
 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
OVERVIEW 
 
Indonesia has a teacher quality problem. The most apparent proximate to the problem can be 
measured by teachers’ absenteeism, inability to master subject matter, lack of pedagogical mastery, 
and the overall view of the teaching and learning process as simply part of rote learning. But the 
more serious impact is also apparent in Indonesia’s flat and worsening learning profiles, stagnating 
PISA scores, reports of under-skilled teachers, and industry concerns on Indonesia’s talent pool as 
one of the country’s drawback. All of which anchor Indonesia from becoming globally competitive. 
 

Tackling Indonesia’s teacher quality is a tangible way to lift the country’s learning 
profile. Policies to improve teacher performance range from increasing teachers’ 
wages, instituting certification programmes to better teacher readiness, deepening 
community participation in school management, and expanding pre-service teacher 
training as well as bridging experienced teachers with inexperienced teachers for 
ongoing development.  

 
Yet, regardless of the performance of these policies, they are quotidian by nature. The Ministry of 
Education and Culture’s (MoEC) reliance on improving efficiency or mentoring channels do not 
address the underlying problem of the quality teaching—i.e. how does MoEC ensure that Indonesia’s 
teachers are selected and recruited for the right reasons?  
 
Teachers are currently hired by top-down civil servant recruitment process. As a result, teaching 
quality is not prioritised in the recruitment process because teachers are assessed as civil servants 
rather than as professional educators. This brief will therefore assess three strategies MoEC may 
take to ensure that local governments lead the teacher recruitment process so that teachers are 
selected and recruited for their teaching excellence to serve local needs. 
 
  

https://research.acer.edu.au/policy_reform/5/
https://riseprogramme.org/publications/indonesia-got-schooled-15-years-rising-enrolment-and-flat-learning-profiles
https://theconversation.com/menteri-nadiem-akhiri-sejarah-un-dan-kembalikan-kuasa-penilaian-pada-guru-apakah-mereka-mampu-129977
https://theconversation.com/skor-siswa-indonesia-dalam-penilaian-global-pisa-melorot-kualitas-guru-dan-disparitas-mutu-penyebab-utama-128310
http://documents1.worldbank.org/curated/en/129551468196175672/pdf/104599-WP-P102259-PUBLIC-Teacher-Certification-and-beyond-final.pdf
http://documents1.worldbank.org/curated/en/129551468196175672/pdf/104599-WP-P102259-PUBLIC-Teacher-Certification-and-beyond-final.pdf
https://www.tandfonline.com/doi/full/10.1080/09645292.2017.1329405
http://www.rise.smeru.or.id/id/publikasi/perkembangan-hasil-studi-evaluasi-program-ppg-prajabatan
https://riseprogramme.org/publications/struggle-recruit-good-teachers-indonesia-institutional-and-social-dysfunctions
https://riseprogramme.org/publications/struggle-recruit-good-teachers-indonesia-institutional-and-social-dysfunctions


 

 

 
 
 

1. Make teacher recruitment process transparent for the public by publishing data on 
school-level teacher vacancies.  
 
There is a mismatch between supply and demand of teachers. Graduate teachers often congregate 
in major cities, resulting in teacher surplus in certain areas and deficit in others. Furthermore, 
teachers are not easily deployed to plug gaps in areas with urgent needs because teacher 
distribution is regulated by rigid, top-down process based on civil servant quotas (which favour 
metropolitan areas) rather than accommodating real local needs. As a result, schools and local 
governments often depend on informal teacher recruitment as a shortcut to lobbying the central 
government for more teachers. 
 

The best course of action for MoEC is to publish timely school-level teacher vacancy 
data. The root of uneven teacher distribution is the lack of public accountability. 
Knowledge on teacher vacancies are privy only to local and central government 
bureaucrats and administrators. Thus, teacher candidates have little choice in how 
they can apply for open positions beside going through the national civil service 
recruitment or weathering the uncertainties of honorary teacher recruitment process.  

 
Publishing teacher vacancy numbers may be moot on two points. First, MoEC has already published 
the number of teachers in Indonesia. Second, contract teachers are not registered and thus may 
make it difficult for MoEC to tally. These counterarguments are misplaced because the total number 
of teachers do not necessarily equate to in-depth data on schools’ growth and how teachers are 
distributed.  
 
The aim is to establish MoEC as the gatekeeper to the teaching profession. Publicly accessible and 
timely data on teacher vacancies would allow MoEC to focus on monitoring ebbs and flows of 
schools’ growth throughout the country. It would let the public understand which districts are in urgent 
need of teachers, thus potentially easing the distribution problem. 
 
  
 

2. Set time limit to the contract teacher position by leveraging the contract-based 
government employees (PPPK) scheme as a probation period. 
 
Indonesia’s teachers are divided into tenured civil servants and contract positions, thus creating a 
difficult catch-22 situation for the government. Reliance on contract teachers as a flexible workforce 
exposes the profession to political capture and lax standardisation over teaching quality as there is 
no institutional guarantee on how well individuals can teach before they are hired as a teacher. But 
granting full tenure for all working teachers in Indonesia is not fiscally possible and may set a bad 
precedent for individuals to expect civil service employment without proper screening.  
 
However, banning contract teachers outright will not immediately improve teacher quality. It would 
only shift responsibility from central to local governments even though the latter does not have the 
legal, financial, and institutional capacity to coordinate a nationwide response to this issue. 
Furthermore, the ban would exacerbate political debate on teacher wellbeing. Teachers’ unions, for 
example, have been campaigning for contract teachers’ pay and career certainty. Endorsing the ban 
may discourage the public and civil society to work with MoEC on future reforms. 
 
MoEC’s imperative is to ensure career certainty to the teaching profession. The aim of this 
recommendation is not to do away with the contract teaching position completely. It is politically 
impossible to do so given the entrenched social and political support for contract teachers throughout 
the country. Instead, MoEC should aim is to incorporate contract teaching positions, through the 
PPPK scheme, as a probationary period prior to civil service tenure.  

https://www.jawapos.com/features/humaniora/24/11/2016/mendikbud-akar-masalahnya-distribusi-guru/
https://www.cambridge.org/core/journals/british-journal-of-political-science/article/personnel-politics-elections-clientelistic-competition-and-teacher-hiring-in-indonesia/0E22D74A8A945DC2AB502DF643327558


 

 

 
 
 
 
The moratorium on civil service hiring due to the Covid-19 pandemic and the recently instituted PPPK 
scheme have given MoEC a unique opportunity to complete this transition. To make sure the PPPK 
works in the long run, there are two follow-ups to be done. 
 

First, MoEC needs to make explicit that the PPPK scheme is performance-based. 
The PPPK scheme was introduced to address short term teacher shortages 
throughout the country. And the insistence for all teachers outside of the official civil 
service tenure to be hired under the PPPK is apt to address the legal ambiguity of 
the contract teacher. But streamlining the entry point alone is not enough. 

 
MoEC must introduce a set of performance criteria to make sure that teachers perform in their job. 
In doing so, the PPPK scheme has the potential to become a benchmark for professional 
performance to maintain and promote high achievers to tenure.  
 

Second, negotiate with local governments so that the transition is carried out in 
uniform. The issue with contract teacher employment is rife with politicking between 
stakeholders, and the new PPPK scheme may invite open-ended questions on 
recruitment standards based on the perceived need for an equal and just recognition 
of teachers’ service. And instead of accommodating the politics of teacher 
recruitment, MoEC should take the administrative lead by ensuring performance 
indicators are met when schools request for tailored assistance and financial support. 
 
 

 

3. Develop a living national teacher professional standard for local governments to 
use under MoEC’s supervision. 
 
Indonesia’s teachers are burdened by criteria of excellence that are disconnected from the realities 
of the profession. Start with the 2005 Teacher Law. It states that a good teacher must satisfy 
pedagogical, professional, social, and personality competencies. A teacher must be of ‘good 
character’ to fulfil the personality competency, for example. Another example is that a teacher should 
be able to develop content creatively.  
 
However, the Law does not stipulate exactly how to define the goodness of one’s character or one’s 
creativity during recruitment process. More importantly, there is only one set of hiring standards 
without differentiating standards for graduate (i.e., candidate), novice, or experienced teachers. 
Vague regulations and laws invite multitude of interpretation that provides politically acquiescent 
points in the public but not of practical use in the recruitment process.  
 

MoEC’s aim here is twofold. First, it should develop a set of continuously updated 
professional guidelines that defines the skills of an excellent teacher. The existing 
professional guideline developed in 2007, Regulation of the Minister of National 
Education (Permendiknas) No. 16/2007, is inadequate because it is too prescriptive 
on teachers’ competencies without being explicit in how to measure teachers’ skills 
and performance. For example, under section Teacher Competence Standard, sub 
section Social Competence, primary school teachers are asked to be “inclusive” and 
“objective” to every student, but there are no benchmarks to measure what this 
professional behaviour would look like in classrooms.  

  

https://www.cnnindonesia.com/nasional/20200127165255-20-469134/guru-dan-tenaga-medis-honorer-prioritas-jadi-pns-atau-pppk
https://www.cnnindonesia.com/nasional/20200127165255-20-469134/guru-dan-tenaga-medis-honorer-prioritas-jadi-pns-atau-pppk
https://www.aeaweb.org/articles?id=10.1257/jep.24.3.97
https://republika.co.id/berita/qehswm396/pgri-respons-rencana-rekrutmen-pppk-untuk-700-ribu-guru
http://luk.staff.ugm.ac.id/atur/UU14-2005GuruDosen.pdf
https://luk.staff.ugm.ac.id/atur/bsnp/Permendiknas16-2007KompetensiGuru.pdf
https://luk.staff.ugm.ac.id/atur/bsnp/Permendiknas16-2007KompetensiGuru.pdf


 

 

 
 
 
 
The key is to translate existing regulations with the current teaching profession to ensure the country 
has a measurable baseline of what constitute good teaching. Ideally MoEC develops a  measurable, 
explicit, and development-based standard of performance that bind all teachers as professional 
educators. To contrast the 2007 Regulation, the Australian teacher professional standard, under the 
Professional Knowledge domain, stipulates exactly how teachers can implement inclusive classroom 
strategies at different stages of their career. 
  
 

Second, liaise with stakeholders to align their perspective with MoEC’s teacher 
standard framework. There is a history of public criticism that MoEC has introduced 
new regulations without consulting or explaining to the public regarding itss intentions 
and justifications to their new policies. 

 
 
MoEC should open itself and engage with the public regarding the incoming teaching professional 
standard framework. The key is to balance institutional leadership while refraining from unilateral 
policy implementation. MoEC can do well by disseminating and consulting with key stakeholders 
(e.g., local governments, teacher unions, universities) to inform them of the reform. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

This policy note is collated from working paper of RISE Programme in Indonesia “The Strug-
gle to Recruit Good Teachers in Indonesia: Institutional and Social Dysfunctions”. The work-
ing paper can be downloaded here http://bit.ly/RISE-workingpaper3.  

https://www.aitsl.edu.au/docs/default-source/national-policy-framework/australian-professional-standards-for-teachers.pdf
https://www.aitsl.edu.au/docs/default-source/national-policy-framework/australian-professional-standards-for-teachers.pdf
http://bit.ly/RISE-workingpaper3

