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Introduction

Teaching is considered the noblest profes-
sion. It is committed to cultivating the intellect
of young individuals, thereby molding them
into accountable contributors to society (Ali et
al,, 2021). Teachers, as agents of change, are re-
quired to carry out a range of duties that up-
hold the integrity of the teaching profession to
the public. Teaching encompasses both the im-
parting of knowledge from teachers to students
and the multifaceted human interaction re-
quired to realize the institution's educational
objectives. As such, school administration must
guarantee that schools are staffed with teach-
ers who consistently perform at a high level
and actively pursue organizational success
(Yusuf & Zayed, 2022).

Teacher engagement is a crucial factor in at-
taining sustainable development in education.
Work engagement is the manifestation of posi-
tive psychology in an individual, characterized
by their emotional, cognitive, and physical in-
volvement in performing tasks with enthusi-
asm and vigor (Yozgat et al., 2013). Teachers
who are highly engaged tend to exhibit higher
quality of work life and higher perception of or-
ganizational support (Jang et al., 2022) and are
generally content and happy with their profes-
sions (Yang et al.,, 2022). Higher levels of work
engagement are typically associated with more
dedication, improved participation, and
greater results (Usman et al,, 2021).

However, as research studies have indi-
cated that teaching is one of the most stressful
occupations (Gragnano et al., 2020; Bibi & Af-
sar, 2020), the problem of work engagement is
universally recognized (Prihantoro, 2022;
Meyer & Allen, 1991; Meyer & Herscovitch,
2001). Insufficient teacher engagement some-
times leads to poor outcomes due to feelings of
dissatisfaction and lack of motivation (Llorens-
Gumbau & Salanova-Soria, 2014). Studies also
indicate a significant negative correlation be-
tween teachers' burnout and their inclination
to either resign or stay in their career without
pursuing further professional development or
advancement (Li et al., 2022).

Moreover, the negative emotions experi-
enced by teachers because of low work engage-
ment and heightened burnout symptoms have
a detrimental effect on students' academic

performance. A recent systematic study exam-
ined the impacts of teachers' burnout on their
learners’ school-related results. The review
presented empirical evidence linking teacher
burnout to decreased academic performance
and diminished student motivation (Kumar &
Shukla, 2019).

For the reasons mentioned above, this
study aims to determine the challenges and
motivations on the work engagement of high
school teachers in Zone 1, Schools Division of
Zambales for School Year 2023-2024. Further-
more, the relationships of these latent variables
and connections to their personal factors will
also be explored. Hence, a quantitative method
using a descriptive-correlational design will be
utilized.

The study is significant in the field of re-
search due to its contribution to the body of
knowledge about the challenges and motiva-
tions on the work engagement and the relation-
ship between them. Results of the study will be
very useful for policymakers and administra-
tors in creating policies, programs, and activi-
ties that will help improve the welfare of the
teachers and for further improvement of the K
to 12 implementations.

The Department of Education (DepEd) has
developed a "Conceptual Framework for Basic
Education Research Agenda" that encompasses
various research agendas. These agendas aim
to facilitate the collection of information neces-
sary for the formulation of evidence-based pol-
icies, plans, programs, projects, and other activ-
ities (Srivastava, 2013). One area of focus in the
research agenda is human resource develop-
ment, with a particular emphasis on the well-
being of employees. The agency requires a
foundation for establishing the most suitable
capacity-building activities and processes to
promote the teachers’ welfare, ensuring their
continued commitment and sustained work
performance.

A multitude of studies have been conducted
examining the relationship between teacher
engagement and teacher and student perfor-
mance. However, there is scarce local research
on the teacher challenges and motivation on
work engagement, particularly among the sec-
ondary school teachers in Zone 1, Division of
Zambales. The question persists on the major
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contributing factors of challenges and motiva-
tions on teacher engagement, and the relation
of these variables.

Methods
Research Design

In this study, the researcher employed a
quantitative research method. Quantitative re-
search involves collecting and analyzing nu-
merical data (D’Amato & Herzfeldt, 2008). It
was utilized to identify patterns and averages,
make predictions, test causal relationships, and
generalize results to a wider population. Under
the quantitative research method, the re-
searcher employed the descriptive-correla-
tional research design, with the survey ques-
tionnaire serving as the main research instru-
ment.

Descriptive research design is normally
used to describe and gain more information
about the characteristics of the respondents,
while correlational research design helps de-
termine the relationship or association be-
tween two or more variables (Ferri-Reed,
2014). Using surveys is one way to gather data
in descriptive-correlational research. This in-
volves gathering information from many peo-
ple using a questionnaire and interview (Lyons
et al, 2014). A quantitative descriptive re-
search design was deemed appropriate to be
used in this study as it aimed to describe the
challenges and motivation on work engage-
ment of teachers in Zone 1, Schools Division of
Zambales S.Y. 2023-2024. Furthermore, it was
also deemed appropriate to employ correla-
tional design as it aimed to investigate the rela-
tionship between the challenges and motiva-
tion on work engagement of teacher-respond-
ents.

Respondents and Location

The respondents of this study were High
School Teachers from Zone 1, Schools Division
of Zambales, which included Masinloc District,
Candelaria District, and Sta. Cruz District dur-
ing School Year 2023-2024.

Data Collection

After finalization of the survey question-
naire, the first step in the process of data collec-
tion was securing permission/approval of the
Schools Division Superintendent, Division of
Zambales, through letters signed by the Direc-
tor of Graduate School to administer the survey
questionnaire to the respondents. After which,
the researcher sought permission from the
school head to administer the instrument to the
teacher-respondents.

The researcher personally distributed the
instrument to the participants. Assistance from
the school administration was also sought for
smooth administration and retrieval of the in-
strument. The objectives and purposes of the
study were explained as well to enable re-
spondents to have a better understanding
about the study.

The researcher made sure that the ques-
tionnaires were 100% distributed. Upon re-
trieval, the researcher checked if all items were
answered by the respondents for accurate re-
sults. The respondents’ answers were treated
with utmost confidentiality.

Result and Discussion
1. Profile of Teacher-respondents

The frequency and percentage distribution
on the teacher-respondent’s profile of sex,
age, civil status, teaching position, and high-
est educational attainment is shown in Table 1.

It can be noted that majority of the
teacher-respondents with sixty-five (65)
responses or 27.00% belong to the age group
of 30-34 years old. This is followed by
teacher-respondents who belong to age group
of 35-39 years old, with fifty-two (52) or
21.60%; thirty-eight (38) or 15.80% belong to
age group of 25-29 years old; thirty-five (35)
or 14.50% belongto age group of 40-44 years
old; twenty-seven (27) or 11.20% belong to
age group of 45-49 years old; eleven (11) or
4.60% belong to age group of 50-54 years
old; seven (7) or 2.90% belong to age group
of 20-24 years old; while six (6) or 2.50% be-
long to age group of 55-59 years old, with the
lowest recorded frequency of responses.
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the Teacher-respondents’

Table 1
Frequency and Percentage Distribution on

IJMABER

Profile Variable
Profile Variables Frequenc Percentage
y (%)
®H
Sex Male 67 27.80
: Female 174 72.20
Total 241 100.00
60 - 64 0 0.00
55-59 6 2.50
. . 50-54 11 4.60
ifiizlg&:em) 45 - 49 27 11.20
36.67 or 37 40 - 44 35 14.50
;’eéil‘S old_ 35-39 52 21.60
’ 30-34 65 27.00
25-29 38 15.80
20-24 7 2.90
Total 241 100.00
Single 70 29.00
. ~ Married 169 70.10
Civil Status Separated 2 0.80
Annulled 0 0.00
Total 241 100.00
Master
Teacher IV 0 0.00
Master
Teacher IIL 0 0.00
Teaching Master 6 2.50
.- Teacher II
Position
Master 12 500
Teacher I B o
Teacher IIL 54 22.40
Teacher IT 51 21.20
Teacher I 118 49.00
Total 241 100.00
."l
Ph.D./Ed.D. 12 500
degree
with
/ 7.5
Highest E::lf: EdD. 18 0
Edu-.?atlonal MA/MS )
Attainment 54 22.40
degree
Wllﬂl MA/MS 115 477
nnits
BS/BA degree 42 17.40
Total 241 100.00
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The computed mean age of teacher-
respondents was 36.67 or 37 years old.
The findings signify that the respondents are
in their early middle-aged. This age range
calls for atime of reflection to their values,
friendships, jobs and relationships.

Kumar and Shukla (2019) highlighted in
their study that young adult teachers are nor-
mally creative in finding ways and implement-
ing strategies to become effective in their
teaching.

1.1. Sex

In terms of sex, the majority of the teacher-
respondents—one hundred seventy-four (174)
or 72.20%—are female, while sixty-seven (67)
or 27.80% are male. The superiority of female
teachers compared to their male counterparts
is mirrored in the conduct of this study. The
findings of the present study are supported by
the claim of Dizon (2021), who found that
women represent a significant majority of the
teaching workforce in public schools in Zam-
bales.

1.2. Age

It can be noted that the majority of the
teacher-respondents, with sixty-five (65) re-
sponses or 27.00%, belong to the age group of
30-34 years old. This is followed by teacher-re-
spondents who belong to the age group of 35-
39 years old, with fifty-two (52) or 21.60%;
thirty-eight (38) or 15.80% belong to the age
group of 25-29 years old; thirty-five (35) or
14.50% belong to the age group of 40-44 years
old; twenty-seven (27) or 11.20% belong to the
age group of 45-49 years old; eleven (11) or
4.60% belong to the age group of 50-54 years
old; seven (7) or 2.90% belong to the age group
of 20-24 years old; while six (6) or 2.50% be-
long to the age group of 55-59 years old, with
the lowest recorded frequency of responses.

The computed mean age of the teacher-re-
spondents was 36.67 or approximately 37
years old. The findings signify that the respond-
ents are in their early middle age. This age
range calls for a time of reflection on their val-
ues, friendships, jobs, and relationships. Ramos
(2020) highlighted in his study that young
adult teachers are normally creative in finding

ways and implementing strategies to become
effective in their teaching.

1.3. Civil Status
Majority of the teacher-respondents with
one hundred sixty-nine (169) or 70.10%
are married; seventy (70) or 29.00% are
single, while two (2) or 0.80% are separated.
Teachers should provide leadership and
initiative to actively participate in commu-

nity movements for moral, social, educa-
tional, economic and civic betterment.
According to the study of Jabeen &

Rahim ( 2 0 2 1 ) that married female teach-
ers should maintain family and work-life bal-
ance.

1.4. Teaching Position

Out of two hundred forty-one (241)
teacher-respondents, majority with one hun-
dred eighteen (118) or 49.00% are Teacher
I; fifty-four (54) or 22.40% are Teacher III;
fifty-one (51) or 21.20% are Teacher II;
twelve (12) or 5.00% are Master Teacher [;
while six (6) or 2.50% are Master Teacher II.

Teacher [ is an entry level of teaching
position in the Department of Education,
this requires more trainings, experiences, and
degree advancement for further promotion and
ranking.

Jin and Hahs-Vaughn (2007) stated that a
system of faculty ranks serves as a hierarchical
structure for faculty members to pass through
during their careers. In general, faculty per-
formances on institutional criteria determine
a faculty member’s rank. Educational attain-
ment, seniority, teaching, and service are
some of the criteria. Some believe that the
possibility of promotion has a motivating effect
on faculty research behavior.

1.5. Highest Educational Attainment

The highest educational attainment of
majority of the teacher-respondents with
one hundred fifteen (115) or 47.70% earned
units in MA/MS degree; fifty-four (54) or
22.40% are MA/MS degree holders; forty-
two (42) or 17.40% are BS/BA degree hold-
ers; eighteen (18) or 7.50% earned units in
Ph.D./Ed.D.; while only twelve (12) or 5.00%
are Ph.D./Ed.D. degree holders.
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Teachers enrol in Graduate School
programs to get the tools they need to
reach students and better engage and man-
age their classroom for their growth and de-
velopment as well as improve educational
outcomes for their students.

The study conformed with the findings of
Torres (2018), which revealed that teachers
enroll in graduate programs to continue up-
grading their qualifications, become effective,
and pursue promotion.

2. Challenges in the Work Engagement of
Teachers

The teacher-respondents agreed on the dif-
ficulty of handling undisciplined or unruly be-
haviour of the students, as manifested by the
highest recorded weighted mean value of 2.88
(Rank 1). Conversely, they disagreed on experi-
encing harassment and bullying from their
boss or colleagues, which had the lowest
weighted mean of 1.75 (Rank 25). Overall, the
respondents disagreed on the challenges in
their work engagement, indicated by the over-
all computed weighted mean of 2.31.

These findings emphasize the need for al-
ternatives to punishment and the implementa-
tion of positive discipline strategies, such as the
use of rewards and privileges to promote good
behaviour. A reward system may encourage
students—especially those who tend to misbe-
have—to engage in more positive actions, such
as helping peers or raising hands instead of
shouting out answers. Disruptive behaviour is
detrimental to the academic environment, as it
hampers the learning process for others, re-
duces instructional effectiveness, diverts insti-
tutional resources away from core educational
objectives, and may reflect underlying personal
or emotional issues. Moreover, such behav-
iours can hinder both social and academic func-
tioning in students and may negatively impact
the broader school community. Implementing
self-management interventions within schools
may help students develop critical social, emo-
tional, and behavioural competencies. When
students understand the rules and the rationale
behind them, they are generally less inclined to
misbehave. Additionally, when students are
aware of the consequences of their actions, the

likelihood of misbehaviour is significantly re-
duced. Challenging behaviours, particularly
among students with severe learning disabili-
ties, often serve as a mechanism to meet unmet
needs. These behaviours, if frequent or intense,
may become disruptive—impacting both
teaching and learning in the classroom.

According to Vedenpaa and Lonka (2018),
current educational reforms involving curricu-
lum changes and digitalization have challenged
educators to meet new demands for teaching
and learning. These reforms often emphasize
competencies that extend beyond traditional
subject matters and promote learning as a re-
flective and collaborative activity. However, it
is commonly assumed that teachers are inher-
ently prepared to implement such reforms.
Vedenpdd and Lonka further suggest that
teachers’ epistemic beliefs about knowledge
and learning may influence how they adapt to
these reforms and how they perceive their
overall well-being in the workplace.

Similarly, Yadav and Bhardwaj (2019) sup-
ported the view that the teaching profession is
undergoing significant transformation due to
the sector’s increasing emphasis on quality. As
aresult, teachers are now expected to integrate
modern management concepts such as creativ-
ity, innovation, continuous improvement, and
change management into their professional
routines. These evolving expectations place im-
mense pressure on teachers and contribute to
a heightened sense of uncertainty. Amid these
challenges, educators are also subject to multi-
faceted performance evaluations, which may
further influence their motivation and job sat-
isfaction.

3. Level of Teachers’ Motivation
3.1. Intrinsic Motivation
3.1.1. Attitude Towards Teaching Profes-
sion

The teacher-respondents strongly agreed
that they are motivated at work because teach-
inginspires them and their students; and that
they feel proud of the successes gained by
their students, manifested on the highest
computed recorded weighted mean value of
3.29 (tied atrank 1.5); while they agreed
that they are motivated at work because
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pressure and stress are manageable, had the
lowest weighted mean of 3.01 (rank 10).

Overall, the teacher-respondents agreed
that their attitude towards teaching profes-
sion motivated them in their work en-
gagement, manifested on the computed over-
all weighted mean of 3.17. The findings un-
derscore the best reason to be a teacher in
creating a positive, inspiring impact on chil-
dren's lives. This is due to their desire to help
improve and better the lives of children. It is
a career and vocation that we undertake not
for financial reward, but because we are
intrinsically motivated to make a difference.
Great teachers can ignite a spark within
their students, fostering a genuine passion for
learning. By making lessons engaging and
relevant, they transform education into a jour-
ney of discovery. The best reason to be a
teacher isthat they want to have a positive,
inspiring impact on children's lives. They
achieve this by being kind, caring, empathic,
passionate and funny. These are great qual-
ities that a teacher should possess. Inspiring
students demonstrate how those who are
more inspired are typically more open to new
experiences and tend to be more invested in
their work. Research shows that students who
scored higher on the Inspiration Scale
demonstrated more progress in achieving
their goals, when compared to those who
felt lessinspired. Moreover, students need in-
spiration to have a vision for the impact they
can make in their own lives and the lives
of others as they embark on an often daunting
and evolving educational journey.

Karakus and Ugurlu (2021) determined
that there are direct and indirect relationships
between the intrinsic motivations for the peda-
gogical formation program, the perceptions of
self-efficacy for teaching, the attitudes towards
the teaching profession, and the pupil control
ideologies of the pedagogical formation teacher
candidates. Teacher candidates’ intrinsic moti-
vations for the pedagogical formation program,
perceptions of self-efficacy for teaching, and at-
titudes towards the teaching profession alto-
gether explain approximately 50% of the vari-
ance in the pupil control ideologies.

3.1.2. Teacher Autonomy Support

The teacher-respondents strongly agreed
that they are motivated at work because they
can select the teaching methods and strate-
gies they want to use with their students,
manifested on the highest computed rec-
orded weighted mean value of 3.27 (rank 1);
while they agreed that they are motivated at
work because they can participate with the
scheduling of classes, had the lowest weighted
mean of 3.07 (rank 10).

Overall, the teacher-respondents agreed
that teacher autonomy support motivated
them in their work engagement, manifested
on the computed overall weighted mean of
3.19. The findings manifest that teaching strat-
egies play an important role in classroom in-
struction. Without the use of a strategy,
teachers would be aimlessly projecting in-
formation that doesn't connect with learners
or engage them. Strategies help learners par-
ticipate, connect, and add excitement to
the content being delivered. Strategies help
students begin to understand the process of
learning. Strategies help students to bypass
their areas of weakness and to perform at the
level at which they are capable. Strategies
promote flexible thinking and teach students
the importance of shifting their ap-
proaches to different tasks. As teachers, they
can tap into their intrinsic motivation by
focusing on the aspects of teaching that
you love, such as designing lessons, inter-
acting with students, or exploring new topics.
They can also reflect on their own learning
journey, and how teaching helps them grow
as a person and a professional. Work motiva-
tion is considered an essential catalyst for
the success of organizations, as it promotes
employees' effective performance. To achieve
a school's objectives, the school heads de-
pends on the performance of their teachers
inside the classroom.

Raufelder et al. (2016) stated that intrinsic
motivation for teaching, in addition to teachers’
reported autonomy support and care, had no
impact on students’ intrinsic motivation. Impli-
cations for pedagogical practice are discussed,
with a focus on the importance of autonomy
support in a classroom setting.
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3.1.3. Career Development and Perfor-
mance Appraisal

The teacher-respondents agreed that they
are motivated at work because they can ap-
ply and broaden their knowledge and ex-
pertise, manifested on the highest computed
recorded weighted mean value of 3.19 (rank
1); while they agreed that they are moti-
vated at workbecause of sufficient training
and seminars provided by the organization,
had the lowest weighted mean of 2.95 (rank
10).

Overall, the teacher-respondents agreed
that career development and performance
appraisal motivated them in their work
engagement, manifested on the computed
overall weighted mean of 3.09. The findings
suggest that teachers must be motivated to do
their workto bring quality and develop-
ment in the educational aspect. Their de-
motivation directly affects the productivity de-
crease at working with students causing a de-
crease even in academic development. When
a teacher is an inspiration for students, they
challenge students to use their imagination,
intellect, and expectations. They also form a
bond of mutual trust and respect with their
students. They invite the students to be apart
of their learning journey too. Teaching is a
profession where teachers must stay moti-
vated, so take matters into their own hands.
Classroom management is a crucial skill that

every teacher should have. It involves
setting rules, maintaining discipline,

and creating a safe and orderly learning en-
vironment. Good classroom management
skills ensure that students are engaged,
motivated, and focused on learning.

Duran-Aponte and Pujol (2012) highlighted
that teachers face a series of challenges and dif-
ficulties due to the changing environment,
globalization, and their ideal of effective posi-
tioning within the knowledge society. To face
the new context, pedagogical leaders must de-
velop motivational competencies that foster
better performance in teachers, driven by in-
trinsic motivation.

3.1.4. Summary: Level of Teachers’ Intrin-
sic Motivation

The summary on the level of teachers’ in-
trinsic motivation is presented in Table 3.

It can be noted that the teacher-
respondents agreed in all intrinsic dimen-
sions that motivated them in their work en-
gagement in terms of teacher autonomy sup-
port, as manifested with the highest overall
weighted mean of 3.19 (rank 1). This is fol-
lowed by their attitude towards teaching
profession, with an overall weighted mean
of 3.17 (rank 2); and career development
and performance appraisal, had the lowest
overall weighted mean of 3.09 (rank 3).

Table 2
Summary on the Level of Teachers® Intrinsic
Motivation
Overall ﬁ:mp
Intrinsic  Motivation Weighted .
. . Equival
Dimensions Mean
ent
1 Aftitude Towards
Teaching Profession 317 Agree
) r
2 Tleacher Autonomy 319 Asree
Support
3 Career Development
and Performance 3.09 Agree
Appraisal
Grand Mean 3.15 Agree

IJMABER

3605

Volume 6 | Number 7 | July | 2025



Lopez & Ravana, 2025 / Challenges and Motivation Influencing Work Engagement of High School Teachers in Zone 1

Overall, the teacher-respondents agreed
that they were motivated intrinsically in
their work engagement, manifested on the
computed grand mean of 3.15.

It is interesting to note that the
autonomy support from co-teachers moti-
vated teachers in their work engagement.
Colleagues feel heard and valued work more
effectively for a fulfilling professional ex-
perience. Warm greetings, eye contact, and
active listening convey genuine interest.
Small talk uncovers common interests for
deeper connections. Empathy fosters support,
leading to collaboration and hared goals.
Peer relationships provide a unique context in
which children learn a range of critical social
emotional skills, such as empathy, coop-
eration, and problem-solving strategies.
Peer relationships can also contribute neg-
atively to social emotional development
through bullying, exclusion, and deviant peer
processes. The more people get in the habit
of sharing what works, their experiences and
best practices, the more you build a learning
culture.

Zhou (2016) considered that teachers’ de-
velopment is a coordinated and systematic pro-
cess of external behaviour and internal states.
Motivation reflects teachers’ states and levels
of development, with intrinsic motivation be-
ing an ideal support for high-level teacher de-
velopment. The study selected and interviewed
teachers entering the intrinsic motivation
phase. The change and development mecha-
nism of motivation was analyzed. From case
analysis, it was found that teachers’ extrinsic
motivation can be transformed into intrinsic
motivation. Furthermore, teachers’ existing de-
velopment value, the development level of
teaching practice, their feelings during the de-
velopment process, and the interaction be-
tween these three aspects influence the gener-
ation of intrinsic motivation. At the initial stage
of development, teachers’ existing values and
external tasks can promote teachers to
optimize their own practice and influence
the level of practice development. Teachers’
value is self-constructed but also can be
guided and promoted by others. Yet it can
affect teaching practice only when it is
based on teachers’ original values. Over-

strong external goals will restrain teachers
from constructing deep teaching practice.
Professional guidance deep into teachers’
ecological environment helps to construct
ideal teaching processes. Teaching practice
on a deep level will drive teachers to alter
or reconstruct their values of development
and make the teaching work much more
meaningful, which can facilitate teachers’
positive feelings about the teaching process.
This process will also be influenced by
teachers’ other value expectations and
schools’ cultural environment. Teachers’ nar-
row goals and school’s biased emphasis on the
teaching results will make teachers experi-
ence low levels of efficiency and reduce the
possibility of intrinsic motivation. Teachers
will have a stable value judgement after
they have experienced improvement in
teaching and external acknowledgement of
their development value. Stable intrinsic mo-
tivation will come into being when teachers’
focus, and interests are alltransferred to
the teaching process after integrating in-
dividual development and career develop-
ment into intrinsic values.

3.2. Extrinsic Motivation
3.2.1. Salary and Benefits

The teacher-respondents agreed that they
are motivated at work because they feel se-
cured and stable with their job, manifested
on the highest computed recorded weighted
mean value of 3.06 (rank 1); while they agreed
that they are motivated at work because the
salary is as good as in other professions; and
because the salary and benefits always ad-
just to the current economic situations,
had the lowest weighted mean of 2.76 (tied
at rank 9.5).

Overall, the teacher-respondents agreed
that salary and benefits motivated them in
their work engagement, manifested on the
computed overall weighted mean of 2.87.
The findings underscore that stability in
employment and security of tenure shall be
assured to teachers to maximize their poten-
tial in the school system. Security of tenure
offers protection, by ensuring that teachers
cannot be victimized for exercising their pow-
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ers, functions and duties. It enables the demo-
cratic or constitutional methodology through
which an officeholder comes to office not to
be overturned except in the strictest and most
extreme cases. In cases of regularem-
ployment, the employer shall not terminate
the services of an employee except for a just
cause or when authorized by the Labor Code.
The right to security of tenure guarantees
the right of employees to continue in
their employment absent a just or authorized
cause for termination.

Li (2022) argued that extrinsic motivation
in education involves teachers who teach for
their salary, attend in-service training for pro-
motion, and arrive at school on time to avoid a
mark on their record.

Extrinsic motivation or doing an activity
for some reason besides the activity itself, does
have advantages.

3.2.2. Work Environment

The teacher-respondents agreed that they
are motivated at work because they have
good relations with my co-teachers and admin-
istrators, manifested on the highest com-
puted recorded weighted mean value of 3.18
(rank 1); while they agreed that they are
motivated at work because of satisfactory
workload, had the lowest weighted mean of
2.89 (rank 10).

Overall, the teacher-respondents agreed
that work environment motivated them in
their work engagement, manifested on the
computed overall weighted mean of 3.05.
The findings manifest that building strong pro-
fessional relationships with other educators
and yourself is important because it helps
us feel more psychologically safe with one
another and builds a collegial trust and assur-
ance that we can rely on one another. Eve-
ryone needs to feel safe when discussing
highly charged topics around equity.
Strong teacher-administrator relationships
cultivate a positive school culture, help teach-
ers “buy in” to school policies and requests,

and ultimately lead to better classroom in-
struction. These relationships also help
minimize teacher burnout. Collaboration
improves the way your team works together,
and problem solves. This leads to more inno-
vation, efficient processes, increased suc-

cess, and improved communication. Princi-
pals trust teachers who understand that
their time isvaluable. Teachers must realize

that the principal is responsible for every
teacher and student in the building. A good
principal will not ignore a request for help
and will get to it in time. Teachers must be
patient and understanding with their princi-
pals.

Given the high importance of the
teachers’ role in overall school improve-
ment, there has been a strong tradition to
investigate various factors affecting teachers’
motivation in developed countries. However,
like other variables, the factors of intrinsic mo-
tivation may offer variance in developed and
underdeveloped countries. Interpersonal rela-
tionships were found to be the highest source
of teachers’ intrinsic motivation. The struc-
tural equation model revealed that school-
work environment variables: administrative
support, working conditions, interpersonal
relationships, promotion,

colleagues’ support, and salary were sig-
nificant factors in fostering teachers’ intrinsic
motivation. Teachers’ individual differences
in gender, academic and professional qualifica-
tions, and work experience also showed a sig-
nificant role in explaining teachers’ intrinsic
motivation although the extent of effect was
smaller than work environmental factors. Fe-
male teachers and teachers possessing
low qualifications and having work experience
of 6- 10 years were found more in-
trinsically motivated. = Findings suggest that
school administration ought to encourage
strategies that foster teachers’ needs and ex-
pectations, particularly for mid-career teachers
and those possessing higher qualifications
(Koh et al,, 2021).
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3.2.3. Summary: Level of Teachers’ Extrinsic Motivation

Table 3

Summary on the Level of Teachers’

Extrinsic Motivation

Overall Descriptive
Dimensions Weighted . _p
Equivalent
Mean
1 Infrinsic
Motivation 315 Agree
2 Extrinsic
Motivation 2.96 Agree
Grand Mean 3.06 Agree

Generally, teaching is a process of moni-
toring learners by way of inferring emotions,
beliefs and knowledge, ability to detect gaps
between correct knowledge and possible
incorrect students' knowledge, the ability to
communicate this knowledge to the stu-
dents, and finally, having the ability to pro-
vide feedback. A work environment is a
space both physical and emotional, in
which employees perform their daily tasks.
It's a combination of three vital compo-
nents: Physical environment: This covers the
layout and amenities of an in-person office,
including items like desk space, lighting, and
location. The learning environment includes
the intellectual, social, emotional and
physical environments of a course; all of which
will affect learning. Instructor-student interac-
tions and the tone of the course may affect
how students approach learning and work
through difficulties.

Relatively, Khamis and Dukmak (2020)
found out that extrinsic motivation of teachers
is a critical variable in educational institutions
as it upgrades staff performance and efficiency.

Table 3 presents a summary on the level of
teachers’ extrinsic motivation.

It can be noted that the teacher-
respondents agreed in all extrinsic dimen-
sions that motivated them in their work en-
gagement in terms of work environment, as
manifested with the highest overall weighted
mean of 3.05 (rank 1); while salary and ben-
efits, had the lowest overall weighted mean
of 2.87 (rank 2).

Overall, the teacher-respondents agreed
that they were motivated extrinsically in
their work engagement, manifested on the
computed grand mean of 2.96.

It is interesting to note that the work
environment of teachers motivated them in
their work engagement. The environment
is the context in which learning takes place.
An ideal learning environment of teachers
should allow students to feel comfortable and
confident in the knowledge that they are be-
ing taught. A good learning environment
should also be able to help students find re-
sources they need when they are struggling
with certain topics or assignments.

Based on the foregoing results of the study,
the researcher concluded that:

1. The teacher-respondents, who are
predominantly female, fall within the
early middle-aged demographic and are
identified as Teacher I. They are also mar-
ried, reflecting a diverse range of per-
sonal and familial experiences within the
cohort. Additionally, they have shown
commitment to professional development
by earning units towards a Master of
Arts (MA) or Master of Science (MS) de-
gree, indicating a dedication toadvanc-
ing their skills and knowledge in their
field.

2. The teachers disagreed on the challenges
in their work engagement.

3. The teacher-respondents reached a con-
sensus that both intrinsic and extrinsic
motivations significantly influence their
work engagement. They acknowledged
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the importance of internal factors,
such as personal fulfillment and passion
for teaching, as well as external factors
like salary and recognition. This recogni-
tion underscores the complex interplay
between intrinsic and extrinsic motiva-
tors in driving their ~commitment and
dedication to their profession. By acknowl-
edging the relevance of both types of
motivation, the teacher-respondents
emphasized the multifaceted nature of
their engagement with their work.

menting tailored interventions and sup-
port mechanisms, the plan aims to cre-
ate a more conducive environment for

teacher satisfaction and effectiveness.
Furthermore, it emphasizes the im-
portance of intrinsic and extrinsic

motivators in fostering greater dedica-
tion among educators. Ultimately, the plan
aims to enhance the overall well-being of
teachersand improve their job satis-
faction and performance.
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