


Teachers’ Motivation and Job Satisfaction as Determinants of Teachers’ Commitment




[bookmark: _Hlk179359966]ABSTRACT
[bookmark: _Hlk179360168]Aims: The aim of this study is to determine the significant relationship between teachers' motivation and job satisfaction as independent variables and teachers' commitment as dependent variable.
Study design:  The study used correlational research design within a quantitative, non-experimental approach.
Place and Duration of Study: The study was conducted at public junior high schools in Region XI, Philippines during school year 2025-2026.
Methodology: The respondents of this study were the public junior high school teachers from the Schools Division of Digos City. Specifically, these included Teachers I-III, excluding Master Teachers and Department Heads. A five-part questionnaire was employed to collect the data. All items in each indicator received a high Cronbach’s alpha coefficient, indicating excellent internal consistency and reliability, suggesting that the instruments are highly reliable.
Results: Results revealed that both motivation and job satisfaction significantly contribute to teacher commitment, but motivation is the more powerful determinant. This implies that while improving work conditions, benefits, and job satisfaction can enhance commitment, strengthening intrinsic and extrinsic motivation may yield even greater improvements in teachers’ dedication to their role. The regression analysis demonstrates that teachers’ commitment is strongly shaped by their motivation and job satisfaction, and that efforts to improve these two factors are likely to lead to higher levels of professional commitment, stronger work performance, and greater retention in schools.
Conclusion: Based on the findings, the high level of teacher motivation and job satisfaction in the division are critical determinants of strong teacher commitment. This commitment, characterized by loyalty and deep professional engagement, is significantly predicted by intrinsic drive, supportive leadership, positive teacher-student relationships, and confidence in one's professional role. The study decisively concludes that focusing on enhancing both intrinsic and extrinsic motivational factors, alongside ensuring high job satisfaction, is the essential strategy for cultivating a dedicated teaching force, thereby directly boosting instructional quality and overall school effectiveness.
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1. INTRODUCTION

Teacher commitment is widely acknowledged as a cornerstone of school effectiveness, teacher retention, and student learning. Committed teachers consistently demonstrate strong professional dedication, sustained instructional effort, and loyalty to both their learners and the teaching profession. 
	Among the various factors that influence teacher commitment, teacher motivation and job satisfaction have consistently emerged as two of the most powerful predictors. Motivation refers to the internal and external forces that stimulate and sustain teaching behaviors (Ryan & Deci, 2020). Intrinsically motivated teachers are those driven by personal fulfillment, interest, and a sense of purpose. They are found to be more persistent and emotionally invested in their profession compared to those motivated solely by external incentives (Han & Yin, 2019).
	In the Philippine context, existing studies reveal that teachers’ motivation, satisfaction, and commitment are significantly shaped by leadership style, workload, compensation, and school climate (Decano & Vallejo, 2019; De Castro & Uy, 2019). Local evidence from Mindanao and the Davao Region further highlights the influence of contextual factors. For instance, Seville and Guhao (2023) found that job satisfaction predicts teaching effectiveness among public school teachers. Quines and Piñero (2025) reported that job satisfaction mediates the relationship between teamwork skills and work values in Davao del Sur, while Balunganon (2024) demonstrated that teachers’ satisfaction is largely affected by quality of work life in Davao Oriental. These studies highlight the central role of job-related attitudes in sustaining teacher motivation and commitment in local school settings.
	Despite the growing body of literature, gaps remain particularly in the integration of teacher motivation, job satisfaction, and commitment into a unified predictive model within the Philippine context. Many local studies examine these constructs separately rather than collectively, limiting understanding of how they interact to influence teacher commitment (Decano & Vallejo, 2019; Balunganon, 2024; Seville & Guhao, 2023). 
	Additionally, the applicability of international findings to the unique cultural and institutional context of Mindanao remains underexplored. Post-pandemic changes in teaching modalities, workload, and professional expectations further underscore the need for updated empirical research on these variables.
	Given these gaps, the present study investigates teachers’ motivation and job satisfaction as determinants of teacher commitment in the Schools Division of Digos City. By integrating these constructs into a single predictive framework, the study provides context-specific insights that can guide policies, leadership practices, and teacher support mechanisms. Understanding these relationships is essential for strengthening teacher retention, improving instructional quality, and enhancing overall school performance in the region.

	This study aims to determine the best-fit structural model of teacher commitment among public junior high school teachers in Region XI by examining the roles of motivation, job satisfaction, and emotional labor. Specifically, it evaluates teachers’ levels of intrinsic and extrinsic motivation, multiple dimensions of job satisfaction such as involvement, dedication, confidence, adaptability, and teacher–student relationships, as well as emotional labor components including automatic emotion regulation, surface acting, emotional deviance, and deep acting. It also measures teachers’ commitment across four domains: school, students, teaching, and the profession.
 
	Guided by these objectives, the study investigates the significant relationships among motivation, job satisfaction, emotional labor, and teacher commitment and identifies both the direct and indirect influences of these variables to develop a best-fit structural model using SEM. The study is grounded in two key theories: Herzberg’s Two-Factor Theory, which explains how intrinsic and extrinsic factors shape teachers’ motivation and job satisfaction, and Meyer and Allen’s Three-Component Model. Using these theories, the study’s conceptual framework proposes that motivation and job satisfaction are primary predictors of teacher commitment. 

	The significance of this research lies in its substantial theoretical, empirical, and practical contributions to educational management and teacher development. For the Department of Education, the findings can inform evidence-based policies and human resource strategies that enhance teacher performance, satisfaction, and retention. School administrators may use the insights to strengthen leadership practices, organizational climate, and teacher support mechanisms, while teachers can benefit from a deeper understanding of the motivational and emotional factors shaping their professional commitment. 

	The study further provides a strong empirical foundation for future researchers who wish to explore related psychological and organizational constructs or validate the proposed model in other contexts. This investigation is delimited to public junior high school teachers in Region XI during School Year 2025–2026, focusing on exogenous variables such as motivation, job satisfaction, and emotional management, and an endogenous variable, teacher commitment. Teachers from senior high schools, elementary schools, and private institutions are excluded. Although demographic data were collected, these variables were not included in the analysis, limiting the study’s ability to identify subgroup differences. 

	Additionally, the reliance on self-reported data may introduce subjective bias, and the regional focus may restrict the generalizability of the findings. Nevertheless, the study’s methodological rigor ensures the validity of its results within the defined scope. 

2. MATERIALS AND METHODS

2.1 Research Design and Procedures
This study employed a quantitative, non-experimental correlational design to examine relationships among teachers’ motivation, job satisfaction, emotional labor, and organizational commitment, and to identify the best-fit structural model explaining teacher commitment. Correlational design permits assessment of the direction and strength of associations among naturally occurring variables without experimental manipulation (Price et al., 2015).
	Descriptive statistics (means and standard deviations) were used to summarize levels of intrinsic and extrinsic motivation, job satisfaction, emotional labor, and commitment. Relationships among continuous variables were tested with the Pearson Product-Moment Correlation Coefficient (Pearson’s r). Multiple linear regression and structural equation modeling (SEM) were used to identify direct and indirect predictors of teacher commitment and to evaluate model fit. Where assumptions for parametric tests were not met, appropriate non-parametric procedures were applied.
	Prior to data collection, formal authorization was secured from the College President’s Office and the Schools Division Superintendent of Digos City. Heads of participating schools received a letter describing the study objectives, instruments, and procedures; the questionnaire was then administered online via Google Forms. The form included an informed-consent statement and an orientation on study aims, confidentiality, voluntary participation, and withdrawal rights. Data were stored securely and used only for study purposes.
2.1 Research Respondents
The target population comprised public junior high school (JHS) teachers (Grades 7–10) assigned to regular teaching positions (Teachers I–III) in the Schools Division of Digos City. Master Teachers and Department Heads were excluded to preserve a homogeneous sample of classroom teachers.
	A stratified random sampling procedure was used to ensure proportional representation across schools. Each school constituted a stratum. Within each stratum, a list of eligible teachers was obtained from the school head; teachers were assigned sequential numeric identifiers and selected using a random number generator until the allocated quota for that stratum was reached. This approach minimized selection bias and ensured that larger and smaller schools were proportionally represented.
	The final sample consisted of 227 teachers. The sample size was determined using Slovin’s formula with a margin of error e = 0.05. This technique allowed the researcher to obtain a sample that accurately represented the total population of junior high school teachers in Digos City (Thomas, 2022). 
	The study likely focused on junior high school (JHS) teachers for two primary reasons. First, the JHS level is a critical transitional period in a student’s academic and psychological development, bridging the gap between elementary education and the specialization of senior high school. Teachers at this level often face unique challenges related to adolescent behavior, diverse learning needs, and subject-specific curriculum delivery, making their motivation and commitment a particularly vital factor for instructional quality and student retention.
	Second, from a methodological standpoint, restricting the scope to JHS teachers provides a more homogenous and manageable research population within the broader category of "secondary school teachers" mentioned in the abstract. By excluding elementary teachers and the more specialized Senior High School (SHS) teachers, the study ensures that the measured factors: motivation, job satisfaction, and commitment are compared across a group that shares a common curriculum framework, school structure, and set of core professional responsibilities. This focused approach helps to control for confounding variables, thereby enhancing the internal validity and relevance of the findings to the JHS teaching environment.
	The researcher ensured that all participants provided their consent and were assured that their involvement was entirely voluntary. Teachers were not subjected to any form of coercion or threat to participate, and they willingly devoted their time and effort to completing the survey. Furthermore, their legal rights and freedoms remained protected and could not be compromised by their participation. Crucially, they retained the absolute freedom to withdraw from the study at any point without needing to provide a reason and without incurring any penalty or loss of compensation.
2.1 Research Instrument
Three adapted, self-administered questionnaires comprised the instrument and were organized into four parts: Part I — respondent profile; Part II — Teachers’ Motivation Questionnaire (TMQ); Part III — Teachers’ Job Satisfaction Scale (TJSS); Part IV — Teachers’ Commitment Questionnaire (TCQ). All scales used a 5-point Likert format (1 = Strongly Disagree to 5 = Strongly Agree).
	Adaptation and content validity. Items were adapted from Ramzan & Khurram (2023) for TMQ, Muteveri (2025) for TJSS, and Thien and Razak (2014) for TCQ. Adapted items were reviewed by a panel of three subject-matter experts (two educational management specialists and one psychometrician) for content relevance, clarity, and cultural appropriateness. The panel recommended minor wording changes and item deletions where redundancy or ambiguity was evident. Item revisions were incorporated prior to pilot administration.
	Construct validity. Construct validity was evaluated through exploratory factor analysis (EFA) on pilot data to check factor structure and item loadings. Items with low communalities (< .30) or cross-loadings were flagged for removal or revision. For the full sample, confirmatory factor analysis (CFA) was performed within the SEM framework to validate latent constructs and assess item fit; fit indices reported include CFI, TLI, RMSEA, and SRMR.
	Reliability. Internal consistency was assessed using Cronbach’s alpha. Key coefficients were as follows: TMQ — Intrinsic Motivation α = .916; Extrinsic Motivation α = .917. TJSS — overall α = .937; subscale alphas reported in the results. TCQ subscale alphas ranged from .50 to .895. Items and subscales with marginal alpha values (α < .60) were reviewed; marginal scales were retained if factor loadings and theoretical importance justified inclusion, and this limitation is reported in the Discussion.
	Data Screening and Assumption Testing. Data were screened for completeness, duplicate responses, and outliers. Normality of distributions for each scale and subscale was assessed using the Shapiro–Wilk test and by inspection of skewness and kurtosis values. Decision rules were: Shapiro–Wilk p > .05 and skewness/kurtosis within ±2 indicate acceptable normality for parametric tests; if a variable violated normality, transformations or non-parametric alternatives were considered. Linearity and homoscedasticity were examined with scatterplots and residual analyses prior to regression and SEM. Multicollinearity among predictors was assessed using variance inflation factor (VIF) statistics (VIF > 5 suggests concern). 
3. RESULTS AND DISCUSSION

3.1 Level of Teacher’s Motivation

This study's initial objective was to gauge the level of motivation of teachers in the division of Digos City junior high public schools. The level of teachers’ motivation in terms of the five indicators are shown in its respective tables from Table 1, 2, and the summary is shown in Table 2.
	As shown in Table 1, teachers demonstrated a very high level of intrinsic motivation, with an overall mean of 4.38 (SD = 0.60). This implies that 87.6% of the respondents consistently manifested behaviors associated with intrinsic motivation, indicating strong internal drives such as purpose, fulfillment, competence, and personal satisfaction in their profession.
	Among the indicators, the highest-rated item was “Teaching gives me purposeful life” (M = 4.52, SD = 0.55). This suggests that teachers perceive their work not merely as a job but as a meaningful vocation that contributes significantly to their sense of purpose. This finding aligns with Self-Determination Theory (Deci & Ryan, 2000), which posits that intrinsic motivation is strengthened when individuals find personal meaning and value in their tasks.
	These results indicate that teachers feel competent, confident, and continually improving in their roles. The high ratings reflect strong feelings of professional mastery, which are known to enhance internal motivation and sustained engagement (Gagné & Deci, 2005).
	Three indicators were rated high rather than very high—namely, feeling free and empowered at work (M = 4.28, SD = 0.63), ability to express creativity (M = 4.34, SD = 0.60), and having access to required teaching materials (M = 4.29, SD = 0.60). Although these values remain positive, they point to potential areas for improvement. Limited autonomy, constrained creativity, or insufficient instructional resources may slightly hinder teachers' intrinsic motivation. Previous studies (e.g., Ramzan & Khurram, 2023) highlight that enhancing teacher autonomy and providing adequate resources can significantly strengthen internal motivation and job satisfaction.
	Overall, the findings suggest that teachers in Digos City exhibit strong intrinsic motivation, driven by meaningful engagement in their profession, confidence in their abilities, and a sense of ongoing growth. However, improvements in empowerment, creativity, and access to materials may further enhance their intrinsic motivation and overall professional well-being.




Table 1. Level of Teacher’s Motivation in Terms of Intrinsic Motivation 
	Indicators
	  Mean
	SD
	Level of Teachers’ Intrinsic Motivation

	1. I learn new teaching skills at the workplace.
	4.41
	0.58
	
Very High

	1. I feel highly motivated in the workplace.
	4.38
	0.61
	
Very High

	1. I feel equipped for the teaching profession.
	4.36
	0.59
	
Very High

	1. I believe I am doing a good job.
	4.45
	0.57
	
Very High

	1. Teaching gives me purposeful life.
	4.52
	0.55
	
Very High

	1. I’m free and empowered at the workplace.
	4.28
	0.63
	
Very High

	1. I can express myself creatively at work.
	4.34
	0.60
	
Very High

	1. I have access to all required teaching materials.
	4.29
	0.60
	
Very High

	Overall Mean 
	4.38
	0.60
	Very High




	Table 2 presents the level of teachers’ motivation in terms of extrinsic motivation. Teachers reported a very high overall level of extrinsic motivation, with an overall mean of 4.32 (SD = 0.60). This suggests that external factors, such as recognition, working conditions, and professional opportunities, play a significant role in motivating teachers in the Division of Digos City (Deci & Ryan, 2000; Darmody & Smyth, 2016).
	Among the indicators, the highest-rated item was “My headteacher respects his staff” (M = 4.47, SD = 0.55), highlighting the importance of respectful and supportive leadership in fostering motivation (Darmody & Smyth, 2016). Other very high-rated indicators included “I have opportunities to broaden my professional expertise” (M = 4.40, SD = 0.57), “Promotion opportunities motivate me to do a better job” (M = 4.36, SD = 0.61), “I am pleased with the working environment at my school” (M = 4.39, SD = 0.57), and “I am satisfied with the standard of my professional life” (M = 4.33, SD = 0.59). These findings indicate that teachers value career growth, professional development, and a positive work environment, all of which are key extrinsic motivators (Darmody & Smyth, 2016; Ramzan & Khurram, 2023).
	Indicators that were rated as High rather than Very High include satisfactory benefits (M = 4.21, SD = 0.66), salary and workload (M = 4.18, SD = 0.68), institutional facilities (M = 4.28, SD = 0.63), and vacation/leave policy (M = 4.24, SD = 0.66). While still reflecting positive perceptions, these areas suggest potential improvement in compensation, workload management, and available resources to further enhance teacher motivation (Deci & Ryan, 2000; Ramzan & Khurram, 2023).
	The findings indicate that teachers in Digos City are highly motivated by both tangible and intangible external factors. Respectful leadership, opportunities for professional growth, and a positive work environment appear to be particularly influential. Improving benefits, facilities, and workload balance may further strengthen teachers’ extrinsic motivation. These results align with previous studies suggesting that teachers’ performance and satisfaction are influenced by a combination of intrinsic and extrinsic factors (Darmody & Smyth, 2016; Ramzan & Khurram, 2023).

Table 2. Level of Teacher’s Motivation in Terms of Extrinsic Motivation 
	Indicators
	   Mean
	        SD
	Level of Teachers’ Extrinsic Motivation

	1.  My school head respects his staff.
	4.47
	0.55
	
Very High

	1.  My school head praises my work.
	4.35
	0.58
	
Very High

	1.  I have satisfactory benefits in teaching.
	4.21
	0.66
	
Very High

	1. My salary and workload are satisfactory.
	4.18
	0.68
	
High

	1.  I am pleased with the working environment at my school.
	4.39
	0.57
	
Very High

	1.  I am happy with the facilities of my institution.
	4.28
	0.63
	
Very High

	1.  I am happy with the facilities of my institution.
	4.36
	0.61
	
Very High

	1.  My vacation/leave policy is satisfactory.
	4.24
	0.66
	
Very High

	1. I am satisfied with the standard of my professional life.
	4.33
	0.59
	
Very High

	1. I have opportunities to broaden my professional expertise.
	4.40
	0.57
	
Very High

	Overall Mean
	4.32
	0.60
	Very High



	The summary of the teachers' motivation has an overall mean of 4.35, as can be shown in Table 3. Further, this implies that teachers show a very high level of motivation, as indicated by the overall mean. Specifically, both intrinsic motivation (M = 4.38) and extrinsic motivation (M = 4.32) fall under the Very High descriptive category. This suggests that teachers are driven by a strong combination of internal satisfaction and external rewards.
	To begin with, the higher score for intrinsic motivation indicates that teachers gain fulfilment from the nature of their work, such as engaging with students, achieving meaningful outcomes, and experiencing personal growth. According to Herzberg’s Two-Factor Theory, intrinsic factors such as accomplishment, recognition, and the work itself serve as powerful motivators that enhance long-term satisfaction (Herzberg, 1966). Consistent with this, Ryan and Deci (2020) emphasize that intrinsically motivated teachers tend to display deeper engagement, stronger persistence, and greater enthusiasm in their instructional responsibilities.
	Furthermore, the very high level of extrinsic motivation suggests that external conditions also contribute significantly to teachers’ drive. These may include salary, job security, supportive school leadership, and positive working environments. 
	As Maslow (1954) explains, external or lower-order needs must be met before individuals can fully channel their energy into higher-order goals. Similarly, Han and Yin (2019) found that adequate resources and stable school conditions reinforce teachers’ motivation and reduce work-related stress.
	In addition, the uniform standard deviation of 0.60 across all indicators indicates that teachers' responses were relatively consistent. This implies that a strong motivational climate exists across the teaching population in the study. In line with this, Thien et al. (2014) highlight that when motivation is shared among teachers, schools’ benefit from improved cooperation, stronger collective efficacy, and enhanced organizational commitment.
	In general, the findings clearly demonstrate that teachers in the study are highly motivated both intrinsically and extrinsically. This is important because previous studies show that motivated teachers are more likely to exhibit high levels of job satisfaction, organizational loyalty, and professional commitment (Skaalvik & Skaalvik, 2018). Therefore, the results support the idea that motivation plays a crucial role in shaping teachers’ commitment, reinforcing the central premise of the present study.


Table 3. Summary of Level of Teacher’s Motivation 
	Indicators
	Mean
	SD
	Level of Teachers’ Motivation

	Intrinsic Motivation
	4.38
	0.60
	Very High

	Extrinsic Motivation
	4.32
	0.60
	Very High

	Overall Mean
	4.35
	0.60
	Very High



	Several empirical studies support the findings that high levels of job satisfaction across indicators such as commitment, teacher–student relationships, adaptability, dedicaton, and confidence are strongly associated with increased teacher commitment and motivation. 
	Espra and Valle (2025) found that teachers with higher job satisfaction demonstrate significantly stronger professional commitment, particularly in affective and normative domains. Similarly, Álvarez-Pérez, Pérez-Bustamante, and Robalino (2025) reported that intrinsic and extrinsic factors contributing to job satisfaction positively predict teachers’ organizational and professional commitment, reinforcing the idea that satisfied teachers are more engaged in their roles. 
	Research on teacher self-efficacy also supports these findings. Zee and Koomen (2016) emphasized that higher teacher confidence and self-efficacy contribute to improved job satisfaction, stronger teacher–student relationships, and enhanced well-being. 
	In addition, Collie, Shapka, and Perry (2012) highlighted that positive classroom relationships and supportive school environments significantly improve teacher job satisfaction, which consequently strengthens teachers’ overall commitment and effectiveness. These studies reinforce the present results, showing that elevated job satisfaction across key areas can meaningfully enhance teachers’ dedication and commitment to the profession.
	Moreover, the results indicate that both intrinsic and extrinsic motivators are functioning effectively within the school context. In line with recent research, high levels of teacher motivation are strong determinants of sustained professional commitment and instructional dedication, supporting the underlying premise of the present study.

3.2 Level of Teachers’ Perceived Job Satisfaction

The study's second objective was to examine the level of teachers' perceived job satisfaction among particular schools in the Division of Digos City. The level of teachers’ level of teachers’ perceived job satisfaction in terms of involvement is shown in Table 4, dedication in Table 5, confidence in Table 6, adaptability in Table 7, healthy teacher-student relationship in Table 8, and the overall level is shown in Table 9.
	The level of teachers’ perceived job satisfaction in terms of commitment is shown in Table 4. This indicator gained a mean of 4.29 or very high, indicate that the teachers collectively expressed a "Very High" overall level of commitment (M = 4.29, SD = 0.76). This overall mean, approaching the maximum score, suggests that the majority of teachers strongly identify with and feel strongly bonded to their professional roles and current employment setting.
	The highest mean scores were observed for items related to professional identification and role responsibility. The highest score was recorded for the item, "I take my responsibility as a teacher very seriously" (M = 4.53, SD = 0.63), which was interpreted as "Very High." This highlights a profound sense of professional duty and ownership over their role outcomes. 
	The item concerning attendance, "I am always present and ensure that I do not miss classes" (M = 4.05, SD = 0.82), was the lowest-scoring indicator. Although this is still interpreted as "High," the wider standard deviation (SD = 0.82) compared to the highest-scoring items suggests a greater degree of variability in responses, indicating that while most adhere strictly to attendance, a small minority may perceive lower adherence compared to their sense of professional responsibility.

Table 4. Level of Teachers’ Perceived Job Satisfaction in Terms of Involvement
	Indicators
	Mean
	SD
	Level of Teachers’ Perceived Job Satisfaction

	1. I take my responsibility as a teacher very seriously.
	4.53
	0.63
	Very High

	2. I go above and beyond my professional responsibilities to promote student success. 
	4.48
	0.66
	Very High

	3. I am always present and ensure that I do not miss classes.
	4.05
	0.82
	High

	4. I intend to continue my teaching career here for the foreseeable future.
	4.10
	0.77
	High

	Overall
	4.29
	0.76
	Very High



	As shown in Table 5, dedication has 4.00 as the overall mean or high, which suggest that the teachers possess a strong sense of dedication, particularly in aspects related to direct professional practice. Specifically, improving their skills and optimizing student learning outcomes. The consistently High and Very High mean scores for these indicators demonstrate a powerful intrinsic motivation among the educators.
	While the overall attitude towards dedication is high, the lower mean scores for general statements about finding teaching "fulfilling and rewarding" (M = 3.68) and "enjoying" the work (M = 3.85) suggest that dedication may be rooted more in a professional obligation and calling than in overall daily job satisfaction or extrinsic rewards. 
	The higher standard deviations for these general statements (SD = 0.97 and SD = 0.89, respectively) also suggest a greater variability in the teachers' perceptions of general enjoyment and fulfilment compared to their professional commitment to student outcomes and development.

Table 5. Level of Teachers’ Perceived Job Satisfaction in Terms of Dedication
	Indicators
	Mean
	SD
	Level of Teachers’ Perceived Job Satisfaction

	1. I endeavor to provide the greatest outcomes for my students.
	4.11
	0.77
	
High

	2. I am dedicated to developing my teaching abilities.
	4.35
	0.66
	
Very High

	3. I find teaching to be a fulfilling and rewarding job.
	3.68
	0.97
	
High

	4. I enjoy my work as a teacher.
	3.85
	0.89
	
High

	Overall
	4.00
	0.87
	High



	Table 6 shows the level of teachers’ perceived job satisfaction in terms of knowledge in confidence which gained a mean of 3.97 or high, which means that teachers oftentimes manifested this indicator. All the items in this indicator get a mean score equivalent to high. 
	The findings indicate that teachers possess a robust sense of self-efficacy in their instructional roles, particularly in driving student engagement and fostering student motivation. The high mean scores for these indicators (M = 4.18 and M = 4.01) suggest that educators feel highly capable of impacting student learning and growth directly.
	However, a closer look at the results reveals that confidence in managing difficult classroom circumstances is the area of lowest perceived confidence (M = 3.72). This suggests that while teachers feel confident in their pedagogical skills and connection with students, they may feel less assured when dealing with significant behavioral or complex administrative challenges. 
	The data demonstrates that teachers have strong self-confidence, primarily anchored in their instructional competence, while classroom management remains an area where confidence, though still high, shows the most opportunity for targeted professional development support.


Table 6. Level of Teachers’ Perceived Job Satisfaction in Terms of Confidence
	Indicators
	Mean
	SD
	Level of Teachers’ Perceived Job Satisfaction

	1. I am confident in my abilities to keep students engaged during lessons.
	4.18
	0.79
	
High

	2. I am confident in my ability to manage difficult classroom circumstances.
	3.72
	0.95
	
High

	3. I believe I can motivate children to realize their full potential.
	4.01
	0.77
	
High

	4. I am confident in my capacity to adopt new educational approaches and technologies.
	3.98
	0.83
	
High

	Overall
	3.97
	0.85
	High


As shown in Table 7, the overall perceived job satisfaction in terms of Adaptability is High, with an overall mean of M=4.05 and a lower standard deviation of SD=0.78. This suggests teachers perceive themselves as slightly more adaptable, with less variability across the group.

	These findings suggest that while the teaching cohort possesses strong pedagogical self-efficacy and a readiness to adopt technology, there may be opportunities to enhance training and support specifically in behavioral management and navigating organizational change. The significantly lower mean and higher standard deviation in the classroom management confidence item (M=3.72, SD=0.95) highlight this as a specific area where teachers feel less assured and where confidence levels vary most widely.
	In summary, the results indicate that teachers perceive their adaptability as a highly satisfactory component of their job. They feel particularly confident in integrating new technologies and managing unexpected classroom challenges. These results underscore a strong sense of self-efficacy among the participants regarding their capacity to thrive in an evolving educational environment.
Table 7. Level of Teachers’ Perceived Job Satisfaction in Terms Adaptability
	Indicators
	Mean
	SD
	Level of Teachers’ Perceived Job Satisfaction

	1. I adapt my teaching strategies to fit the requirements of varied students.
	4.01
	0.78
	High

	2. I easily adjust to changes in curriculum and school procedures.
	3.95
	0.85
	High

	3. I am comfortable incorporating new technologies into my teaching.
	4.13
	0.73
	High

	4. As a teacher, I can effectively address unanticipated obstacles.
	4.11
	0.75
	High

	Overall
	4.05
	0.78
	High


	Table 8 presents the means, standard deviations, and descriptive levels for teachers' perceived job satisfaction regarding a healthy teacher-student relationship. The overall mean score for this dimension was M = 4.18 (SD = 0.74), which is interpreted as High. This suggests that, on the whole, the participating teachers perceived a high level of job satisfaction stemming from the healthy teacher-student relationships they maintain.

	The indicator "I interact positively and respectfully with my students" yielded the highest mean score (M = 4.54, SD = 0.57), indicating that teachers overwhelmingly perceive their job satisfaction is high due to their positive and respectful interactions This aligns with established literature affirming that interpersonal connections are primary motivators and contributors to well-being in the teaching profession.

	The indicator "I trust my students and provide guidance" registered the lowest mean score in this dimension (M = 3.87, SD = 0.92). Although this value is still categorized as High, the comparatively lower mean and highest standard deviation suggest a slight variability or a potential area where perceived satisfaction related to trust is less consistently high compared to the other indicators.

	While some indicators were very high, the slightly lower score for trust and guidance (M = 3.87) warrants attention. Though still positive, this result may imply that while the relationship is strong in terms of day-to-day interaction and support, the establishment of deep, reciprocal trust, which is essential for providing effective guidance may be a more challenging or nuanced component of the relationship compared to overt positive interaction. 

	To sum up, the data clearly supports the notion that a healthy teacher-student relationship acts as a protective factor against burnout and enhances perceived job satisfaction. The findings underscore the critical role of the teacher-student relationship as a significant factor in teachers' overall job satisfaction. The consistently High mean scores across all four indicators strongly suggest that teachers derive substantial contentment and professional fulfillment from engaging positively, respectfully, and supportively with their students. 
 
Table 8. Level of Teachers’ Perceived Job Satisfaction in Terms Healthy Teacher-Student Relationship
	Indicators
	Mean
	SD
	Level of Teachers’ Perceived Job Satisfaction

	1. I interact positively and respectfully with my students.
	4.54
	0.57
	Very High

	2. I provide a secure and supportive classroom environment for students.
	4.02
	0.85
	High

	3. I trust my students and provide guidance.
	3.87
	0.92
	High

	4. I promote open conversation and mutual respect in the classroom.
	4.27
	0.61
	Very High

	Overall
	4.18
	0.74
	High



	Table 9 presents the level of teachers’ perceived job satisfaction across five indicators. Overall, the respondents reported a high level of job satisfaction (M = 4.10, SD = 0.77). Among the indicators, Commitment obtained the highest mean (M = 4.29, SD = 0.76), indicating a very high level of perceived satisfaction in terms of teachers’ dedication to their roles and responsibilities. This suggests that teachers feel strongly invested in their profession, which is consistent with literature identifying job satisfaction as a central driver of teacher commitment.
	Meanwhile, healthy teacher–student relationship also showed a high mean (M = 4.18, SD = 0.61), highlighting teachers’ positive interpersonal interactions with learners. Adaptability (M = 4.05, SD = 0.78) and Dedication (M = 4.00, SD = 0.87) were likewise rated high, suggesting that teachers generally feel satisfied with their ability to adjust to school demands and their willingness to exert consistent effort. Confidence received the lowest mean (M = 3.97, SD = 0.85), though still within the high category, indicating that teachers maintain a positive professional self-concept despite possible challenges.
	The high job satisfaction levels across indicators support the premise of the study that teachers’ motivation and job satisfaction play essential roles in fostering stronger teacher commitment. High satisfaction may enhance teachers’ emotional investment, willingness to perform, and loyalty to the profession, reinforcing their overall commitment to teaching.

Table 9. Summary of Level of Teachers’ Perceived Job 		   	        Satisfaction
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	Mean
	SD
	Level of Teachers’ Perceived Job Satisfaction

	Commitment
	4.29
	0.76
	Very High

	Dedication
	4.00
	0.87
	High

	Confidence
	3.97
	0.85
	High

	Adaptability
	4.05
	0.78
	High

	Healthy teacher-student relationship
	4.18
	0.61
	High

	Overall
	4.10
	0.77
	High



	In addition, several empirical studies support the findings that high levels of job satisfaction across indicators such as commitment, teacher–student relationships, adaptability, dedication, and confidence are strongly linked to teachers’ professional commitment and motivation.  
	Further, Zee and Koomen (2016) highlighted that teacher self-efficacy closely related to confidence positively influences job satisfaction and fosters stronger teacher–student relationships, which are essential for maintaining high levels of motivation. 
	Consistent with this, Collie et al. (2012) reported that positive classroom relationships and supportive school environments significantly contribute to job satisfaction and overall teacher well-being. Together, these studies reinforce the results, demonstrating that high job satisfaction plays a crucial role in strengthening teacher commitment and sustaining effective teaching performance.

3.3 Level of Teachers’ Perceived Teachers’ Commitment

The third objective of this study was to determine the level of teachers’ perceived commitment in public junior high schools in the Schools Division of Digos City. Teachers’ commitment was examined across four indicators: commitment to school, commitment to students, commitment to teaching, and commitment to the profession. Table 10, Table 11, Table 12, and Table 13 present the detailed results for each of these indicators, respectively, while Table 14 shows the summary of the overall level of teachers’ perceived commitment.
	Table 10 presents the level of teachers’ perceived job satisfaction in terms of their commitment to the school. Overall, the teachers reported a very high level of job satisfaction (M = 4.47, SD = 0.73), indicating a strong sense of attachment and positive regard toward their institution.
	Among the indicators, the highest mean score was observed in the statement “Often, I find it difficult to agree with school policies on important matters relating to teachers” (M = 4.41, SD = 0.67). Although the item is negatively phrased, the high mean—interpreted using the scale—still reflects a very high level of commitment, suggesting that teachers generally perceive themselves as aligned with school policies. Likewise, teachers strongly agreed with the statement “I talk up about this school to my friends as a great school to work for” (M = 4.40, SD = 0.73), indicating pride in their institution and a willingness to speak positively about their workplace.
	Teachers also expressed strong agreement that their personal values align with the school’s values (M = 4.30, SD = 0.81), further demonstrating a high sense of organizational fit. Additionally, the indicator “There is not much to be gained by sticking with this school indefinitely” received a very high rating (M = 4.35, SD = 0.70), suggesting that teachers perceive long-term benefits and a sense of purpose in staying with their institution.
	Ultimately, the consistently high ratings across all indicators imply that teachers feel a strong sense of belonging, loyalty, and alignment with their school’s mission and environment. These findings support literature suggesting that value congruence, institutional pride, and policy alignment are key contributors to teacher commitment and job satisfaction (Álvarez-Pérez et al., 2025; Espra & Valle, 2025; Collie et al., 2012).

Table 10. Level of Teachers’ Perceived Commitment in Terms of Commitment to School
	Indicators
	Mean
	SD
	Level of Teachers’ Perceived Commitment

	1. Often, I find it is difficult to agree with school policies on important matters relating t teachers.
	4.41
	0.67
	Very High

	2. I talk up about this school to my friends as a great school to work for.
	4.40
	0.73
	Very High

	3. I find that my values and the values of the school are very similar.
	4.30
	0.81
	Very High

	4.  There is not much to 
     be gained by sticking   
     with this school   
     indefinitely.
	4.35
	0.70
	Very High

	Overall
	4.47
	0.73
	Very High



	Table 11 presents the level of teachers’ perceived commitment in terms of their commitment to students. As shown, the respondents demonstrated a very high overall level of commitment (M = 4.37, SD = 0.65), indicating a strong sense of responsibility and dedication to their learners’ academic, social, and emotional development.
	Among the indicators, the highest mean score was observed for the statement “All students can succeed, and it is my mission to ensure their success” (M = 4.47, SD = 0.65), suggesting that teachers strongly believe in the potential of all learners and feel personally responsible for supporting their achievement. This finding reflects the principle of teacher efficacy, which recent research identifies as a key predictor of instructional effort and student-centered practices (e.g., Malureanu et al., 2021; Zee & Koomen, 2022).
	The indicator “I feel obliged to mediate among rival groups of students” also obtained a high mean (M = 4.46, SD = 0.63), implying that teachers see conflict management and maintaining a harmonious classroom climate as essential components of their professional role. Studies show that teachers who demonstrate proactive relational commitment contribute significantly to safer, more inclusive learning environments (García-Castilla et al., 2023).
	Similarly, teachers reported very high commitment to sustaining good social relations among students (M = 4.38, SD = 0.69). This aligns with recent evidence that positive teacher involvement in students’ interpersonal dynamics fosters social-emotional development and strengthens teacher–student trust (Longobardi et al., 2021).
	Indicators relating to instructional dedication likewise showed very high ratings. Teachers strongly agreed that they cannot face their students without putting effort into improving their knowledge and skills (M = 4.27, SD = 0.72) and that they consistently try to help unsuccessful students (M = 4.28, SD = 0.67). These findings suggest that teachers maintain a high level of professional responsibility and remedial support, consistent with literature describing teacher commitment as a significant predictor of academic support practices and student perseverance (Harrell et al., 2023).
	Taken together, the results indicate that teachers in the study embody a deep personal and professional commitment to fostering student success, managing classroom relationships, and providing individualized support. These patterns reinforce prior research showing that strong teacher commitment is foundational to effective teaching, classroom climate, and student achievement outcomes.


Table 11. Level of Teachers’ Perceived Commitment in Terms of Commitment to Students
	Indicators
	Mean
	SD
	Level of Teachers’ Perceived Commitment

	1. All students can succeed, and it is my mission to ensure their success.
	4.47
	0.65
	Very High

	2. It is my responsibility to 
    ensure good social
    relations among my   
    students.
	4.38
	0.69
	Very High

	3. I feel obliged to 
    mediate among rival  
    groups of students
	4.46
	0.63
	Very High

	4. I cannot face my 
    students if I do not put 
    all my effort into   
    increasing their 
    knowledge and skills
	4.27
	0.72
	Very High

	5. I try to do my best to  
    help unsuccessful 
    students
	4.28
	0.67
	Very High

	Overall
	4.37
	0.65
	Very High



	Additionally, Table 12 shows teachers’ perceived commitment in terms of their commitment to teaching. Overall, teachers demonstrated a high level of commitment to the teaching profession (M = 3.73, SD = 0.78). This indicates that while teachers generally value and remain dedicated to their professional roles, there are varying degrees of intensity across specific indicators.
	The highest score was recorded for the statement “I enjoy teaching” (M = 4.27, SD = 0.67), reflecting a very high level of intrinsic enjoyment in the profession. This aligns with recent literature emphasizing that enjoyment of teaching is a core element of affective commitment and is strongly associated with teacher motivation, persistence, and instructional quality (e.g., Klassen et al., 2021; Collie, 2023). Teachers who report high enjoyment are more likely to remain engaged, experience lower burnout, and sustain positive attitudes toward their work.
	Teachers also reported high levels of agreement with the item “I used to be more ambitious about my work than I am now” (M = 4.14, SD = 0.74), which may indicate a perceived shift in ambition or enthusiasm over time. While still categorized as high, this response suggests that some teachers feel changes in their professional drive—possibly due to workload, stress, or contextual challenges. Recent studies show that declining ambition or professional idealism over time is common in the teaching profession and often relates to fatigue, evolving responsibilities, or institutional constraints (Skaalvik & Skaalvik, 2021).
	The indicator “Occasionally I lie awake at night thinking about the next day’s lesson” (M = 3.33, SD = 0.68) also fell within the high range. This reflects a moderate degree of cognitive engagement and preparation-related stress, consistent with findings that committed teachers often experience increased mental preoccupation with their instructional duties (Kim et al., 2022). While such preoccupation can signify dedication, research also warns that persistent worry may contribute to emotional exhaustion if unmanaged (Harrell et al., 2023).
	The lowest mean was observed for the statement “Working as a teacher is the best decision I ever made” (M = 3.18, SD = 0.98), though still within the high category. The wider standard deviation suggests more variability in responses, indicating that teachers differ in their level of satisfaction with choosing teaching as a career. Recent evidence shows that career satisfaction among teachers fluctuates depending on administrative support, work demands, and available professional development opportunities (García-Carmona et al., 2020).
	Further, the findings suggest that teachers maintain a generally strong commitment to their profession, highlighted by high enjoyment and dedication to instructional responsibilities. However, variations across indicators point to areas where support systems—such as reduced workload, improved well-being programs, and strengthened school leadership—may help sustain long-term commitment.

Table 12. Level of Teachers’ Perceived Commitment in Terms of Commitment to Teaching
	Indicators
	Mean
	SD
	Level of Teachers’ Perceived Commitment

	1.  I used to be more ambitious about my work than I am now.
	4.14
	0.74
	High

	2. Occasionally I lie awake 
at night thinking about 
the next day’s lesson.
	3.33
	0.68
	High

	3. I enjoy teaching.
	4.27
	0.67
	Very High

	4. Working as a teacher is 
the best decision I ever 
made.
	3.18
	0.98
	High

	Overall
	3.73
	0.78
	High



	As shown in Table 13, this indicator has an overall mean of 4.22 or very high, this expounds that level of teachers’ perceived commitment in terms of their commitment to the profession. Overall, teachers reported a very high level of professional commitment (M = 4.22, SD = 0.59), indicating that they consistently demonstrate strong responsibility, time management, and self-discipline in performing their professional duties.
	The highest mean score was observed for the statement “I can set aside time to respond to other students and/or the instructor in a timely manner” (M = 4.27, SD = 0.63), showing that teachers place great importance on timely communication and responsiveness. This reflects professional accountability, which recent research identifies as a strong predictor of effective teaching practices and organizational commitment (Kim et al., 2022; Collie, 2023). Teachers with high professional responsiveness tend to manage tasks efficiently and maintain consistent engagement with learners.
	The indicators “I could restrain my inclination to put off crucial duties” (M = 4.22, SD = 0.69) and “I can complete reports ahead of schedule” (M = 4.20, SD = 0.72) also received very high ratings. These results indicate that teachers demonstrate strong task management skills and a proactive approach to work responsibilities. 
	Studies show that teachers with high levels of self-regulation and time management are more likely to sustain professional commitment and reduce work-related stress (Skaalvik & Skaalvik, 2021). Completing reports early and avoiding procrastination highlight disciplined work habits that support overall job performance and instructional effectiveness.
	The indicator “I have the self-discipline to log in multiple times a week and conduct online class monitoring” (M = 4.19, SD = 0.71) was rated high, suggesting that teachers maintain consistent engagement even in digital or blended learning environments. This aligns with recent findings that teachers’ digital self-discipline and persistence are essential dimensions of modern professional commitment, especially as online learning tasks increasingly become part of teachers’ workload (Rasmitadila et al., 2022). High digital engagement is also associated with greater adaptability and long-term teacher retention. The results demonstrate that teachers in the study uphold strong professional standards through timely communication, effective task management, and consistent engagement in instructional duties.

Table 13. Level of Teachers’ Perceived Commitment in Terms of Commitment to Profession
	Indicators
	Mean
	SD
	Level of Teachers’ Perceived Commitment

	1. I can set aside time to respond to other students and/or the instructor in a timely manner.
	4.27
	0.63
	Very High

	1. I could restrain my inclination to put off crucial duties.
	4.22
	0.69
	Very High

	1. I can complete reports ahead of schedule.
	4.20
	0.72
	Very High

	1. I have the self-discipline to log in multiple times a week and conduct online class monitoring.
	4.19
	0.71
	High

	Overall
	4.22
	0.59
	Very High



	Generally, Table 14 revealed the summary of teachers’ perceived commitment across four major indicators: commitment to school, commitment to students, commitment to teaching, and commitment to the profession. Overall, the teachers reported a very high level of commitment (M = 4.20, SD = 0.69), indicating strong dedication to their roles and responsibilities within the school environment.
	Among all indicators, commitment to school obtained the highest mean score (M = 4.47, SD = 0.73), suggesting that teachers feel a strong sense of belonging, loyalty, and alignment with their school’s mission and values. This level of attachment often reflects positive organizational climate and supportive leadership, factors widely recognized to enhance teacher commitment (Collie et al., 2012).
	Commitment to students also received a very high rating (M = 4.37, SD = 0.65), showing that teachers display strong concern for students’ learning, well-being, and success. This aligns with findings that teachers with high relational commitment tend to demonstrate greater instructional engagement and student-centered practices (Zee & Koomen, 2016).
	Meanwhile, commitment to teaching (M = 3.73, SD = 0.78) registered the lowest mean among the indicators, though still within the very high category. This suggests that while teachers remain dedicated to instructional duties, factors such as workload, teaching challenges, or resource limitations may influence this aspect of commitment.
	Finally, commitment to the profession also ranked very high (M = 4.22, SD = 0.59), reflecting positive professional identity, pride in the teaching career, and long-term intention to remain in the field—elements consistently associated with job satisfaction and retention.


Table 14. Summary of Level of Teachers’ Perceived Commitment
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	Mean
	SD
	Level of Teachers’ Perceived Commitment

	Commitment to School
	4.47
	0.73
	Very High

	Commitment to Student
	4.37
	0.65
	Very High

	Commitment to Teaching
	3.73
	0.78
	High

	Commitment to Profession
	4.22
	0.59
	Very High

	Overall Mean
	4.20
	0.69
	Very High



	Multiple studies indicate that when teachers are motivated both intrinsically and extrinsically, they demonstrate stronger dedication across all domains of teaching (Collie, 2023; Klassen et al., 2021). High overall commitment is also associated with improved instructional practices, higher student outcomes, and stronger organizational stability (García-Carmona et al., 2020).
	According to Collie (2023), school commitment increases when teachers perceive supportive leadership, positive school climate, and clear institutional values. Similarly, Harrell et al. (2023) found that organizational commitment is linked to reduced turnover intentions and higher satisfaction. Studies also show that teachers who feel aligned with their school’s mission are more likely to invest in long-term instructional and extracurricular activities (García-Carmona et al., 2020).
	García-Castilla et al. (2023) further showed that teachers who prioritize students’ well-being and academic progress adopt more inclusive and compassionate instructional strategies. Such findings reinforce that commitment to students is a major predictor of teaching effectiveness and supportive classroom interactions.
	Klassen et al. (2021) argue that affective commitment to teaching, particularly enjoyment and satisfaction, significantly enhances instructional quality and resilience. Likewise, Kim et al. (2022) found that cognitive engagement—such as planning, reflecting, and thinking about lessons—signals strong professional commitment, even when accompanied by stress. Teachers who express enjoyment in teaching are also less susceptible to burnout and more likely to innovate in their practice (Collie, 2023). These findings align with the high mean value observed in your study.
	Recent studies highlight that teacher professionalism includes timely communication, consistent completion of tasks, and active participation in both in-person and digital learning environments (Rasmitadila et al., 2022). 
	Furthermore, Skaalvik and Skaalvik (2021) emphasize that self-regulation, digital engagement, and proactive work habits are central indicators of professional commitment. Teachers with strong professional commitment are more likely to remain in the profession, uphold ethical standards, and pursue continuous improvement.
	The overall very high level of teacher commitment observed aligns with the widespread conclusion in the literature that motivation, job satisfaction, and school support significantly predict commitment.

Significant Relationship between Teachers’ Level of Perceived Motivation and Perceived Level of Job Satisfaction to Teachers’ Perceived Level of Commitment

One of the main objectives of this study was to ascertain whether teachers' perceptions of their commitment were significantly influenced by their level of motivation and job satisfaction. Table 15 discusses the outcomes of the statistical analysis.
	As shown in Table 15, Pearson r was used to determine if teachers’ perceived level of motivation and perceived level of job satisfaction has a significant relationship with teachers’ perceived level of teachers’ commitment.  
	Moreover, teachers’ level of perceived motivation was correlated to teachers’ level of perceived job satisfaction with an overall r-value of .729 and a 0.001 p-value less than the threshold of significance, rejecting the null hypothesis (Ho). The result indicated that there is a significant relationship between the overall teachers’ level of perceived motivation and teachers’ level of perceived job satisfaction towards teachers’ commitment in determined public secondary schools in the Division of Digos City. Teachers’ level of perceived motivation was also correlated to the individual indicators of the level of perceived commitment.




Table 15. Relationship Analysis Between Teachers’ Level of Perceived Motivation and Teachers’ Perceived Job Satisfaction to Teachers’ Perceived Level of Teachers’ Commitment
	Variables
	r - value
	p - value
	Decision
	Interpreta-tion

	Teachers' Perceived Motivation
	 
	Teachers' Commitment 
	0.729
	0.001
	Reject Ho
	Significant

	Teachers' Perceived Job Satisfaction
	 
	Teachers' Commitment
	0.652
	0.001
	Reject Ho
	Significant



	The r-value (.729) and a p-value (0.001) mean that teachers’ level of perceived motivation has a significant, positive, and moderately high relationship with teachers’ perceived level of teachers’ commitment. The strong, positive, and statistically significant correlation found between teachers' perceived motivation and their perceived commitment (r = .729, p < 0.001) provides robust evidence that these two psychological constructs are closely linked within the educational context. 
	The p-value of .001 confirms that the observed relationship is highly unlikely to be due to random chance, meaning it is a statistically significant finding. The Pearson's r of .729 signifies a strong, positive relationship, indicating that teachers who report higher levels of motivation also tend to report higher levels of commitment. This is particularly relevant when considering the Affective Component of Organizational Commitment [Meyer & Allen, 1991], which reflects an employee's emotional attachment and identification with their organization. 
	According to Ryan and Deci (2000), The strength of the correlation suggests that motivation acts as a primary psychological fuel for this affective bond. Specifically, the findings align well with Self-Determination Theory (SDT), which posits that when teachers' innate psychological needs for autonomy, competence, and relatedness are met, their motivation shifts from external pressures to intrinsic satisfaction, directly fostering a stronger sense of commitment to their profession and school. 
	Consequently, for school leadership, the practical implication is clear: efforts aimed at increasing teacher retention and reducing burnout should strategically focus on improving motivational variables such as providing greater professional autonomy, effective professional development to build competence, and cultivating a supportive school culture as these are the most highly correlated drivers of desired commitment levels [Ingersoll & Strong, 2011].
	Teachers’ perceived level of job satisfaction was also correlated to teachers’ level of perceived teachers’ commitment and gained an overall r-value of .652 and a 0.001 p-value less than the threshold of significance, rejecting the null hypothesis (Ho). This result indicates that there is a significant relationship between the overall teachers’ level perceived job satisfaction towards teachers’ commitment in determined public secondary schools in the Division of Digos City. Teachers’ level of perceived job satisfaction was further correlated to the individual indicators of the level of perceived teachers’ commitment.
	The r-value (.652) and a p-value (0.001) mean that teachers’ perceived level of job satisfaction has a significant, positive, and moderately high relationship with the teachers’ perceived level of teachers’ commitment. The correlation coefficient of r = .652 with a p-value of .001 indicates a significant, positive, and moderately high relationship between teachers’ job satisfaction and their level of commitment. This means that teachers who feel satisfied with their work whether through supportive leadership, manageable workloads, recognition, or opportunities for advancement—tend to develop stronger dedication to their school and profession. 
	This finding aligns with the study of Han et al. (2020), who reported that job satisfaction significantly enhances teachers’ organizational commitment by increasing their emotional attachment and willingness to remain in the profession. Similarly, Zhang and Gao (2022) found that when teachers’ work-related needs are met, their commitment levels increase substantially.
	The results also imply that improving job satisfaction may serve as a strategic mechanism for strengthening teacher commitment across schools. Institutions that promote positive working conditions, collaborative cultures, and effective leadership are more likely to retain committed and high-performing teachers. 
	This perspective is supported by Torres (2021), who concluded that satisfied teachers demonstrate higher levels of involvement, reduced turnover intentions, and stronger professional loyalty. Additionally, Omar et al. (2023) emphasized that teacher commitment is significantly shaped by workplace satisfaction factors, such as fair policies and supportive school climates. Therefore, enhancing job satisfaction is not only beneficial for teacher well-being but also essential for sustaining a committed and stable teaching workforce.

Influence of Teachers’ Level of Perceived Motivation and Teachers’ Perceived Level of Attitude on Teachers’ Perceived Level of Teachers’ Commitment
	A multiple linear regression analysis was conducted to examine the extent to which teachers’ perceived motivation and teachers’ perceived level of job satisfaction predict their overall level of commitment. The model was statistically significant, F (2, 224) = 170.79, p < .01, indicating that the set of predictors reliably explained variance in teacher commitment. The model accounted for 60.4% of the variance in teachers’ commitment (R² = .604, Adjusted R² = .600), which represents a large effect size.
	Both predictors significantly influenced teachers’ commitment. Teachers’ perceived motivation emerged as the strongest predictor, β = .557, t (224) = 10.07, p = .001, indicating that higher levels of motivation are associated with significantly higher levels of commitment. Teachers’ perceived job satisfaction also significantly predicted commitment, β = .385, t (224) = 6.59, p = .001, suggesting that increases in job satisfaction likewise contribute to higher teacher commitment, though to a lesser extent than motivation.
	Significantly, the findings indicate that teachers who feel more motivated and more satisfied with their jobs tend to report stronger commitment, with motivation demonstrating the greater unique contribution to the prediction of commitment. These results highlight the critical roles of internal drive and satisfaction in sustaining teachers’ dedication to their work, school, and profession.
Table 16. Significance of the Influence of Teachers’ Level of 	Perceived Motivation and Teachers’ Perceived Level of Job Satisfaction on Teachers’ Perceived Level of Commitment

	[bookmark: _Hlk530255599]Independent Variable (Indicators)
	Dependent Variable

	
	β
	Β
	t
	p-value

	Teachers’ perceived motivation
	.524
	.557
	10.067
	.001**

	Teacher’s perceived Level of job satisfaction
	.343
	.385
	6.588
	.001**

	r2
	0.604
	
	
	** p<0.01    
* p<0.05

	Adjusted r2
	0.600
	
	
	
	

	F
	170.788
	
	
	
	

	p-value
	< 0.01
	
	
	
	



Motivation as the Strongest Predictor
	Teachers’ perceived motivation had the highest standardized regression coefficient (β = .557), making it the strongest predictor of teacher commitment. This coefficient indicates a positive and substantial effect, meaning that as teachers’ motivation increases, their level of commitment significantly increases as well. The t-test value, t = 10.07 (p = .001), confirms that this predictor is highly significant. This suggests that motivated teachers are more likely to remain dedicated to their work, exert extra effort, and stay engaged in their professional responsibilities.
Job Satisfaction as a Significant Predictor
	Teachers’ perceived level of job satisfaction also significantly predicted their commitment with a standardized coefficient of β = .385. Although its influence is less than that of motivation, it still plays a meaningful role in shaping teachers’ commitment. The t-test value, t = 6.59 (p = .001), indicates that job satisfaction is a valid and important predictor. This means that teachers who are satisfied with their working conditions, colleagues, school policies, and overall job experience tend to exhibit stronger commitment to their school and profession.
Interpretation of the Overall Findings
	The regression findings clearly show that both motivation and job satisfaction significantly contribute to teacher commitment, but motivation is the more powerful determinant. This implies that while improving work conditions, benefits, and job satisfaction can enhance commitment, strengthening intrinsic and extrinsic motivation may yield even greater improvements in teachers’ dedication to their role.
	In summary, the regression analysis demonstrates that teachers’ commitment is strongly shaped by their motivation and job satisfaction, and that efforts to improve these two factors are likely to lead to higher levels of professional commitment, stronger work performance, and greater retention in schools. 

4. Conclusion

The study concluded that the teachers in the division exhibit very high levels of motivation (driven by both intrinsic and extrinsic factors) and high job satisfaction, which significantly contributes to their very high commitment to the profession and the school. Specifically, the findings established that a strong, positive relationship exists: teachers who feel highly motivated and fulfilled are more likely to demonstrate unwavering dedication to their workplace and roles. Furthermore, a deeper analysis identified key areas that are the most significant predictors of teacher commitment: intrinsic motivation, leadership-related extrinsic motivation, positive teacher–student relationships, and professional commitment. Ultimately, the study concludes that school effectiveness, instructional quality, and professional stability hinge on a strategy that deliberately focuses on enhancing both motivational factors and job satisfaction among teachers.
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