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ABSTRACT 

	The main focus of the study was to determine the extent of motivational approaches of the school administrators in terms of Shared Decision-Making, Goal Setting, and Professional Development. Utilizing non-experimental quantitative research approach and a descriptive correlational design. Quantitative research is defined as a systematic investigation of phenomena by gathering quantifiable data and performing statistical, mathematical, or computational techniques. Descriptive research is defined as a research method that describes the characteristics of the population or phenomenon that is being studied. The study is conducted in Sulop District, located in the Municipality of Sulop, a 3rd class municipality in Davao del Sur. It is approximately 17 kilometers from Digos City, the provincial capital, and lies midway between two major growth centers in Mindanao: Davao City (Region XI) and General Santos City (Region XII) during the second semester of school year 2020 - 2021. Convenience sampling was used, involving voluntary teacher participants with informed consent. A validated researcher-made questionnaire with a five-point Likert scale was utilized. Necessary approvals were secured prior to data collection through questionnaire distribution. Data were analyzed using mean and Pearson correlation to determine the extent of practices and relationships between variables. The results showed that school administrators’ motivational approaches were consistently rated using Likert Scale as “often” in shared decision-making (4.02), goal setting (4.05), and professional development (4.10). The findings lead to the conclusion that school administrators frequently practice motivational approaches in educational leadership, particularly in shared decision-making, goal setting, and professional development. This indicates that such strategies are consistently implemented and play a significant role in fostering a supportive and effective school environment.
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1. INTRODUCTION 

Motivation is not a precise concept, but understanding how administrators use different motivational techniques to affect the work of teachers could help school formulate new improvement programs which may support principals and teachers. Education researchers and school leaders have faced the challenge of motivating teachers to high levels of performance. The issue looks at teacher motivation and considers how it has been treated historically, how it is affected by external and internal factors, and how new directions in professional development, teacher evaluation, new teacher induction and school reform are currently creating opportunities for more effective teacher motivation.

As, Nguni et.al, (2006) in Tanzania points that teachers and other school workers tend to remain contented and reasonably motivated as long as salaries are paid on time and they are promoted regularly. In other side of the coin, in Indonesia, school leadership and management style are also important factors, which can either motivate or lower teacher morale and commitment. Suyitno (2021) found that teachers feel highly motivated when they are consulted about decisions regarding their work.

In local setting, the teachers in Division of Davao del Sur, believed that work environment is also an important determining factor in teacher motivation. Collie et.al, (2009) have recommended that greater attention should be given to improving work-related conditions of teachers to improve the quality of education. In particular, there should be improvements in the supply of teaching and learning materials and general classroom environment to improve student learning. It is in this context that the researcher felt the necessity of exploring the motivational approaches of administrators as factor influential to teachers’ behavior.  As such, the results of this study may contribute to the human resource development component of the concerned institutions, making this study sought out document with social relevance.  

2. material and methods 

RESEARCH DESIGN
This study employed a non-experimental quantitative approach using a descriptive-correlational design. Quantitative research involves the systematic collection and analysis of numerical data through statistical, mathematical, or computational methods, producing objective and unbiased results. Data were gathered using structured instruments from a large sample representing the population (Crano, Brewer, & Lac, 2015). Additionally, descriptive research focuses on describing the characteristics of a population or phenomenon. While descriptive statistics present existing conditions, inferential statistics are used to examine relationships and possible cause-and-effect connections (Bunge, 1995).

RESEARCH LOCALE 
This study was conducted in Sulop District, situated in the Municipality of Sulop, a 3rd class municipality in the province of Davao del Sur. It is approximately 17 kilometers from Digos City, the provincial capital. The municipality is strategically located between two key growth centers in Mindanao, namely Davao City in Region XI and General Santos City in Region XII.

POPULATION AND SAMPLE
This study employed convenience sampling to select participants, including only teachers who voluntarily agreed to take part in the research. Their willingness was confirmed through signed informed consent forms. Data collection was conducted during the second semester of the 2020–2021 school year, with the researcher using Google Drive to administer and gather responses from the participants.



RESEARCH INSTRUMENT 
The study utilized a researcher-developed questionnaire, with indicators carefully selected and refined through consultations with the adviser. Key elements were identified to effectively capture the purpose and essence of the study. The initial draft was reviewed by the research adviser, and suggested revisions were incorporated to improve its presentation. The revised instrument was then submitted to a panel of experts for evaluation. After integrating their feedback and recommendations, final revisions were made before the questionnaire was distributed and administered.
The five-point Likert scale was used in this study.

TABLE 1. Practices of Provisions relating to the motivational approaches of school administrators 
 
	Range of Means
	Descriptive Equivalent
	Interpretation

	
4.50 – 5.00
	
Often
	
This indicates that the provisions relating to the motivational approaches of school administrators embodied in the item is very well practiced and is very much evident or always observed. 


	3.50 – 4.49
	Always
	This indicates that the provisions relating to the motivational approaches of school administrators embodied in the item are well practiced and is relatively evident.


	2.50 – 3.49
	Sometimes
	This indicates that the provisions relating to the motivational approaches of school administrators embodied in the item are moderately practiced and is often felt or observed. 


	1.50 – 2.49
	Seldom
	This indicates that the provisions relating to the motivational approaches of school administrators embodied in the item are seldom practiced and is not so much evident or observed. 

	1.00 – 1.49
	Never
	This indicates that the provisions relating to the motivational approaches of school administrators embodied in the item is not practiced or rarely present or non-existent


DATA GATHERING PROCEDURE 
The researcher obtained approval from the Davao del Sur Division Superintendent and coordinated with the district supervisor and school heads. Data were gathered in the afternoon during school activity periods. Upon arrival, the researcher presented the necessary documents, oriented the respondents, and administered the questionnaire. Completed responses were collected, tallied, and later analyzed for interpretation. 

STATISTICAL TREATMENT 
The study utilized specific statistical tool for data analysis. The mean was used to assess the level of motivational approaches of school administrators. 

3. results and discussion

EXTENT OF MOTIVATIONAL APPROACHES OF SCHOOL ADMINISTRATORS IN TERMS OF SHARED DECISION-MAKING

Table 2 shows the extent of motivational approaches of school administrators in terms of shared decision-making. It was found out that the respondents obtained an overall mean score of 4.02 which was equivalent to often.

Table 2. Extent of Motivational Approaches of School Administrators in terms of  Shared Decision-Making

	
No.

	
SHARED DECISION-MAKING
As school administrator…
	
Mean
	Descriptive Equivalent

	1
	…assures that each member has given equal time to air out their voice.
	4.27
	Often

	2
	…ensures that everybody is being consulted with whatever decision the school has to make.
	3.97
	Often

	3
	…consults us in achieving a desired consensus on matters affecting the whole school community.
	3.93
	Often

	4
	…gives us equal chances to all teachers to share their ideas and inputs to create decisions.
	4.00
	Often

	5
	…provides us opportunity for each member to take part in the consultation process of solving problem.
	3.87
	Often

	6
	…solicits our ideas on matters concerning school welfare. 
	4.01
	Often

	
7
	…gives us enough time to discuss issues before coming up with decision on subjects affecting the school community.
	
4.04
	
Often

	8
	…allows us to provide our arguments on different concerns.  
	4.03
	Often

	9
	…listens to our ideas and opens it the group prior to arriving on a consensus.
	4.06

	Often

	10
	…accepts different ideas for discussion without being judgmental.
	4.05
	Often

	TOTAL
	4.02
	Often



The school heads were assuring that each member has given equal time to air out their voice has a mean score of (4.27); listening to our ideas and opens it the group prior to arriving on a consensus has a mean score of (4.06); accepting different ideas for discussion without being judgmental has a mean score of (4.05); giving us enough time to discuss issues before coming up with decision on subjects affecting the school community has a mean score of (4.04); allowing us to provide our arguments on different concerns has a mean score of (4.03); soliciting our ideas on matters concerning school welfare has a mean score of (4.01); giving us equal chances to all teachers to share their ideas and inputs to create decisions has a mean score of (4.00); ensuring that everybody is being consulted with whatever decision the school has to make has a mean score of (3.97); consulting us in achieving a desired consensus on matters affecting the whole school community has a mean score of (3.93); and, providing us opportunity for each member to take part in the consultation process of solving problem has a mean score of (3.87). The data imply that the extent of motivational approaches of school administrators in terms of shared decision-making is well practiced and relatively evident. 
The findings support the claims of Darling-Hammond (2006), who emphasized that teachers are more motivated and develop stronger self-efficacy when they are involved in decision-making processes. Similarly, Vroom (2004) argued that decisions tend to be more effective when employees participate, as they can contribute valuable insights that supervisors may overlook, thereby strengthening group outcomes.

EXTENT OF MOTIVATIONAL APPROACHES OF SCHOOL ADMINISTRATORS IN TERMS OF GOAL SETTING

Table 3 shows the extent of motivational approaches of school administrators in terms of goal setting. It was found out that the respondents obtained an overall mean score of 4.05 which was equivalent to often. 

Table 3. Extent of Motivational Approaches of School Administrators in terms of Goal Setting

	
No.

	
GOAL SETTING
As school administrator…
	
Mean
	Descriptive Equivalent

	1
	…poses challenges to us in order to achieve a higher learning outcome.
	4.02
	Often

	2
	…assumes that we make strategy to eliminate absenteeism and tardiness.
	4.03
	Often

	3
	…anticipates that we design strategies to improve students’ mastery of the lesson.
	3.99
	Often

	4
	…encourages us to achieve a high number of attendance of parents during meetings.
	4.19
	Often

	
5
	…recognizes teachers’ efforts in maintaining high results in national achievement tests or in different competitions.
	
4.12
	
Often

	6
	…believes in our capacity to exceed desired targets for achievements of the students.
	4.06
	Often

	7
	…trusts every teacher to compliment on the school plans for achieving higher test results. 
	4.06
	Often

	8
	…thinks that we can improve our every performance in different competitions. 
	4.02
	Often

	9
	…is confident that every teacher helps achieve school goals.
	4.03
	Often

	10
	…anticipates that we can achieve classroom goals and objectives. 
	4.02
	Often

	TOTAL
	4.05
	Often



The school heads were encouraging us to achieve a high number of attendance of parents during meetings has a mean score of (4.19); recognizing teachers’ efforts in maintaining high results in national achievement tests or in different competitions has a mean score of (4.12); believing in our capacity to exceed desired targets for achievements of the students has a mean score of (4.06); trusting every teacher to compliment on the school plans for achieving higher test results has a mean score of (4.06); being confident that every teacher helps achieve school goals has a mean score of (4.03); assuming that we make strategy to eliminate absenteeism and tardiness has a mean score of (4.03); thinking that we can improve our every performance in different competitions has a mean score of (4.02); anticipating that we can achieve classroom goals and objectives has a mean score of (4.02); posing challenges to us in order to achieve a higher learning outcome has a mean score of (4.02);  and, anticipating that we design strategies to improve students’ mastery of the lesson has a mean score of (3.99).  
The data indicate that school administrators’ motivational approaches in terms of goal setting are well practiced and evident. This aligns with Latham (2002), who emphasized that managers should establish specific and challenging goals to guide employees’ efforts, ensuring that objectives are measurable and linked to rewards. Similarly, Likert (2001) stated that employees are highly motivated when they perceive organizational goals as significant and recognize that their tasks meaningfully contribute to achieving these objectives, fostering a sense of personal worth and importance. 

EXTENT OF MOTIVATIONAL APPROACHES OF SCHOOL ADMINISTRATORS IN TERMS OF PROFESSIONAL DEVELOPMENT

Table 4 shows the extent of motivational approaches of school administrators in terms of professional development. It was found out that the respondents obtained an overall mean score of 4.10 which was equivalent to often. 

Table 4. Extent of Motivational Approaches of School Administrators in terms of  	 Professional Development

	
No.

	
PROFESSIONAL DEVELOPMENT
As school administrator…
	
Mean
	Descriptive Equivalent

	1
	…sends us in a training that further develops our teaching skills.
	4.03
	Often

	
2
	…includes us in the classroom observation and informs us about our strengths and weaknesses.
	
4.13
	Often

	
3
	…includes us advising and coaching students to represent the school in different co-curricular and extra-curricular competitions.
	
4.07
	
Often

	4
	…includes us in attending in-service training as a refresher course.
	4.11
	Often

	5
	…encourages us to pursue graduate and post graduate education.
	4.21
	Often

	6
	…expects us to be updated on different current trends on teaching.  
	4.08
	Often

	7
	…encourages us to write action research on issues affecting student performance. 
	4.04
	Often

	
8
	…made us ready and equipped us with information about the issues concerning the educational system. 
	
4.12
	
Often

	9
	…provides us with sufficient orientation concerning our duties and obligations.
	4.15

	Often

	10
	…motivates us to publish articles about educational issues on local journals.
	4.07
	Often

	TOTAL
	4.10
	Often


 
The school heads were encouraging us to pursue graduate and post graduate education has a mean score of (4.21); providing us with sufficient orientation concerning our duties and obligations has a mean score of (4.15); including us in the classroom observation and informs us about our strengths and weaknesses has a mean score of (4.13); making us ready and equipped us with information about the issues concerning the educational system has a mean score of (4.12); including us in attending in-service training as a refresher course has a mean score of (4.11); expecting us to be updated on different current trends on teaching has a mean score of (4.08); motivating us to publish articles. About educational issues on local journals has a mean score of (4.07); including us advising and coaching students to represent the school in different co-curricular and extra-curricular competitions has a mean score of (4.07); encouraging us to write action research on issues affecting student performance has a mean score of (4.04); and, sending us in a training that further develops our teaching skills has a mean score of (4.03). 
The data indicate that school administrators’ motivational approaches in terms of professional development are well practiced and evident. This aligns with Broughman et.al (2006), who emphasized that creating supportive teaching and learning environments is essential for teachers to grow professionally and improve student achievement, a goal that requires skilled school leadership. Effective instructional leadership plays a critical role in enhancing teaching and learning, particularly in driving significant improvements in student outcomes. Similarly, Harris (2001) highlighted that schools face complex challenges, such as serving diverse student populations, integrating new technologies, and meeting rigorous academic standards, which underscores the need for principals to continuously enhance their instructional knowledge. 

4. Conclusion

T Based on the findings obtained in this study, the following conclusions were drawn: The extent of motivational approaches of school administrators in educational leadership was observed to be often. When analyzed in terms of its specific indicators—such as shared decision‑making, goal setting, and professional development—each aspect was also found to be often practiced. This suggests that school administrators actively implement motivational strategies that encourage teacher participation, foster professional growth, and contribute to a positive school climate. Research supports these conclusions; for instance, Leithwood et.al, (2020) emphasized that effective educational leaders use motivational practices to enhance teacher commitment and performance. Similarly, Robinson et.al, (2008) found that leadership practices that motivate and support teachers are strongly linked to improved student outcomes. These findings indicate that motivational approaches are a significant component of effective educational leadership, positively influencing both teacher satisfaction and overall school performance.
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