retain the teacher's honorarium for work, 
loyalty, and work responsibilities. Especially in the 
maintaining jobs indicator, uncertain job prospects will 
result in them ready to move to a new job at any time. The 
symptoms began to appear in some cases in the form of 
resignation of honorarium teachers from schools. This 
situation tends to continue to increase in number if the 
government does not take the right steps to resolve the 
problem of honorarium teachers. 

Job satisfaction or dissatisfaction has a positive effect on 
work enthusiasm (JE). The indicator for applying consistent 
rewards (x19) contributed the highest value to the JE 
variable of 0.3404, followed by the equality indicator (x18) 
of 0.2380. Indicators of motivation (x17) tend to be ignored 
by honorarium teachers, (maybe) because of unsatisfactory 
income levels and uncertainty of expectations to be 
recruited as ASNs. However, honorary teachers assume that 
giving a clear appreciation for performance, as applied to 
ASN permanent teachers, will bring enthusiasm for them. 
Honorary teachers will feel treated the same in terms of 
receiving this gift. One case mentioned above, for example, 
there are five (5) temporary teacher resigned from the 
school because of the incentives that must be returned by 
way of reducing the cost of teaching them. 

Job satisfaction or dissatisfaction has a positive effect on 
student achievement (SLA). The indicator that provides the 
highest value contribution to this SLA is variable absorption 
of the curriculum (x20) of 0.2656, followed by collaboration 
learning indicators (x22) of 0.1045, while indicators of 
learning creativity (X21) tend to be ignored. This means 
that the demand for the role of honorarium teachers is 
similar to that of ASN permanent teachers in absorbing 
curriculum and developing student learning collaboration. 
Honorarium teacher job satisfaction or dissatisfaction tends 
to have an impact on performance, work commitment, 
work enthusiasm, and ultimately affect the results of 
curriculum absorption and development of student 
learning collaboration. 
 
 
Conclusion 
 
The study found that work expectations and regular school 
operational assistance (specifically the allocation of funds 
used for honorarium teacher salaries) had a positive effect 
on job satisfaction of honorarium teachers. Further job 
satisfaction has a significant impact on job performance, 
continuance commitment, job enthusiasm, and student 
achievement. Therefore the variable job satisfaction needs 
to be considered in the implementation of the work of the 
honorarium teacher, especially the level of income earned 
each month. Increasing the income of honorarium teachers 
still needs to be considered by the government so as not to 
adversely affect learning activities in schools. 
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The proposal that the government should consider 
selecting and recruiting honorary teachers to become non-
ASN permanent teachers. This proposal relies on the 
payment of non-ASN permanent teacher salaries based on 
regional minimum wages by giving the right to take 
competency tests and get professional funds, fulfillment of 
leave rights and other social security, and so on. But non-
ASN permanent teachers do not get a retirement fund when 
they stop working later, as received by ASN teachers. 
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