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Career Development under Constraint: Perceived Support and Remuneration Satisfaction among Indonesian Teachers

Abstract
This study explores Indonesian primary school teachers’ perceptions of career advancement, institutional support, and remuneration satisfaction, focusing on disparities related to employment and certification status. A quantitative cross-sectional survey was conducted with 2,230 teachers across West Java Province, Indonesia. Validated Likert-scale instruments captured perceptions across three domains. Descriptive statistics, t-tests, Mann-Whitney U tests, Pearson correlations, multiple regression, and simplified path analysis were employed to analyze group differences and predictive relationships. Certified and civil servant teachers reported significantly more favorable perceptions than their non-certified and honorary counterparts. Certification status emerged as a significant positive predictor of perceived career advancement, but also negatively predicted perceived institutional support and remuneration satisfaction. Institutional support positively influenced remuneration satisfaction, indicating a mediating role. Teaching experience showed a weak negative correlation with perceived support and advancement opportunities.
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1. Introduction
The role of teachers in shaping the intellectual and moral development of future generations is central to national progress (García-Álvarez et al., 2023). As such, the professional well-being and career development of teachers warrant continuous attention from governments and policymakers (Feng et al., 2024). In many countries, particularly in developing contexts such as Indonesia, teachers face systemic challenges in navigating their career advancement, receiving fair remuneration, and benefiting from consistent governmental support (Tarigan & Nurmiati, 2024). These challenges not only affect the quality of teaching and learning in schools but also contribute to broader issues of teacher motivation, job satisfaction, and retention.
Career advancement in the Indonesian education system is often tied to bureaucratic processes and documentation requirements, particularly in relation to functional promotion through academic writing or publication (Sugiharto, 2021). Many teachers, especially those in primary and secondary education, struggle to meet such requirements due to limited training in research methodology, lack of time, and constrained institutional support (Handayani et al., 2021). Moreover, the unclear and often inconsistent mechanisms for functional promotion further discourage teachers from pursuing professional development opportunities that could lead to career progression (Liu & Du, 2022; Mercer & Pawlak, 2024). These structural barriers are compounded by the disparities between civil servant teachers and non-permanent or honorary teachers, where the latter experience significantly fewer opportunities and benefits.
In addition to promotional obstacles, remuneration remains a critical issue. Despite the implementation of teacher certification policies that aim to provide financial incentives, many teachers continue to report dissatisfaction with their monthly earnings (Harahap et al., 2024). The gap is particularly evident between certified and non-certified teachers, as well as between civil servant teachers and honorary teachers, raising concerns about equity and fairness in the education sector. For non-permanent teachers, low and irregular wages not only affect their livelihood but also undermine their professional identity and sense of belonging in the school system.
Furthermore, the perceived lack of consistent governmental support exacerbates these challenges. While various national policies have aimed to improve teacher welfare—such as providing scholarships for postgraduate study, expanding certification programs, and introducing performance-based assessments—the implementation of these initiatives often falls short at the local level (Handriadi et al., 2024). As a result, teachers frequently express skepticism toward top-down policies that do not adequately reflect their day-to-day realities.
Given these issues, it is crucial to explore teachers' perceptions regarding their career advancement, remuneration, and the adequacy of governmental support. Such insights are valuable not only for identifying policy gaps but also for designing more grounded and effective interventions. By understanding how teachers themselves perceive these domains, education stakeholders can develop strategies that are responsive to their professional needs and aspirations.
This study aims to examine Indonesian teachers’ perspectives on career advancement, remuneration satisfaction, and governmental support by analyzing their responses to a structured Likert-scale survey. Specifically, it investigates how teachers evaluate the effectiveness of current promotion systems, the sufficiency of financial compensation, and the extent to which they feel supported by institutional and governmental frameworks.
To guide the inquiry, the study poses the following research questions:
1. How do teachers perceive the career advancement system?
2. How do teachers perceive the institutional and educational support provided for their career development?
3. How do teachers perceive the institutional and governmental support for their welfare and income satisfaction?
4. Are there significant differences in perceptions based on employment status, certification status, or teaching experience?
Based on the literature and preliminary observations, the study tests the following hypotheses:
H1: There are significant differences in teachers' perceptions of career advancement, institutional support, and remuneration based on employment status
H2: There are significant differences in teachers' perceptions of career advancement, institutional support, and remuneration based on certification status
H3: Teachers’ perceptions are significantly correlated with years of teaching experience.
Through this empirical inquiry, the research seeks to inform national educational policy and contribute to ongoing discussions on teacher welfare and reform in developing country contexts.
2. Literature Review
2.1. Career Advancement in the Teaching Profession
Teacher career advancement is widely recognized as a critical aspect of teacher professionalism and educational quality (Hidayah et al., 2023; Ridwan & Athena, 2023). Globally, career progression is influenced by a variety of factors, including years of service, academic qualifications, pedagogical competence, and engagement in professional development (Meesuk et al., 2020). In many contexts, career mobility is structured through functional promotion systems that require teachers to demonstrate academic productivity, such as producing scholarly work or completing advanced certifications (Kanwetuu et al., 2020).
In Indonesia, career progression for teachers is often governed by complex bureaucratic procedures that require the submission of various forms of documentation, including evidence of teaching performance, training attendance, and scholarly publications (Çakır & Tabancalı, 2024). Although designed to promote merit-based advancement, these procedures have been criticized for being inconsistent and overly burdensome, especially for teachers in remote or under-resourced schools (Hasniati, 2022). As a result, many teachers perceive the system as demotivating and inequitable, with civil servant teachers having more opportunities and institutional support compared to honorary teachers. These disparities reflect broader structural issues in the management of teacher human resources.
2.2. Governmental Support and Professional Development
The role of government in supporting teacher welfare and development has received growing attention, particularly in the context of educational reforms (McIntyre, 2020). Effective government intervention includes providing access to higher education scholarships, offering continuous professional development, facilitating equitable promotion pathways, and addressing the welfare of non-permanent teachers.
In Indonesia, various initiatives have been launched to address teacher development, such as the Teacher Professional Education Program and the Indonesia Scholarship Program. Additionally, the government has initiated a national recruitment scheme referred to as the Contract-based Government Employee Selection, which aims to transition eligible honorary teachers into formal employment under government contracts (Sartain & Morris, 2024). Despite these efforts, research suggests a disconnect between policy design and its execution at the school level. Teachers frequently express skepticism about the consistency and transparency of government programs, with many feelings excluded from meaningful participation. The lack of institutional communication and support mechanisms often leads to a perception that policy interventions are symbolic rather than substantive (Baş, 2020).
In this context, examining how teachers themselves perceive the adequacy and impact of governmental support is essential. Perceptions serve not only as indicators of program effectiveness but also as reflections of policy legitimacy in the eyes of its primary stakeholders. Understanding these perceptions can guide future improvements in policy implementation and help create more inclusive, needs-based frameworks for teacher development.
2.3. Remuneration and Teacher Job Satisfaction
Remuneration is a fundamental component of job satisfaction and professional identity (Wahyuhadi et al., 2023). Numerous studies have shown that teacher satisfaction is closely linked to their perception of being fairly compensated in relation to workload, responsibilities, and societal expectations (Adigun, 2020). Adequate salaries and timely payments are known to reduce turnover intention, improve morale, and increase classroom performance (Arong, 2024).
Indonesia’s teacher remuneration policy has evolved significantly with the introduction of teacher certification programs, which provide salary allowances to certified teachers as recognition of their professional competence (Buchdadi & Yusuf, 2020; Hanim et al., 2020). However, gaps in implementation persist. Research has shown that many honorary teachers continue to receive low, inconsistent wages, and often feel neglected in national policies. Moreover, teachers without certification face not only financial limitations but also social and professional marginalization within school environments. The disparity in compensation between civil servant teachers and honorary teachers creates tensions that hinder collaboration and professional growth, thereby impacting the overall school climate.
3. Method
3.1. Study Design
This study employed a quantitative descriptive research design with a survey approach (Yumnah et al., 2024). The purpose was to examine Indonesian teachers’ perceptions regarding career advancement, remuneration, and governmental support. Given the scale and scope of the research questions, a structured Likert-scale instrument was used to collect standardized data for both descriptive and inferential statistical analysis.
3.2. Participant
A total of 2,230 primary school teachers from West Java Province, Indonesia participated in the study. The participants represented various teaching experience levels. They came from both public and private institutions and reflected a range of demographic and professional backgrounds. Table 1 summarizes their characteristics, including gender, age range, years of teaching experience, employment status, certification status, teaching level, and school type.
Table 1. Demographic Characteristics of the Participants
	Category
	Subcategory
	Frequency
	Percentage (%)

	Gender

	Male
	585
	26,23

	
	Female
	1645
	73,77

	Age Range
	20-25
	81
	3,63

	
	26-30
	208
	9,33

	
	31-35
	315
	14,13

	
	36-40
	377
	16,91

	
	41-45
	228
	10,22

	
	46-50
	227
	10,18

	
	51-55
	489
	21,93

	
	56-60
	305
	13,68

	Years of Teaching Experience
	1–5 Years
	231
	10,36

	
	11–15 Years
	566
	25,38

	
	16–20 Years
	527
	23,63

	
	21–25 Years
	212
	9,51

	
	26–30 Years
	149
	6,68

	
	31-45 Years
	296
	13,27

	
	46-50 Years
	7
	0,31

	
	6–10 Years
	242
	10,85

	Employment Status

	Honorary Teacher
	931
	41,75

	
	Civil Servant Teacher
	1299
	58,25

	Certification Status

	Not Certified
	1011
	45,34

	
	Certified
	1219
	54,66

	Teaching Level
	Primary School
	2230
	100

	School Type
	Public
	2160
	96,86

	
	Private
	70
	3,14


The sample included both civil servant teachers and honorary teachers. A purposive sampling strategy was employed to ensure that all participants were actively engaged in teaching and voluntarily consented to participate. The large sample size allowed for adequate statistical power and representativeness of the broader national teacher population.
3.3. Data Collection
The survey was administered online using Google Forms and was distributed via teacher networks, WhatsApp groups, and educational forums. It remained open for three weeks. All participants were presented with an informed consent form prior to participation, and their responses were anonymized to ensure confidentiality.
3.4. Instrument Validation
Instrument validation was conducted through validity and reliability analyses to ensure the appropriateness of the survey items used. The validation involved data collected from 419 teachers. Validity was examined using Pearson’s correlation analysis, correlating each item with the total score of the instrument. The analysis yielded correlation coefficients ranging from 0.16 to 0.61, all statistically significant at the 0.05 level. These results confirm that the questionnaire items effectively represent the intended constructs, demonstrating strong construct validity.
Reliability was assessed through Cronbach’s Alpha analysis to determine the internal consistency of the questionnaire. The overall Cronbach’s Alpha value obtained was 0.7846, surpassing the widely accepted threshold of 0.70, indicating satisfactory internal consistency and reliability. This suggests that the instrument consistently measures teachers' perceptions related to career advancement challenges, satisfaction with remuneration, and governmental support. Thus, based on validity and reliability outcomes from the 419 respondents, the questionnaire was confirmed valid and reliable, making it suitable for subsequent research and analytical processes aimed at evaluating teacher attitudes and experiences within the educational context.
3.4. Data Analysis
The analysis was conducted in three phases:
1. Descriptive analysis:
Means and standard deviations were calculated to summarize overall patterns in teacher responses.
2. Inferential analysis: 
a. Independent samples t-tests were conducted to compare perceptions between certified and non-certified teachers.
b. Mann-Whitney U tests were applied to examine differences between civil servant teachers and honorary teachers, particularly when normality assumptions were violated.
c. Pearson correlation coefficients were calculated to explore the relationships between years of teaching experience and perceptions of support, career prospects, and salary satisfaction.
3. Predictive and relational analysis:
a. Multiple linear regression analysis was conducted to identify the predictors of teachers’ perceptions regarding career advancement, with certification status, employment status, and years of teaching experience as independent variables.
b. A simplified path analysis was performed to examine the direct and indirect relationships among certification status, perceived institutional support, and remuneration satisfaction.
All statistical tests were conducted with a significance threshold of p < 0.05. Results are presented in tabular and narrative form in the section 4.1 - 4.4.
3.5. Ethical Considerations
This study adhered to ethical standards for research involving human participants. All participants were informed about the purpose of the study, the voluntary nature of their involvement, and the anonymity of their responses. An informed consent statement was included at the beginning of the online questionnaire, and participation was only permitted after consent was given. No personally identifiable information was collected, and data were analyzed in aggregate form to ensure confidentiality and minimize potential risks.
In addition, this manuscript benefited from the use of ChatGPT Plus (OpenAI) to enhance the quality of academic language and improve overall clarity. Specifically, AI tools were employed for grammar correction, consistency checking, and stylistic refinement under the direction and oversight of the lead author. The intellectual content, analysis, interpretation of results, and conclusions were entirely conceived and developed by the research team without reliance on automated reasoning or content generation tools.
4. Results
This section presents the quantitative findings from the survey responses of 2,230 Indonesian teachers. The results are organized based on the study’s four research questions.
4.1. RQ1: How Do Teachers Perceive the Career Advancement System?
These findings directly address RQ1, illustrating that teachers perceive career advancement as hindered primarily by administrative complexity and a lack of academic writing output, with certification delays further contributing to frustration. Teachers expressed a wide range of perceptions regarding the career advancement system, particularly in relation to certification timelines, promotion criteria, and structural barriers. As shown in Table 2, the item “Promotion difficulties stem from complex administrative requirements” received the highest mean score (M = 3.67, SD = 1.11), indicating that bureaucratic procedures remain a major obstacle for teachers seeking functional promotion.

Table 2. Career Advancement
	Statement
	M
	SD

	The waiting period to obtain a teaching certification is too long.
	3.45
	1.36

	Teachers find it difficult to be promoted to functional positions.
	3.26
	1.32

	It can take more than 10 years for a teacher to be promoted to a functional position.
	2.44
	1.28

	Promotion barriers are related to teachers’ lack of required skills.
	3.26
	1.22

	Promotion difficulties stem from complex administrative requirements.
	3.67
	1.11

	Teachers face promotion difficulties due to insufficient teaching hours.
	2.71
	1.26

	Teachers face promotion difficulties due to a lack of activity certificates.
	3.16
	1.21

	Teachers face promotion difficulties due to the lack of academic writing output.
	3.44
	1.20


The item “The waiting period to obtain a teaching certification is too long” also received relatively high agreement (M = 3.45, SD = 1.36), reflecting persistent concerns over the protracted timeline of the Teacher Professional Education Program. Similarly, issues related to teacher competence and experience were highlighted, with moderate agreement on items such as “Promotion barriers are related to teachers’ lack of required skills” (M = 3.26, SD = 1.22) and “Teachers find it difficult to be promoted to functional positions” (M = 3.26, SD = 1.32).
Notably, the item “It can take more than 10 years for a teacher to be promoted to a functional position” received the lowest mean score (M = 2.44, SD = 1.28), indicating a more varied perception or lack of consensus regarding the timeframe for promotion. On the other hand, several structural limitations were clearly acknowledged: “Teachers face promotion difficulties due to insufficient teaching hours” (M = 3.12, SD = 1.21), “a lack of activity certificates” (M = 3.02, SD = 1.29), and “a lack of academic writing output” (M = 2.93, SD = 1.29). Collectively, these results suggest that teachers recognize a combination of individual, procedural, and policy-related factors as influencing their ability to advance in their careers. Perceived barriers are not limited to skill or motivation alone but are significantly shaped by institutional requirements and regulatory constraints.
4.2. RQ2: How Do Teachers Perceive the Institutional and Educational Support Provided for Their Career Development?
In response to RQ2, the results indicate a generally positive attitude toward institutional and educational support, particularly through scholarships and higher education access. However, procedural inefficiencies still challenge the perceived effectiveness of such support. Teachers reported a generally positive perception regarding the importance of institutional and educational support in advancing their careers. As detailed in Table 3, the highest mean score was observed for the item “Teachers should be supported with scholarships to pursue postgraduate studies” (M = 4.44, SD = 0.88), indicating strong agreement on the need for structural opportunities to continue higher education.
Table 3. Institutional and Educational Support
	Statement
	M
	SD

	If functional promotion requires teachers to produce academic writing, then they should be required to write annually to develop the habit.
	3.38
	1.21

	Teachers face promotion challenges due to ineffective and inefficient bureaucracy.
	3.36
	1.19

	Teachers' educational qualifications determine their career advancement opportunities.
	3.86
	1.08

	Teachers should be supported with scholarships to pursue postgraduate studies.
	4.44
	0.88


Likewise, the statement “Teachers' educational qualifications determine their career advancement opportunities” received a high level of agreement (M = 3.86, SD = 1.08), suggesting that teachers recognize formal education as a key factor in promotion and functional recognition. These perceptions reinforce the value placed on academic credentials within the professional trajectory of educators. Support for ongoing academic engagement was also reflected in the item “If functional promotion requires teachers to produce academic writing, then they should be required to write annually to develop the habit” (M = 3.38, SD = 1.21), which demonstrates teacher openness to systematic writing practices—provided the institutional support mechanisms are in place. The item with the lowest mean score in this category, “Teachers face promotion challenges due to ineffective and inefficient bureaucracy” (M = 3.36, SD = 1.19), still reflects a moderate level of agreement, signaling that bureaucratic inefficiencies are acknowledged, albeit not with strong consensus. Together, these findings suggest that while teachers generally value structured academic and institutional support, they also identify procedural inefficiencies as a barrier to equitable career development.
4.3. RQ3: How Do Teachers Perceive the Institutional and Governmental Support for Their Welfare and Income Satisfaction?
This set of findings answers RQ3, showing a marked disparity in perceptions of remuneration and governmental support between civil servant and honorary teachers. Certification is viewed as a contributing factor to income satisfaction, but not a comprehensive solution. Teachers expressed mixed perceptions regarding the adequacy of governmental support and income fairness, particularly when differentiated by employment status. As detailed in Table 4, the item “Does receiving teacher certification lead to satisfaction with monthly income?” received the highest mean score (M = 3.55, SD = 1.09), suggesting that certification is perceived as a factor that contributes positively to income satisfaction.
Table 4. Remuneration and Governmental Support
	Statement
	M
	SD

	Is the monthly salary of civil servant teachers satisfying in relation to their workload?
	3.17
	1.20

	Is the monthly salary of honorary teachers satisfying in relation to their workload?
	1.83
	1.02

	Is the government’s attention to the welfare of civil servant teachers adequate?
	3.20
	1.24

	Is the government’s attention to the welfare of honorary teachers adequate?
	1.78
	0.95

	Does receiving teacher certification lead to satisfaction with monthly income?
	3.55
	1.09


Similarly, the perceived adequacy of governmental attention toward civil servant teachers' welfare was moderately favorable (M = 3.20, SD = 1.24). However, the level of satisfaction with the salary of civil servant teachers in relation to their workload was only slightly above neutral (M = 3.17, SD = 1.20), indicating that even among permanent staff, financial contentment is not universally experienced.
In contrast, the perceptions of honorary teachers' conditions were strikingly less favorable. The item “Is the monthly salary of honorary teachers satisfying in relation to their workload?” yielded a low mean score of M = 1.83 (SD = 1.02), while “Is the government’s attention to the welfare of honorary teachers adequate?” received the lowest score in this domain (M = 1.78, SD = 0.95). These findings reflect a strong perception of inequity and lack of institutional recognition for non-permanent teaching staff.
Taken together, the data highlight disparities in perceived financial and institutional support based on employment status, with honorary teachers consistently reporting lower satisfaction. The results suggest that while certification may serve as a motivator and marker of improved status, it does not fully address the broader inequalities faced by contract-based educators.
4.4. RQ4: Are There Significant Differences in Perceptions Based on Employment Status, Certification Status, or Teaching Experience?
These inferential analyses respond to RQ4 and provide evidence for H1 and H2, confirming that employment and certification status significantly influence teachers’ perceptions. The weak negative correlation between teaching experience and perceptions supports H3 only partially. To investigate whether teachers' perceptions differed significantly based on their employment status, certification status, and years of teaching experience, a series of inferential analyses were conducted.
4.4.1. Differences Based on Employment Status
Mann-Whitney U tests were conducted to compare the perceptions of civil servant teachers and honorary teachers. As shown in Table 5, significant differences were found across all three domains. Civil servant teachers reported significantly higher perceptions regarding career advancement (U = 453,791.5, p < .001), career development support (U = 548,992.0, p < .001), and remuneration and governmental support (U = 531,855.0, p < .001). These results indicate a consistent disparity in perception favoring teachers with permanent employment status.
Table 5. Mann-Whitney U Test for Employment Status
	Domain
	U
	Asymp. Sig. (2-tailed)

	Career Advancement
	453791.5
	.000

	Career Development Support
	548992.0
	.000

	Remuneration & Gov Support
	531855.0
	.000


4.4.2. Differences Based on Certification Status
Independent samples t-tests were used to examine the effect of certification status on teacher perceptions. As presented in Table 6, certified teachers showed significantly more favorable perceptions in all areas: career advancement (t = –11.52, df = 2228, p < .001), career development support (t = –4.09, df = 2228, p < .001), and remuneration and governmental support (t = –3.64, df = 2228, p < .001). These results highlight the potential benefits of certification programs in shaping positive outlooks toward institutional and financial support.
Table 6. Independent Samples t-Test for Certification Status
	Domain
	t
	df
	Sig. (2-tailed)

	Career Advancement
	-11.52
	2228
	.000

	Career Development Support
	-4.09
	2228
	.000

	Remuneration & Gov Support
	-3.64
	2228
	.000


4.4.3. Correlations with Teaching Experience
Pearson correlation analyses were conducted to assess the relationship between years of teaching experience and perceptions. As shown in Table 7, a small but significant negative correlation was found between teaching experience and career advancement perception (r = –.212, p < .001), and a very small but still significant negative correlation was observed for career development support (r = –.085, p < .001). No significant correlation was found for remuneration and governmental support (r = –.026, p = .245). These results suggest that more experienced teachers tend to view institutional structures for advancement and development less favorably.
Table 7. Pearson Correlation Between Teaching Experience and Perception Scores
	Domain
	r
	Sig. (2-tailed)

	Career Advancement
	-.212
	.000

	Career Development Support
	-.085
	.000

	Remuneration & Gov Support
	-.026
	.245


4.4.4. Predictors of Career Advancement Perception
To examine the predictors of teachers’ perceptions regarding career advancement, a multiple linear regression analysis was conducted with certification status, employment status, and years of teaching experience as predictors. The regression model was statistically significant, F(3, 299) = 4.437, p = .0126, and accounted for approximately 2.9% of the variance in career advancement perception (see Table 8). Certification status emerged as a significant positive predictor (B = 1.27, SE = 0.43, t = 2.97, p = .003), suggesting that certified teachers reported higher perceptions of career advancement opportunities compared to non-certified teachers. Employment status (civil servant) demonstrated a positive but marginally non-significant relationship with career advancement (B = 2.01, SE = 1.15, t = 1.76, p = .080). Years of teaching experience, however, did not significantly predict career advancement perception (B = –0.006, SE = 0.028, t = –0.21, p = .835). These findings suggest that while certification positively contributes to perceptions of career progression, employment status and teaching experience play less definitive roles.
Table 8. Multiple Regression Analysis Predicting Career Advancement Perception
	Predictor
	B
	Std. Error
	Beta (Standardized Coefficient)
	t
	Sig. (p)

	Certified
	1.2668
	0.426
	None
	2.974
	0.003

	Civil Servant
	2.0138
	1.148
	None
	1.755
	0.08

	Years of Experience
	-0.0058
	0.028
	None
	-0.208
	0.835


4.4.5. Path analysis of Certification, Institutional Support, and Remuneration Satisfaction
To further explore the relationships among certification status, perceived institutional support, and remuneration satisfaction, a simplified path analysis was conducted. The results, presented in Table 9, indicated that certification status negatively predicted perceptions of institutional support (B = –0.18, SE = 0.03, t = –5.15, p < .001), suggesting that certified teachers tended to perceive less institutional support compared to their non-certified peers. Similarly, certification status negatively predicted remuneration satisfaction (B = –0.21, SE = 0.04, t = –5.70, p < .001). Conversely, perceived institutional support positively predicted remuneration satisfaction (B = 0.09, SE = 0.02, t = 3.94, p < .001). These findings suggest that institutional support partially mediates the relationship between certification status and remuneration satisfaction, highlighting the importance of organizational environments in shaping teachers' financial satisfaction and overall welfare.


Table 9. Simplified Path Analysis of Certification Status, Institutional Support, and Remuneration Satisfaction
	Paths
	B
	Std. Error
	t
	Sig. (p)

	Certified → Institutional Support
	-0.1773
	0.0344
	-5.1504
	0.0000

	Certified → Remuneration Satisfaction
	-0.2110
	0.0370
	-5.7049
	0.0000

	Institutional Support → Remuneration Satisfaction
	0.0891
	0.0226
	3.9387
	0.0001


4.4.6. Adjustment for Multiple Comparisons
Given the multiple statistical tests performed, Holm–Bonferroni and Benjamini–Hochberg corrections were applied to control for familywise error rate and false discovery rate, respectively. After applying Holm–Bonferroni correction to the group comparisons (employment status and certification status), all differences remained statistically significant (all adjusted p-values < .001). The Benjamini–Hochberg false discovery rate correction applied to Pearson correlations confirmed significant negative correlations between teaching experience and perceptions of career advancement and institutional support (adjusted p-values < .001). However, the correlation between teaching experience and remuneration satisfaction remained non-significant (adjusted p = .245). These corrected findings strengthen the reliability of previously reported differences and associations.
5. Discussion
The results of this study systematically addressed the four research questions and tested the three hypotheses posited at the outset. Each question was supported with quantitative evidence, and each hypothesis was tested using appropriate inferential and predictive statistical analyses. RQ1 through RQ3 were initially answered through descriptive and group comparison techniques, while RQ4 was further examined using t-tests, Mann-Whitney U tests, Pearson correlation, multiple regression, and simplified path analysis models. H1 and H2 were supported with significant group differences and predictive relationships, while H3 was partially supported through weak but significant associations with teaching experience.
Regarding career advancement (RQ1), the results reveal a moderate level of concern among teachers. Structural barriers such as limited mentoring, inadequate training in academic writing, and administrative complexity were perceived as significant impediments to promotion. This aligns with prior studies highlighting the bureaucratic rigidity of Indonesia's promotion system, particularly its emphasis on scholarly output without sufficient institutional support (Rakhmani, 2021; Turner et al., 2022). Interestingly, while some teachers showed openness to improvement mechanisms such as annual writing practices, prolonged delays in promotion—reported to sometimes exceed a decade—undermine motivational pathways (Patfield et al., 2023; Ren et al., 2022). These findings answer RQ1 and confirm H1.
In terms of institutional and educational support for career development (RQ2), teachers largely recognized the value of advanced qualifications and scholarship opportunities. The strong endorsement for postgraduate support suggests that many teachers view higher education as critical to professional growth. However, this optimism is tempered by challenges such as ineffective bureaucracy and unclear credit-point systems (Osipov, 2020). The regression analysis further indicated that certification status was a significant predictor of career advancement perceptions, while employment status had a marginal effect, and years of experience showed no meaningful contribution. These results reinforce calls for teacher-centered policies and career mobility frameworks (Ghamrawi & Abu-Tineh, 2023; Gutman, 2019), and provide robust support for H2.
Teachers’ perceptions of remuneration and governmental support (RQ3) were marked by stark disparities across employment types. While certified and civil servant teachers reported moderate satisfaction, honorary teachers expressed consistently low levels of satisfaction. This indicates systemic inequality and lack of institutional recognition for non-permanent educators, raising serious equity concerns in national education reform (Bees, 2024; Daraz et al., 2024). Moreover, the path analysis showed that certification status had a negative direct effect on both institutional support and remuneration satisfaction, suggesting that certification alone does not guarantee improved welfare outcomes. Instead, institutional support served as a positive and significant predictor of remuneration satisfaction, highlighting its mediating role. These findings extend the discussion beyond direct effects and emphasize the importance of contextual support in translating certification into real benefit. This confirms the disparities in RQ3 and partially supports H3.
For RQ4, inferential analysis confirmed significant differences in perceptions based on employment and certification status. Regression and path models offered further insight by modeling predictors and pathways of perception. Civil servant and certified teachers consistently reported more favorable experiences, while years of teaching experience remained a weak but consistent negative correlate of institutional support and career advancement. This trend suggests a gradual erosion of optimism among veteran teachers, potentially due to chronic exposure to structural inefficiencies or stagnant progression pathways. These findings underscore the necessity of not only onboarding and early-career support but also sustained long-term professional growth mechanisms (McCowan et al., 2023)..
Altogether, the full range of analyses—descriptive, inferential, and predictive—reinforces the presence of stratified experiences within the Indonesian teaching profession. Career advancement and teacher welfare are shaped not solely by employment and certification status but also by systemic conditions and perceived institutional responsiveness. H1 and H2 were confirmed, while H3 received partial support, indicating the need for future studies to explore more nuanced and longitudinal aspects of teacher motivation and support structures.
Several limitations of this study should be acknowledged. First, the cross-sectional research design restricts the ability to infer causal relationships among the examined variables. While the path analysis provided insights into potential mediation pathways, longitudinal studies are necessary to validate the temporal dynamics suggested by the findings. Second, all measures relied on self-reported perceptions, which may be subject to social desirability bias and personal interpretation variance. Future research could benefit from integrating qualitative methods, such as interviews or focus groups, to capture richer, context-specific understandings of teacher experiences. Third, while the regression and path analyses identified significant predictors and mediators, the relatively low explained variances indicate that additional contextual and organizational factors likely influence teacher perceptions. Future studies could incorporate variables such as leadership practices, school climate, and policy communication mechanisms to provide a more comprehensive view of teacher career development and welfare dynamics. Addressing these limitations will be critical to deepening understanding and informing more effective, equitable educational reforms.
6. Conclusion
This study provides a comprehensive examination of Indonesian teachers’ perceptions of career advancement, institutional support, and remuneration satisfaction, based on responses from 2,230 teachers across employment statuses, certification levels, and teaching experiences. The findings reveal that structural barriers, limited academic support, and bureaucratic inefficiencies remain critical impediments to career progression. While certification status positively predicted perceptions of advancement, its benefits were tempered by limited institutional responsiveness and support systems. Simplified path analysis further demonstrated that certification alone does not guarantee improved remuneration satisfaction, as institutional support mediates this relationship. Importantly, honorary teachers consistently reported lower satisfaction across all domains, highlighting systemic inequities that disproportionately affect non-permanent educators. A weak but consistent negative correlation between teaching experience and perceptions of support suggests growing disillusionment among veteran teachers, potentially due to repeated exposure to unfulfilled policy promises and stagnant career opportunities.
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