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ABSTRACT 
Low teacher motivation is a long-standing concern. This study determined the influence of time management and job competence on teacher motivation to work. Using diagnostic research design, data from 152 private school teachers selected through total enumeration were analyzed through multiple linear regression. Distinctly, time management and job competence contribute to teacher motivation to work. Collectively, their contribution is significant (0.532); partially supporting Self-Determination Theory. Future studies may explore additional variables to ascertain the remaining 0.468 variance in motivation to work. Educational leaders may develop programs to improve time management and job competence, boosting teacher motivation.
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INTRODUCTION
The Problem and Its Scope

Low teacher motivation remains a persistent concern in education (Suárez-Mesa et al., 2024). Studies across various educational settings have shown that teachers continue to experience challenges in maintaining consistent motivation in their work (Garcia & Weiss, 2023). This issue has gained increasing attention in recent years, as researchers emphasize the need better to understand teacher motivation as a critical concern in education (Aho & Simola, 2024).

In China, Li, Zhang, and Chen (2022) reported that levels of teacher motivation in secondary schools remain modest. In the United States, Garcia and Weiss (2023) noted a decline in teachers' motivation. In Finland, Aho and Simola (2024) documented fluctuations in teacher motivation over time. Likewise, Bialen (2025) highlighted that teacher motivation remains variable and continues to require scholarly attention. 

In the Philippines, low teacher motivation remains evident in both basic and higher education. Rodriguez and Cudiamat (2021) identified varying levels of motivation among Filipino teachers, with some demonstrating relatively low motivation in their professional responsibilities. Moro and Torres-Santos (2022) emphasized that sustaining high levels of motivation remains a challenge among educators. Similarly, Insorio (2024) underscored that maintaining motivation is an ongoing concern in Philippine schools.

Given these concerns, there is a need to further examine factors related to teacher motivation to work. While previous studies have explored different aspects of teacher performance, limited attention has been given to how time management and job competence relate to teacher motivation. Thus, this research was conducted.

Significance of the Study

This study is globally significant as it addresses the persistent issue of low teacher motivation, which affects instructional quality, teacher performance, and learning outcomes. By examining the influence of time management and job competence on teacher motivation to work, this study may provide insights that support United Nations Sustainable Development Goal 4 and the Philippine national goal of enhancing teacher competence and improving student achievement. Additionally, the findings align with the vision and mission of Holy Cross of Davao College by promoting professional growth, efficiency, and excellence in teaching practice.

Statement of the Problem
This study aimed to determine the significance of the influence of time management and job competence on teacher motivation to work. Specifically, it sought to answer the following objectives:
1. To describe the levels of time management in terms of time planning, time attitudes, and time efficiency; job competence in terms of attitude, innovative skills, and excellence; and teacher motivation to work in terms of intrinsic motivation and extrinsic motivation;
2. To determine the significance of the correlation between time management and teacher motivation to work, and between job competence and teacher motivation to work;
3. To determine the significance of the individual and combined influence of time management and job competence on teacher motivation to work.
Hypotheses
Ho1. Time management and job competence do not significantly correlate with the teacher motivation to work.
Ho2. Time management and job competence, distinctly and collectively, do not significantly influence teacher motivation to work.

Theoretical Framework and Conceptual Frame
This study was anchored on Self-Determination Theory (SDT), which posits that motivation is influenced by the satisfaction of basic psychological needs, particularly autonomy and competence (Ryan & Deci, 2020).

In this study, time management variable indicated by time planning, time attitudes, and time efficiency stands for the autonomy component of the theory, as it reflects teachers’ ability to regulate and take control of their professional responsibilities (Slemp et al., 2023). Additionally, job competence variable indicated by attitude, innovative skills, and excellence is associated with the competence component, as it represents teachers’ capability, confidence, and effectiveness in performing their roles (Van den Broeck et al., 2023). Moreover, teacher motivation to work variable indicated by intrinsic and extrinsic motivation is identified with the overall motivational outcome, as explained in the theory, reflecting how well the psychological needs are satisfied in the workplace (Ryan & Deci, 2020). Hence, this study is delimited only to the autonomy and competence components of Self-Determination Theory, while the relatedness component is excluded.
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Fig 1: Conceptual Framework
METHODOLOGY
The research design, locale of the study, the sample and sampling, data gathering technique, data analysis technique, and the ethical considerations are included in this section of the study.
Research Design
In this study, a diagnostic research design was used. According to Satpathy et al. (2023), diagnostic research design is employed to assess how often an event occurs and its relationship with other factors, with the goal of identifying the underlying causes of a problem. This design is commonly applied in studies that aim to analyze existing conditions, examine relationships among variables, and explain the factors contributing to a particular issue without manipulating the variables (Creswell & Creswell, 2018; Ghanad, 2023).
Locale of the Study
This study was conducted in three large private basic-education schools located in Toril, Division of Davao City. Davao City is recognized as one of the key educational centers in Mindanao, offering a wide range of public and private institutions that serve diverse learners and promote continuous improvement in teaching and learning. The teaching context in private schools within Toril reflects both the opportunities and challenges encountered by educators in urban settings, thereby offering relevant insights that may contribute to strengthening motivational practices and informing similar educational institutions.
Sample and Sampling Technique
The respondents of the study were 165 private school teachers from the basic education department, handling various grade levels and subject areas during the School Year 2025–2026. Total enumeration sampling was used. According to the Australian Bureau of Statistics (2023), total enumeration sampling involves studying every unit in a population, meaning data are collected from all members rather than from a subset or sample. One of the key advantages of using total enumeration sampling is that it eliminates sampling bias, as every member of the population is included, providing a complete and accurate representation of the group.
Data Gathering Technique
In this study, survey was used as a data-gathering technique. According to Fink (2023), a survey is a research method in which researchers collect data from participants using a structured set of questions, such as questionnaires or interviews. Surveys can be administered to a sample or the entire population and the collected data are analyzed statistically to identify trends, relationships, and differences within the group. One of the main advantages of using surveys is their ability to efficiently collect data from large sample sizes, making it easier to generalize findings to a larger population. 
To gather the data, the study utilized three adapted questionnaires measuring time management, job competence, and motivation to work. The time management instrument was adapted from Kaya and Boz (2002). It consisted of 27 items. It has a Cronbach’s alpha of 0.925. The job competence questionnaire was based on Bayron, Lumapenet, and Esrael (2024). It included 23 items. It has a Cronbach’s alpha of 0.917. The motivation to work instrument was adapted from Ramzan and Khurram (2023). It contained 16 items. It has a Cronbach’s alpha of 0.919. All instruments were modified and validated to align with the context of the study, and a Likert-type scale was used to measure each variable.
Data Analysis Technique
Descriptive, correlational, and regression analyses were utilized as data analysis techniques. Descriptive analysis is used to summarize data and describe the characteristics of variables without establishing causal relationships (Burns & Grove, 2023). It is applied when researchers want to provide a snapshot of the data and identify patterns, often using statistical treatments like the mean and standard deviation. Moreover, correlation analysis is applied to determine the degree and direction of relationships among variables. It is used when researchers aim to understand the strength and direction of associations between variables (Gravetter & Wallnau, 2023). Lastly, multiple linear regression analysis is used to examine how one or more independent variables affect the dependent variable (Hair et al., 2023). 
This matrix presents the scale, descriptive level, and interpretation used to assess perceived principal neglect, teacher professional development, and classroom management.
Chart 1: Description of the level of Time management, job competence and motivation to work
	Scale
	Level
	Time Management  
	Job Competence
	Motivation to Work

	3.26 – 4.00
	Very High
	Excellent
	Highly competent
	Highly motivated 

	2.50 – 3.25
		



High
	Good
	Competent
	Motivated 

	1.75 – 2.49
	Low
	Poor
	Less competent
	Less motivated 

	1.00 – 1.74
	Very low
	Very Poor
	Not competent
	Not motivated



Chart 2: Standard Deviation Value Ranges and Interpretation
	SD Value Range
	Interpretation

	0.00 – 0.50
	Very low variability; responses are very consistent

	0.51 – 1.00
	Low variability; responses are relatively consistent

	1.01 – 1.50
	Moderate variability; responses show some differences

	1.51 – 2.00
	High variability; responses vary significantly

	Above 2.00
	Very high variability; responses are highly dispersed




In this study, the significance of the correlation is tested at 0.05 confidence level.  The following is the standard measure for the interpretation scale of r-value, the following scheme is used: 
Chart 3: r-value estimated
	Computed r  	      	 
	Descriptive Interpretation 

		         +/- 1.00  	 	 
	Perfect correlation 

	Between +/- 0.75 –  +/- 0.99 
	High correlation 

	Between +/- 0.51 –  +/- 0.74 
	Moderately high correlation 

	Between +/- 0.31 –  +/- 0.50 
	Moderately low correlation 

	Between +/- 0.01 –  +/- 0.30 
	Low correlation 

		                       0.00  	 	 	 
	No correlation 



The study used a standard descriptive guide for interpreting Pearson’s r-values, largely based on Guilford (1956), and adopted Cohen (1988) and Hair et al. (2019) for interpreting the strength of Beta (β) coefficients.
Chart 4: Interpretation of the strength of Beta (β) coefficients
	β Value Range 
	Strength of the Influence 

	±0.00 – ±0.09 
	Very Weak 

	±0.10 – ±0.29 
	Weak 

	±0.30 – ±0.49 
	Moderate 

	±0.50 – ±0.69 
	Strong 

	±0.70 and above 
	Very Strong 



Ethical Considerations
The study adhered to ethical standards in conducting research involving basic education teachers. Ethical standards in research are essential guidelines that protect the rights of participants, ensure the integrity of the research process, and maintain public trust in scientific findings (Resnik, 2023). These standards include obtaining informed consent, ensuring confidentiality, and respecting authority. Informed consent is the process through which participants voluntarily agree to participate after being fully informed of the study's purpose, procedures, risks, and benefits (Childress, 2023). The advantage of obtaining informed consent is that it protects participants' rights, promotes transparency, and fosters trust between researchers and participants. Moreover, confidentiality ensures that personal information is kept private and not shared without consent, which is especially important when handling sensitive data (Burgess, 2023). The main advantage of confidentiality is that it protects participants' privacy, reduces risks to their reputation or well-being, and encourages more individuals to engage in research. Furthermore, respecting authority involves obtaining permission from relevant stakeholders, such as school administrators or ethics committees, including the SMILE Ethics Board, to ensure the research complies with institutional and legal frameworks (Flick, 2023). 

RESULTS AND DISCUSSIONS
Included in this section are the descriptive, correlation, and correlation and multiple regression results. The summary of findings is also presented.
Descriptive Results  
Table 1 presents the descriptive statistics of the study variables namely, time management, job competence, and motivation to work with their respective indicators. It also includes the number of respondents, standard deviations, means, and descriptive levels.
Table1: Descriptive Statistics(N=152)
	Variables
	N
	Standard Deviation
	Mean
	Descriptive Level

	Time Management
	152
	.38
	3.15
	High

	Time Planning
	152
	.52
	3.36
	Very High

	Time Attitude
	152
	.42
	3.31
	Very High

	Time Efficiency
	152
	.51
	2.77
	High

	Job Competence
	152
	.45
	3.38
	Very High

	Attitude
	152
	.48
	3.41
	Very High

	Innovative Skills
	152
	.52
	3.35
	Very High

	Excellence
	152
	.50
	3.37
	Very High

	Motivation to Work
	152
	.53
	3.24
	High

	Intrinsic Motivation
	152
	.55
	3.29
	Very High

	Extrinsic Motivation
	152
	.58
	3.18
	High



Specifically, time management obtained a mean of 3.15, described as high, indicating that teacher time management is good. All of the indicators are described as very high level, except for time efficiency, which was rated as high. The standard deviation of 0.38 indicates that the responses are consistent across the other indicators. Similarly, job competence obtained a mean of 3.38, described as very high, indicating that job competence is excellent among teachers. All of the indicators described as a very high. Its standard deviation of 0.45 indicates that the responses are homogeneous across the indicators. Furthermore, motivation to work obtained a mean of 3.24, described as high, indicating that teachers are motivated to work. One of the indicators received a very high level, while another was rated high, and the standard deviation of 0.53 indicates that the responses are relatively stable across the indicators.
The findings indicate that teachers demonstrate strong job competence and good time management, which are reflected in their motivation to work. In comparison, the very high level of job competence aligns with the high levels of time management and motivation, suggesting that teacher competence may contribute to sustaining their motivation in the workplace.


Correlation Results
Presented in Table 2 are the correlational results between the determinant variables and the criterion variable. It also contains the r value, p value, decision on the null hypothesis and the corresponding interpretation.

Table 2: Correlation Table (N= 152)
	Variables
	Motivation to Work

	
	r-value
	p-value
	Decision on Ho
	Interpretation

	Time Management
	.649
	.000
	Reject Ho
	Moderately High, Significant Correlation

	Job Competence

	.667
	.000
	Reject Ho
	Moderately High, Significant Correlation

	**. Correlation is significant at the 0.05 level



The correlation analysis between time management and motivation to work among the respondents yielded a p-value of .000, which is lower than the 0.05 level of significance. Thus, the null hypothesis was rejected. It indicates that the correlation is significant. Further, the r-value of 0.649 indicates that such correlation is positively moderate. It implies that for every unit change in time management, there is a corresponding unit change in motivation to work. On the other hand, the correlation analysis between job competence and motivation to work among the respondents yielded a p-value of .000, which is lower than the 0.05 level of significance. Thus, the null hypothesis was rejected. It indicates that the correlation is significant. Further, the r-value of 0.667 denotes that such correlation is positively moderate. It implies that for every unit change in job competence, there is a corresponding unit change increase in motivation to work.
The correlation results reveal that both time management and job competence have significant positive relationships with motivation to work, indicating that higher levels of these variables are associated with increased teacher motivation. In comparison, job competence shows a slightly stronger relationship with motivation to work than time management, suggesting that teacher competence may play a more influential role in enhancing their motivation.
Regression Results
Table 3 is regression table. It includes the unstandardized and standardized coefficients (Beta), t-values, significance values, decision on the null hypothesis, and the model summary.
Table 3: Regression Table (N=152)
	
	
	                      Motivation to work

	Variables
	Unstandardized Coefficients
	Standardized Coefficients
	
t
	
p-value
	Decision on Ho
	Interpretation

	
	B
	Std. Error
	Beta
	
	
	
	

	
	(Constant)
	-.120
	.262
	___
	-.458
	.647
	Accept Ho
	Not Significant

	
	Time Management
	.526
	.100
	.379
	5.256
	.000
	Reject Ho

	Positive significant influence

	
	Job Competence

	.503
	.085
	.428
	5.927
	.000
	Reject Ho

	Positive significant influence

	Model Summary: R = .729, R-square = .532, F(2, 149) = 84.607, p = .000
Level of significance: 0.05
Decision Rule: Reject ho if p<0.05
	
	


The table shows that time management variable obtained a standardized Beta coefficient of 0.379. Its corresponding p-value of 0.000, which is lower than the 0.05 level of significance indicates that the contribution of time management on motivation to work is significant. It implies that for every unit increase in time management, there is a corresponding 0.379 unit increase in motivation to work. On the other hand, the job competence variable obtained a standardized Beta coefficient of 0.428. Its corresponding p-value of 0.000, which is lower than the 0.05 level of significance, signifies that the contribution of job competence on motivation to work is significant. It implies that for every unit increase in job competence, there is a corresponding 0.428-unit increase in motivation to work. Lastly, the table shows an R-squared value of 0.532, indicating that collectively, the two predictors explain 53.2% of the variance in motivation to work. The corresponding p-value of 0.000, which is less than the 0.05 level of significance, denotes that such combined contribution is significant.
The findings indicate that both time management and job competence are significant predictors of motivation to work and exert positive influences. However, job competence demonstrates a slightly stronger effect compared to time management. Collectively, the predictors significantly explain a substantial portion of teachers’ motivation to work, with job competence contributing more to the overall model.

SUMMARY OF FINDINGS
1. Time management and job competence significantly correlate with teacher motivation to work.
2. Time management and job competence significantly influence teacher motivation to work, both individually and collectively, explaining 53.2% of the variance. 
3. 
Discussed in this section are the findings of the study. Presented as well are the conclusion and recommendations.
Time Management, Job Competence, and Motivation to Work Correlation
The finding of this study stating that time management and job competence are significantly correlated with motivation to work supports the study of Salifu and Agbenyega (2023), explaining that effective time management and strong professional competence are positively associated with teacher motivation. Likewise, this current finding affirms the study of Skaalvik and Skaalvik (2021), stating that teachers with higher levels of competence and better time management tend to exhibit greater motivation and engagement in their work. 
On the contrary, this current finding contradicts the study of Collie et al. (2015), conducted in Australia, who found that teacher motivation is more strongly influenced by school climate and leadership practices rather than individual factors such as time management and job competence. This suggests that these variables may not always show a significant relationship, whereas the present study was conducted in the Philippine context.
Motivation to Work as Influenced by Time Management and Job Competence
The time management and job competence influencing motivation to work that was ascertained in this study affirms Skaalvik and Skaalvik (2021), who found that teachers with higher levels of competence and effective work practices tend to demonstrate greater motivation and engagement in their work. Further, this current study agrees with the study of Collie et al. (2020), explaining that teacher’s personal competencies and work-related skills are positively associated with their motivation and well-being, suggesting a significant influence of individual capabilities on motivation to work. 
In contrast, the current finding disputes the finding of Collie et al. (2015), asserting that teacher motivation is more strongly influenced by school climate and leadership practices rather than individual factors such as time management and job competence.This indicates that  the influence of these variables may vary depending on the context, particularly as the present study was conducted in the Philippine setting.
Conclusion
Based on the findings, it was concluded that time management and job competence significantly influence teacher motivation to work, collectively at moderate strength (0.532); with job competence emerging as the stronger determinant. This result partially supports Self-Determination Theory, positing that motivation is influenced by the satisfaction of basic psychological needs, particularly autonomy and competence.

Recommendations
Based on the conclusion, the following are recommended:
1. Further studies may be conducted to explore other variables not covered in this research to ascertain the remaining 0.468 variance to influence motivation to work.
2. Qualitative research designs may be pursued to identify potential variables needed.
3. Educational leaders may consider developing professional development programs that optimize teacher time management strategies and job competence towards the improvement of motivation to work among teachers.
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ATTACHMENTS 
Appendix A

Questionnaire on the Influence of Time Management and Job Competence on Teachers’ Motivation to Work
General Instruction:
This survey questionnaire requires you to honestly assess your time management practices, job competence, and motivation to work as a teacher. Kindly place a checkmark (✓) in the space provided for each item that best represents your overall perspective. Please ensure that all questions are answered. Rest assured that all information gathered will be treated with the utmost confidentiality and will be used solely for academic purposes.



Part I. Time Management
Directions: The following statements relate to how you manage your time in performing your professional duties. Place a check mark (✓) on the space that best reflects how often each statement applies to you, based on the scale provided below.

4 – Strongly Agree 			= The teachers' time management is excellent.
3 – Agree				= The teachers' time management is good.
2 – Disagree				= The teachers' time management is poor.
1 – Strongly Disagree 		= The teachers' time management is very poor.


	Time Planning (Short and Long Range Planning)
	4
	3
	2
	1

	As a teacher I…
	
	
	
	

	1. plan my day before I start it.
	
	
	
	

	2. have a set of goals for each week ready at the beginning of the week.
	
	
	
	

	3.   spend time each day planning.
	
	
	
	

	4.  write a set of goals for myself for each day.
	
	
	
	

	5.  make a list of the things I have to do each day.
	
	
	
	

	6.  make the schedule of activities I have to do on workdays.
	
	
	
	

	7.  have a clear idea of what I want to accomplish during the next week.
	
	
	
	

	8.  set deadlines for myself for completing work.
	
	
	
	

	9.  schedule my best hours for my most demanding work.
	
	
	
	

	10.  keep my important dates (e.g., exam dates, research paper due dates, etc.) on a single calendar.
	
	
	
	

	11.  have a set of goals for the entire quarter.
	
	
	
	

	12.  clip or xerox articles which, although not presently important to me, may be in the future.
	
	
	
	

	13. regularly review my class notes, even when a test is not imminent.
	
	
	
	

	14.  keep things with me that I can work on whenever I get spare moments.
	
	
	
	

	15.  set and honour priorities.
	
	
	
	

	16.  do things each week as they naturally occur to me, without an effort to make a plan in advance and compulsively.
	
	
	
	

	Time Attitudes
	4
	3
	2
	1

	As a teacher I…
	
	
	
	

	17. make constructive use of my time.
	
	
	
	

	18. believe there is still room for improvement in the way I manage my time.
	
	
	
	

	19. feel that I am generally in charge of my own time.
	
	
	
	

	20. am able to make minor decisions quickly.
	
	
	
	

	21. can usually accomplish all the goals I set for a given week.
	
	
	
	

	22. often do things that interfere with my schoolwork simply because I find it hard to say “no” to others.
	
	
	
	

	23. make productive use of waiting time or unexpected free moments.
	
	
	
	

	Time Efficiency
	4
	3
	2
	1

	As a teacher I…
	
	
	
	

	24. prioritize my professional responsibilities before attending to non-work-related activities.
	
	
	
	

	25.  regularly evaluate my routines and adjust them when they are no longer productive.
	
	
	
	

	26.  avoid habits that interfere with my productivity at work.
	
	
	
	

	27.  complete major tasks well before their deadlines.
	
	
	
	


Source: Time Management Questionnaire developed and validated by Kaya and Boz (2002)





Part II. Teachers’ Job Competence

Directions: The following statements describe behaviors and experiences that may reflect teachers’ job competence in performing their professional duties. Place a check mark (✓) on the space that best represents how often each statement applies to you, using the scale provided below.	

4 – Always			= The teachers are highly competent.
3 –Often			= The teachers are competent.
2 – Sometimes		= The teachers are less competent.
.1 – Never			= The teachers are not competent.

	Attitude 
	4
	3
	2
	1

	As a teacher I..
	
	
	
	

	1.  express commendable values to my instructors openly. 
	 
	 
	 
	 

	2.  think deeply and believe in what I can accomplish.
	 
	 
	 
	 

	3.  deal with my teachers and pupils’ concerns to show true character.
	 
	 
	 
	 

	4.  reflect on how I portray a positive role model and a respected image.
	 
	 
	 
	 

	5.  make changes that encourage others to re-examine their ideas, thoughts, and values.
	
	
	
	

	6. I establish emotions that positively influence my performance in school.
	
	
	
	

	7.  complete my daily workloads with contentment even when I am tired.
	
	
	
	

	Innovative Skills 
	4
	3
	2
	1

	As a teacher I…
	
	
	
	

	8. hone my creative abilities to enhance learning activities.
	 
	 
	 
	 

	9. provide models that promote the innovation of instructional strategies.
	 
	 
	 
	 

	10. focus on demonstrating creativity to improve my job performance.
	
	
	
	

	11. mentor others in crafting differentiated instructional models to address diverse learning needs.
	
	
	
	

	12. encourage teachers to express themselves creatively in class.
	
	
	
	

	13. explore new ideas and current trends to identify best teaching practices.
	
	
	
	

	14. acknowledge and support the innovative ideas of others.
	
	
	
	

	Excellence
	4
	3
	2
	1

	As a teacher I…
	
	
	
	

	15. make an effort to be the driving force behind significant initiatives.
	
	
	
	

	16.  maintain a clear vision and uphold guiding principles in schools, teaching, and learning.
	
	
	
	

	17.  tailor my leadership approach to the unique circumstances of each situation.
	
	
	
	

	18.  assess our school’s effectiveness in enhancing student learning.
	
	
	
	

	19. express my views and beliefs about schools, teachers, and education with clarity.
	
	
	
	

	20. think critically about the overall direction and perspective of the school.
	
	
	
	

	21. consistently strive to demonstrate good character and sound intellect in school.
	
	
	
	


Source: Job Competence Framework from Bayron, Lumapenet, and Esrael (2024)


















Part III. Motivation to Work

Direction:The following statements describe possible experiences related to teachers’ motivation and work engagement. Place a check mark (✓) on the space provided for each statement that reflects your personal experience, using the scale below as your guide.	
4 – Always			= The teachers are highly motivated to work.
3 – Often			= The teachers are motivated to work.
2 – Rarely			= The teachers are less motivated to work.
1 – Never			= The teachers are not motivated to work.

	Intrinsic Motivation
	4
	3
	2
	1

	As a teacher I..
	
	
	
	

	1. learn new teaching skills at the workplace.
	
	
	
	

	2. feel highly motivated in the workplace.
	
	
	
	

	3. feel equipped for the teaching profession.
	
	
	
	

	4. believe I am doing a good job.
	
	
	
	

	5. feel that teaching gives me purposeful life.
	
	
	
	

	6. feel free and empowered at the workplace.
	
	
	
	

	7. can express myself creatively at work.
	
	
	
	

	8. have access to all required teaching materials.
	
	
	
	

	Extrinsic Motivation
	4
	3
	2
	1

	As a teacher I..
	
	
	
	

	9. feel that my headteacher respects the staff.
	
	
	
	

	10. appreciate that my headteacher praises my work.
	
	
	
	

	11. receive satisfactory benefits in my teaching career.
	
	
	
	

	12. find my salary and workload satisfactory.
	
	
	
	

	13.  am pleased with the working environment at my school.
	
	
	
	

	14. am happy with the facilities of my institution.
	
	
	
	

	15. am motivated by promotion opportunities to do a better job.
	
	
	
	

	16. consider my vacation/leave policy satisfactory.
	
	
	
	

	17. am satisfied with the standard of my professional life.
	
	
	
	

	18.  have opportunities to broaden my professional expertise.
	
	
	
	


Teachers’ Motivation Questionnaire (TMQ) developed and validated by Ramzan and Khurram (2023).



