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Abstract
Knowledge has become a prominent asset in any organization. The Army Educational Institution is also aware 
of maintaining the precious intangible asset inside the organization. Therefore the colonel is designed to be an 
educator  in  exchange  and  disseminate  the  knowledge,  skills,  experiences  they  possessed. Besides,  being  an 
educator  can  be  categorized as a  job  that  can  motivate  the  educators  intrinsically since  it  consists  of  five  job 
dimensions  of  Oldham  and  Hackman.  This  research  aims  to  examine  the  intrinsic  motivation  of The  Army 
Educational Staff using Rasch  Model Analysis  since it is unidimensional research. The results show that only 
three job dimensions of the Job Characteristics Model can be the intrinsic motivator for The Army Educational 
Staff.

Keywords: Job Characteristics Model, Intrinsic Motivation, Learning and Development

INTRODUCTION
  Knowledge  has  become  a  prominent  asset  in any organization.As  a  dynamic  human 

process,  knowledge  is  the  understanding  of  concepts,  ideas,  theories, procedures,  best 
practices, know-how, or  specialist expertise(Armstrong,  2015,  2010a;  F.A.Uriarte,  2008;
Geisler, 2009; Sharma and Jaiswal, 2018).

  Learning  and  development aresome of  the  main  functions  of human  resources 
management. It provides the  mechanism  for  creating  and  sharing  knowledge,  driving 
organizational  change  and  renewal,  and  helping  to  achieve  strategic  organizational 
goals.Learning  and  development  is also  a process that facilitates  the  acquisition  of 
knowledge,  skills, and  experience  through  learning  processes  between  individuals  and 
between groups, both structured and individual(Armstrong, 2015).

  A  learning  organization can  be  defined  as  a  place where  people  continually  expand 
their capacity  to  create  the  results, new  and  expansive  patterns  of  thinking.  There  are  five 
characteristics  of  a  learning  organization:  (a)  systematic  problem  solving,  (b)
experimentation, (c) learning from past experiences, (d) learning from others, (e)  transferring 
knowledge  quickly and  efficiently  throughout  the  organization –by  education  and  training 
programs,(Armstrong, 2015).

  The Indonesian National  Armyis  an  integral  part  of Indonesia  Archipelago.  As the 
national  component, The  Army has  the  main  task  of  maintaining  the  sovereignty  of  the 
country  and  maintaining  the  territorial  integrity  of  the  unitary  state. Due to  perform  its
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functions, The Army needs qualified personnel or human resources. At this point, 
humancapital becomes very important and plays a crucial role in performing tasks 
successfully. 

Educational institutions within The Army play an essential role in enhancing the skills 
of the Navy personnel. It means the quality of human capital needs to be higher in making 
significant contributions to achieve the goals of The Army. One of the efforts inimproving 
the quality of human resources is through a development program. 

The Army Educational Staff, as the agents of knowledge sharing in The 
ArmyEducational Institutions have very crucial roles, tasks, and responsibilities since they 
are expected to share knowledge, competencies, skills, and experiences, they possessed. 
Therefore, The ArmyEducational Staffare supposed to be able to improve the quality of 
human capital in The Armyto master knowledge and technology.  

Motivation is a crucial factor that is needed in the working environment including in 
The Army. It is a driving force that drives a person's behavior towards a specific goal. 
Someone will be enthusiastic about fulfilling their duties because of their high motivation. 
There are two types of motivation, extrinsic and intrinsic, in which the extrinsic motivation is 
required external stimulations, while the intrinsic motivation is intangible stimulations that 
come from inside.Meaning,a person arises from the inside without the need for external 
stimulation, thereby motivation, especially the internal one,is also required by The Army 
Educational Staff. Internal motivation can build encouragement of their own and are related 
to performance activities.  

This research aims to examine the intrinsic motivation of The ArmyEducational Staff 
when fulfilling their academic duty as the implementer of the knowledge sharing process 
among the Indonesian Army. 
 
LITERATURE REVIEW 

Knowledge is the most valuable resource for both individuals and societies. 
Knowledge has the capability to create everything else (Parker et al., 2009). In the knowledge 
era, the concept of human capitalhas become significant resources for achieving sustainable 
competitive advantage. Knowledge-based resources consist of skills, abilities, learning skills, 
knowledge capacity, expertise, adaptability, and changeability.Knowledge, as an 
organization’s important source, makes a fluid mix of experience, information, insights, 
possible. It provides a framework for new skills(Mohajan, 2019). There are lots of knowledge 
in an organization. 

Any organizations consist of people. Each people has their capabilities, inherent or 
learned. Therefore,human capital has the capabilities to create added values to organizations 
(Sharma and Jaiswal, 2018). Knowledge in organizations can be divided into two types: 
explicit and tacit. Explicit knowledge can be explained as tangible assets. Those are manuals, 
procedures, databases, and reportsthat are easily transferred, expressedand shared. While tacit 
knowledge can be categorized as intangible assets such as hands-on skills, experiences, best 
practices, know-how, and so on, it is difficult to capture, communicate, or share. Yet, 
learning and development is one of the tools that facilitate the knowledge-creating 
process.(Mohajan, 2019; Salicru & Candidate, 2007; Sharma & Jaiswal, 2018; Rehman, 
Kamil, Mahmood, Salleh, & Amin, 2011). 

Learning and Development is one of the primary functionsof Human Resource 
Management. It provides the mechanism for knowledge creation, knowledge exchange, and 
accommodates the acquisition of knowledge, skills, and experiences. The focus of learning 
and development is on individual learning since it is a source of creation, transfer, and use of 
knowledge(Armstrong, 2015, 2010b, 2010a) (see figure 1 below). Additionally, the 
organization’sstrategy is developing competencies developmentatthreelevels; individual 
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level, group level,andorganization levelto achieve the knowledge-based 
organization.Knowledge management,as a part of learning and development, is the process of 
creating, managing, and sharing the right informationto the right person in the right place at 
the right time. And the most significant fundamental for Knowledge Management is 
Knowledge Sharing. One of the enablers in knowledge sharing is motivation.(Ibragimova et 
al., 2017; Rehman et al., 2011a). 

Motivation comes from the Latin word "movere", which means to move. The basis of 
motivation is a motive or a reason to do something. Motivation is the strength and direction 
of behavior and the factors that make people behave in a certain way. Motivation can be 
divided into two parts, namely intrinsic motivation that comes from within the individual. 
This is an encouragement that arises because individuals believe that their work is important, 
engaging, and challenging and that it offers opportunities for growth and development. And 
the extrinsic motivation associated with factors outside of oneself, the driving force from 
outside the individual such as money, recognition and promotion. The Job Characteristics 
Model is one of the classic theories in motivation is one of the enablers that can raise intrinsic 
motivation. 

Intrinsic motivation can be increased through the Job Characteristics Model, 
developed by Hackman and Oldham, such as workplace diversity, job identity, job meaning, 
autonomy, and feedback. There are three steps to increase intrinsic motivation: autonomy - 
encouraging people to set their own schedules and focus on the way the job isdone. Mastery - 
help people identify the steps they can improve and how they progressed; Purpose – 
instructions given completed by awhy and how explanation (Armstrong, 2015, 2010b; 
Halawi et al., 2005; Nili et al., 2013). 

Job Characteristics Modelis a model that describes a relationship between job 
characteristics and individual psychological conditions such as intrinsic motivation, job 
satisfaction, and performance. According to the work property model, each job can be 
divided into five job dimensions as follows:(a) diversity of skills or a variety of skills related 
to a task that can use a range of skills and knowledge of the individual. Understanding the 
difference of expertise can also be interpreted as the level of suitability of a task with the 
skills, knowledge, and talents of individuals. If a task matches the skills, knowledge and 
talents of the individual, the task creates a meaningful feeling for the individual in relation to 
his task. (b) Next is task identity associated with completing the task. The fulfillment of the 
relevant tasks is the involvement of individuals in the process of completing a task in its 
entirety, not only partially. (c) The following dimension is the degree of importance (task 
significance) refers to the degree of importance or the impact of the result of a task on others, 
both internally and externally, within the organization. The level of internal importance can 
be interpreted as the level of importance of a task in the organization, which means that the 
entire work process in the organization is disrupted when the task is eliminated. The level of 
external meaning can be interpreted as the feeling of pride that a person has in their task, so 
that the person proudly discusses the task with relatives, colleagues, or neighbors. (d) 
Autonomy refers to the degree of independence of a task. This degree of independence can be 
interpreted as a degree of freedom in completing a task. The degree of freedom is a large 
space for individuals to be able to plan tasks completion and determine the procedures used 
to accomplish the task. The last dimension is feedback or re-input. It refers to direct and clear 
information on the results achieved and the effectiveness of individual performance. The 
feedback can come from internal feedback that comes from the work itself, or from external 
feedback such as reports on deviations, budget fluctuations, and customer satisfaction. 

Based on Hackman and Oldham’s Theory, people who have a job with the five 
dimensions of the job will have the following psychological conditions: (a) meaningfulness – 
the individual who has the feeling that the task has important values in the organization. (b) 
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Responsibility means personal reliability, (c) knowledge denotes the level of knowledge that 
people used connected to the actual results of their performance. The outcomes of the job 
characteristics model are high intrinsic motivation, high growth, high job satisfaction, high 
work effectiveness.  

The research synthesis of intrinsic motivation is a psychological condition that 
promotes positive behavior (attitude) of the individual towards his work since the individual 
assesses the task that he performs as important, interesting, free, and capable. The dimensions 
of intrinsic motivation are (1) challenging tasks (professional challenge) with indicators: high 
responsibility, a combination of tasks, cross-disciplinary training, and individuals perceive 
their tasks as important and meaningful. (2) independence (autonomy) with indicators: 
freedom in the choice of working methods when performing tasks, freedom in setting their 
own schedules and procedures, control of work results, freedom in determining the speed of 
execution of tasks, freedom in decisions, (3) variation with indicators: tasks that enable 
individuals to perform different tasks with different skills, (4) feedback with indicators: 
providing clear and direct information about the effectiveness of the task, open reciprocal 
communication channels, providing learning opportunities through feedback, (5) 
development opportunities with indicators: tasks that offer learning opportunities, have 
access to learning new skills or knowledge(Ali et al., 2014b, 2014a; Anjum et al., 2014; 
Armstrong, 2015, 2010b; Baškarada and Koronios, 2018; Batchelor et al., 2014; Blanz, 2017; 
Faturochman, 1997; Fried And Ferris, 1987; Gagné et al., 2019; Hackman and Oldham, 1976; 
Hadi and Adil, 2010; Hussein, 2018; Lunenburg, 2011; Muku, 2013; Na-Nan and Pukkeeree, 
2013; O’brien, 1982; Oerlemans and Bakker, 2018; Okonkwo et al., 2019; Park, 2017; Sneed 
and Herman, 1990). 

As mentioned previously, knowledge sharing is the most significant fundamental in 
knowledge management. The exchange of knowledge plays a crucial role in the growth and 
development of organizations. It is one of the elements of the knowledge management 
process and affects employees.Knowledge sharing means a set of behaviors in exchanging 
information and knowledge, including sharing work-related knowledge and expertise with 
other members. This sharing behavior can contribute to the effectiveness of the 
organizational goals.There are some effective factors on knowledge sharing: trust, 
organizational cultures such as innovation, cooperation, reward structure or incentives, and 
motivation. 

Intrinsic motivation is the most autonomous form of motivation. It can be defined as 
engaging in an activity out of enjoyment and interest. It is also associated with high work 
performance and effort.Intrinsically motivated people would tend to spontaneously talk about 
their work passionately. This type of motivation would also be related to knowledge sharing, 
especially when they believed that sharing knowledge wouldfacilitate efforts in attaining 
organizational goalsrelated to work performance.Previous studies have indicated that intrinsic 
motivationwould promote knowledge sharing. It means people get enjoyment when 
exchanging information. They enjoy mastery-oriented and performance oriented. In other 
words, intrinsic motivation is positively related to knowledge sharing(Braja, 2012; Brockner 
et al., 2006; de Almeida et al., 2016; Gagné, 2009; Hung et al., 2011; Llopis-Córcoles and 
Foss, 2012; Nili et al., 2013; Rehman et al., 2011b; Schmidt, 2012; Stenius, 2016; Wang et 
al., 2014; Wang and Noe, 2010). 

Job characteristics as a working design is a fundamental factor in human resources 
management. It focuses on the structure of work and its relevant tasks and activities. 
Researches on the task characteristics are based on Hackman and Oldham’s model that 
consists of task variety, task identity, task significance, autonomy, and feedbackfrom the job. 
This feedback is not similar to feedback from others. It is only concerned with the clearness 
of information that comes from the work itself regarding the quality of performance. Task 
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autonomy covers scheduling, decision
level of freedom in performing
firm. Autonomy is related to the felt responsibility in the job
more on the idea-sharing and experiences in order to i
it may also entail employees’ engagement in a regular knowledge exchange with their peers. 
The freedom of planning and
strategies for motivating knowledge sharin
identity as respective influence
becomes more varied, it implies a higher frequency of unexpected challenges 
more communication. Therefore it
sharing. Both the meaningfulness associated with high task significance and 
interestmight attract knowledge seekers to consult 
stimulatethe knowledge sharing behavior 
Bandile, 2015; Braja, 2012; Brockner et al., 2006; de Almeida 
Gagné et al., 2019; Hendriks, 1999; Hung et al., 2011; Llopis
Mohammad et al., 2018; Nili et al., 2013; Oye.N.D et al., 2011; Rehman et al., 2014, 2011b; 
Schmidt, 2012; Stenius, 2016; Susanty and Wood, 20
al., 2014; Wang and Noe, 2010; Wang and Hou, 2015; Wei et al., 2016; Yamao and Fenwick, 
2006).  
 
METHODOLOGY 

This research is unidimension
tested and using quantitative analysis to explain the research results
Job Characteristics Model that consists of five job dimensions. There are Job Challenge
Variety, Job Autonomy, Job Feedback

The research was cond
participants. All the respondents are male, 16% aged 30
old, 38% aged more than 50 years old. The minimum 
Armyeducational staff is a colo

The questionnaire constructed from the literature, then 
reliability questionnaire’s items
3.73. Based on the test result, there are
0,89 (see the table below).The Alpha Cronbach shows that the instrument’s items are good 
(range 0,81-0,90 is good). The questionnaires submitted were 105
could be analyzed since the 50% answers are misfits
variable tested. The data collected
of Winstep software version 3.73

 

Table 1. Validity and Reliability Test Result

 
ANALYSISAND DISCUSSION

As mentioned previously, the research analysis will use 
The research result shows that 

scheduling, decision-making, and work method autonomy
in performing. A significant task influences others inside or outside of the 

Autonomy is related to the felt responsibility in the job. It might lead employees to rely 
sharing and experiences in order to increase job performance. Additionally, 

entail employees’ engagement in a regular knowledge exchange with their peers. 
and work independentlyis the most effective human resources

strategies for motivating knowledge sharing. Further research looked at autonomy, task 
respective influencers on employee’s knowledge sharing motivation

implies a higher frequency of unexpected challenges 
. Therefore it seems increasing the possibility of active knowledge 

sharing. Both the meaningfulness associated with high task significance and 
interestmight attract knowledge seekers to consult other employees. These

sharing behavior (Assegaff et al., 2016; Ayodele et al., 2016; 
Bandile, 2015; Braja, 2012; Brockner et al., 2006; de Almeida et al., 2016; Gagné, 2009; 
Gagné et al., 2019; Hendriks, 1999; Hung et al., 2011; Llopis-Córcoles and Foss, 2012; 
Mohammad et al., 2018; Nili et al., 2013; Oye.N.D et al., 2011; Rehman et al., 2014, 2011b; 
Schmidt, 2012; Stenius, 2016; Susanty and Wood, 2011; Suwanti, 2019; This, 2012; Wang et 
al., 2014; Wang and Noe, 2010; Wang and Hou, 2015; Wei et al., 2016; Yamao and Fenwick, 

This research is unidimensionaldescriptive research. It only uses one variable to be 
analysis to explain the research results. The variable tested is

Job Characteristics Model that consists of five job dimensions. There are Job Challenge
Variety, Job Autonomy, Job Feedback, and Self-Development. 

The research was conducted in The Army Academy with 105 educati
participants. All the respondents are male, 16% aged 30-39 years old, 46% aged 40
old, 38% aged more than 50 years old. The minimum military rank

colonel. 
constructed from the literature, then tested the validity and 

reliability questionnaire’s itemsusing Rasch Model with the help of Winstep software
, there are only 27 items out of 30 items are valid and reliable at 

The Alpha Cronbach shows that the instrument’s items are good 
The questionnaires submitted were 105, but only 53 questionnaires 

since the 50% answers are misfits, so the answers could not represent the 
collected will also be analyzed using the Rasch Model with the help 

version 3.73. 

Table 1. Validity and Reliability Test Result 

AND DISCUSSION 
As mentioned previously, the research analysis will use the Rasch Model Analysis. 

The research result shows that the person measure is +1,89 logit; it shows the mean value of 

and work method autonomy, which means the 
inside or outside of the 

might lead employees to rely 
ncrease job performance. Additionally, 

entail employees’ engagement in a regular knowledge exchange with their peers. 
the most effective human resources 

looked at autonomy, task 
on employee’s knowledge sharing motivation. As a task 

implies a higher frequency of unexpected challenges that required 
of active knowledge 

sharing. Both the meaningfulness associated with high task significance and high level of 
. These activities can 

(Assegaff et al., 2016; Ayodele et al., 2016; 
et al., 2016; Gagné, 2009; 
Córcoles and Foss, 2012; 

Mohammad et al., 2018; Nili et al., 2013; Oye.N.D et al., 2011; Rehman et al., 2014, 2011b; 
11; Suwanti, 2019; This, 2012; Wang et 

al., 2014; Wang and Noe, 2010; Wang and Hou, 2015; Wei et al., 2016; Yamao and Fenwick, 

t only uses one variable to be 
. The variable tested is the 

Job Characteristics Model that consists of five job dimensions. There are Job Challenges, Job 

with 105 educational staff as the 
39 years old, 46% aged 40-49 years 

military rank to be The 

tested the validity and 
instep software version 

only 27 items out of 30 items are valid and reliable at 
The Alpha Cronbach shows that the instrument’s items are good 

but only 53 questionnaires 
so the answers could not represent the 

Rasch Model with the help 

 

Rasch Model Analysis. 
it shows the mean value of 
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the respondents in the intrinsic motivati
logit means more respondents tend to agree with most items in the instrument.
implied that more respondents have intrinsic motivation when fulfilling the duty as an 
educator. 

The Alpha Cronbach of person reliabili
respondents’ answers is strong. Other supporting research evidences are INFIT ZSTD  0,00 
and OUTFIT ZSTD 0,00. It means that the quality of the research instrument to collect the 
data is very good since the value is 

 

Table 2. 

 
The result shows that 23 staff or 43% The Armyeducational staff are motivated 

intrinsically since the person measure 
Armyeducational staff aged more than 50 years old. The next analysis is about the items 
measured in intrinsic motivation.

 

the respondents in the intrinsic motivation instrument. The mean values are
logit means more respondents tend to agree with most items in the instrument.
implied that more respondents have intrinsic motivation when fulfilling the duty as an 

The Alpha Cronbach of person reliability is 0,94 means the consistenc
strong. Other supporting research evidences are INFIT ZSTD  0,00 

and OUTFIT ZSTD 0,00. It means that the quality of the research instrument to collect the 
data is very good since the value is 0,00 (the closer value to 0,00 is better). 

 
Statistic Summary 

The result shows that 23 staff or 43% The Armyeducational staff are motivated 
intrinsically since the person measure is above the mean person measure, and 48% are The 

educational staff aged more than 50 years old. The next analysis is about the items 
measured in intrinsic motivation. 

 

mean values are higher than 0,00 
logit means more respondents tend to agree with most items in the instrument. It can be 
implied that more respondents have intrinsic motivation when fulfilling the duty as an 

ty is 0,94 means the consistency of the 
strong. Other supporting research evidences are INFIT ZSTD  0,00 

and OUTFIT ZSTD 0,00. It means that the quality of the research instrument to collect the 
0,00 (the closer value to 0,00 is better).  

The result shows that 23 staff or 43% The Armyeducational staff are motivated 
above the mean person measure, and 48% are The 

educational staff aged more than 50 years old. The next analysis is about the items 

Mean Person 
2,15logit 
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Table 3. 

 
 

Table 4. 

 
Based on the research analysis

in teaching is the hardest item in measuring intrinsic motivation. This item is a part of 
challenge dimension in the job characteristics variable. 
way that students can understand
characteristics variable. Both item
meaningful educational contributions to The Army Educational Institution. It 
job variety dimension in job characteristics variable.

On the other hand, the research analysis shows that taking 
add working experiences as an educator is the easiest item to agree with. Furthermore, 
optimizing the opportunity to learn skills at 
to learn in broadening existing knowledge are also 
imply that The Army Educational Staff realize
self-development. It supports 
development. It proves that l
knowledge, skills, and experience through learning processes between individuals 
between groups, both structured and individual

The next analysis is about the dimensions of 
The first dimension of JMC is about challenging tasks or professional challenge
shows that 86% of The Army 
possessed in the process of learning. It is prove
people to continually expand their
thinking(Armstrong, 2015). The research re
Staff disagreed with the item about the quality results in teaching as a challenging task
36% The Army Educational Staff disagreed with the item about 
students can understand as a cha
staff is not a challenging task for The Army Educational Staff so it cannot motivate them 
intrinsically to share knowledge in 
renewing the knowledge possessed when learning process begun.

The second dimension of 
independence. The result shows that 88%
teaching assignment independently

Person Measure 

 
. Item Measure 

Based on the research analysis, it can be seen that giving priority to 
in teaching is the hardest item in measuring intrinsic motivation. This item is a part of 

job characteristics variable. Another hard item is 
students can understand; it is also a part of job challenge dimension in job 

characteristics variable. Both items are hard items to agree with. The third hard item is giving 
meaningful educational contributions to The Army Educational Institution. It 
job variety dimension in job characteristics variable. 

On the other hand, the research analysis shows that taking time to learn
experiences as an educator is the easiest item to agree with. Furthermore, 
opportunity to learn skills at The Army Educational Institution and taking 

ng existing knowledge are also easy items to agree with. These results 
that The Army Educational Staff realizes that being an educator is a learning t

development. It supports the Human Resources main theory about learning and 
development. It proves that learning and development can facilitate the acquisition of 

and experience through learning processes between individuals 
between groups, both structured and individual(Armstrong, 2015).  

The next analysis is about the dimensions of the Job Characteristics Model (JCM). 
irst dimension of JMC is about challenging tasks or professional challenge

The Army Educational Staff are aware of renewing the knowledge 
possessed in the process of learning. It is proved that a learning organization 

continually expand their capacity to create new and expansive patterns of 
The research results also show 40% of the Army Educational 

Staff disagreed with the item about the quality results in teaching as a challenging task
36% The Army Educational Staff disagreed with the item about teach

as a challenging task. It can be inferred that being an educational 
staff is not a challenging task for The Army Educational Staff so it cannot motivate them 
intrinsically to share knowledge in the learning process even though they are aware of 

dge possessed when learning process begun. 
The second dimension of the Job Characteristics Model (JCM) is autonomy or 

. The result shows that 88% of the Army Educational Staff are 
aching assignment independently, and 89% of the Army Educational Staff are 

Mean 
0,00

priority to the quality work 
in teaching is the hardest item in measuring intrinsic motivation. This item is a part of the job 

ther hard item is teaching in a 
it is also a part of job challenge dimension in job 

hard items to agree with. The third hard item is giving 
meaningful educational contributions to The Army Educational Institution. It is a part of the 

time to learn in order to 
experiences as an educator is the easiest item to agree with. Furthermore, 

The Army Educational Institution and taking time 
easy items to agree with. These results 

that being an educator is a learning time to 
the Human Resources main theory about learning and 

facilitate the acquisition of 
and experience through learning processes between individuals and 

Job Characteristics Model (JCM). 
irst dimension of JMC is about challenging tasks or professional challenges. The result 

Educational Staff are aware of renewing the knowledge 
learning organization can facilitate 

new and expansive patterns of 
he Army Educational 

Staff disagreed with the item about the quality results in teaching as a challenging task,  and 
teaching in a way that 

llenging task. It can be inferred that being an educational 
staff is not a challenging task for The Army Educational Staff so it cannot motivate them 

learning process even though they are aware of 

Job Characteristics Model (JCM) is autonomy or 
he Army Educational Staff are completing the 

Army Educational Staff are monitoring 

Mean Item 
0,00logit 
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the students’ results independently. It can be inferred that the freedom given to The Army 
Educational Staff in completing and monitoring the learning process can motivate them 
intrinsically. 

 
The third dimension of 

shows that 32% of the Army Educational Staff disagreed with the item about giving 
meaningful educational contributions to The Army Educational In
disagreed with the item about optimizing skills and experiences in
even though they keep guiding the students in the learning process. It can be inferred that the 
job variety in a duty of being an educational
Educational Staff so it cannot motivate them intrinsically to share knowledge in 
process even though they keep guiding the students in the learning process.

The fourth dimension of 
result shows that 90% of the Army Educational Staff 
information about the learning process 
are trying to establish a commun
effectiveness. However, 23% of The Army Educational Staff are still quit
open feedback from the students about the learning process 
that the job feedback still can be an intrinsic motivation in fulfilling the duty of being a 
military educational staff. 

The fifth dimension of 
result shows thatThe Army Educational Staff are aware of being 
opportunity for self-development. 97% ofthe staff are taking 
working experiences, 94% of the staff are optimizing
Army Educational Institution
existing knowledge.  It can be inferred that the self
motivator when fulfilling the duty of being a military educational sta
self-development items are easy to agree with.

independently. It can be inferred that the freedom given to The Army 
Educational Staff in completing and monitoring the learning process can motivate them 

Figure1. Wright Map of Person and Item Measure 

The third dimension of the Job Characteristics Model (JCM) is job variety. The result 
he Army Educational Staff disagreed with the item about giving 

meaningful educational contributions to The Army Educational Institution. They also 
disagreed with the item about optimizing skills and experiences in the learning process (40%) 
even though they keep guiding the students in the learning process. It can be inferred that the 
job variety in a duty of being an educational staff is not a challenging task for The Army 
Educational Staff so it cannot motivate them intrinsically to share knowledge in 
process even though they keep guiding the students in the learning process.

The fourth dimension of the Job Characteristics Model (JCM) is job feedback. The 
he Army Educational Staff is trying to get complete and 

learning process effectiveness, and 83% The Army Educational Staff 
communication between fellow educators about the learning process 

. However, 23% of The Army Educational Staff are still quit
from the students about the learning process effectiveness

can be an intrinsic motivation in fulfilling the duty of being a 

The fifth dimension of the Job Characteristics Model (JCM) is self
result shows thatThe Army Educational Staff are aware of being an educational staff is an 

development. 97% ofthe staff are taking time to learn
ing experiences, 94% of the staff are optimizing the opportunity to learn skills at 

Army Educational Institution, and 95% of the staff are taking time to learn
existing knowledge.  It can be inferred that the self-development is the best intrinsic 

the duty of being a military educational staff since all indicators of 
easy to agree with. It is proven that learning and development 

independently. It can be inferred that the freedom given to The Army 
Educational Staff in completing and monitoring the learning process can motivate them 

 

Job Characteristics Model (JCM) is job variety. The result 
he Army Educational Staff disagreed with the item about giving 

stitution. They also 
learning process (40%) 

even though they keep guiding the students in the learning process. It can be inferred that the 
staff is not a challenging task for The Army 

Educational Staff so it cannot motivate them intrinsically to share knowledge in the learning 
process even though they keep guiding the students in the learning process. 

ristics Model (JCM) is job feedback. The 
to get complete and transparent 

and 83% The Army Educational Staff 
the learning process 

. However, 23% of The Army Educational Staff are still quite hard to receive 
effectiveness. It can be inferred 

can be an intrinsic motivation in fulfilling the duty of being a 

Job Characteristics Model (JCM) is self-development. The 
an educational staff is an 

time to learn in order to add 
the opportunity to learn skills at The 

time to learn in broadening 
development is the best intrinsic 

ff since all indicators of 
earning and development can 
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facilitate the acquisition of knowledge, skills and experience through learning processes 
between individuals and between groups, both structured and individual and it can 
facilitatepeople to continually expand their capacity to create new and expansive patterns of 
thinking(Armstrong, 2015).  

 
CONCLUSIONS 
 Based on the research results, it can be inferred that The Army Educational Staff are 
aware of their duty as an educator. When fulfilling their duty as an educator, they realize that 
it is a time to develop themselves through knowledge exchange. Therefore, they are 
optimizing and renewing their possessed knowledge to broaden their capabilities. The fifth 
dimension of the Job Characteristics Model is the strongest intrinsic motivators for The Army 
Educational Staff. The next strong intrinsic motivator is job feedback. Getting complete and 
clear information about the learning process effectiveness can become an intrinsic motivator 
for The Army Educational Staff to be better in the learning process. They are also trying to 
establishcommunication between fellow educatorsto be better in the learning process, 
although they are still quite hard to receive open feedback from the students about the 
learning process’effectiveness. However, the job feedback still can be an intrinsic motivator 
for The Army Educational Staff. 

The weakest intrinsic motivator for The Army Educational Staff is a job variety. They 
do not feel that being an educator can give meaningful educational contributions to The Army 
Educational Institution. They also do not feel that being an educator can optimize their skills 
and experiences through the learning process. Another weak dimension is a job challenge. 
Two indicators of the job challenge dimension are the hard items to agree with. It means that 
it is very hard for The Army Educational Staff to prioritize the quality of the learning process 
and find a learning method to deliver the teaching materials better and easy to understand. 
Nevertheless, The Army Educational Staff still the responsibility to renew the knowledge 
possessed when the learning process began. 

In conclusion, The Job Characteristics Model is believed as a good intrinsic motivator 
since it provides a job with five job dimensions, which can lead a person the be more 
motivated intrinsically. Based on the research results, it is showed that duty as an educator for 
the army personnel is not a challenging job since it cannot challenge the person to optimize 
the possessed capabilities even though the freedom, the feedback and the opportunity to self-
development can be a good intrinsic motivator for them. It implies that an army institution 
can optimize the duty as an educator as a part of self-development and can use the 
achievement as an educator as an added value to get higher military rank. 

This research still has some limitations, especially in the number of respondents. It 
would be better for future research to add more respondent to use the intrinsic motivator 
instruments besides the instrument still need to be improved by adding more indicators. 
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