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 Abstract 

 This study focused on the education governance towards creating job satisfaction of  teachers at Cavinti Elmentary School and the 
teachers’ motivation in terms of: reward system, training and development, job satisfaction, and work situational factors There are 25 
teacher-respondents from this study.The following are the salient findings in this study: After the one sample t -test on Reward system 
perception, the results show that Hardworking teachers are encouraged by giving them  presents and Teachers are promoted on the basis 
of their qualifications and performance. However, there is no conclusive agreement among the respondents in all the indicators presented 
in Training Development perception. On the perception on Work Situational Factors, Education policies in schools are tight on teachers 
thus they get dissatisfied with their jobs. After the multiple regression, the following are the results of the prediction of Independent  
variable to Dependent Variable.  When taken together, all Education Governance indicators predict. Teacher Motivation components such 
as Reward System, Training and Development, Job Satisfaction and Work Situational Factors. 

 
Keywords: education, governance, job satisfaction, teachers 
 

 
1. Introduction 
  
 The term ‘education governance’ is one of the most cited concepts in contemporary parlance used to 
describe and understand changing patterns in the organization of education in the twenty-first century.  It 
functions as a key reference point for national governments, state authorities, local governments, municipalities 
and regional offices, provincial and district departments, parastatal agencies, and school boards.  
 One factor that can be affected by school governance is the teacher motivation plays an important role 
in the promotion of teaching and learning excellence. Generally, motivated teachers are more likely to motivate 
students to learn in the classroom, to ensure the implementation of educational reforms and feelings of 
satisfaction and fulfillment. While teacher motivation is fundamental to the teaching and learning process, 
several teachers are not highly motivated. This observation should be taken seriously and an investigation into 
the factors influencing teacher motivation is therefore necessary to achieve the educational goals in every 
learning institution.  
 The teacher is the one who translates educational philosophy and objectively into knowledge and skills 
and transfers them to students in the classroom. Teachers always facilitate academic knowledge and skills to 
pupils, so teachers who motivated well worked hard hence influence student’s better academic performance. 
Motivation and performance are very important factors in terms of school success and students’ 
achievements. If changes occur in school external environment, then it is necessary for a school to adopt 
that change because it may motivate to gain a competitive advantage. For this, the main thing they required 
is the skilled and competent teachers (Latt, 2018). Motivation plays an important role in the school because it 
increases teacher morale and performance and school goals can be achieved in an efficient way. The behavior 
of teachers can be change through motivation in any school. From situation to situation, the level of motivation 
differs within an individual (Sanghi, 2016). Othman (2016) has confirmed that if in schools, the teachers do not 
have sufficient motivation then they are less competent which directly influence the students and the education 
system. 
 In order to reach the expected goals motivation should activated by providing incentives. Okeke (2017) 
defined motivation as a complex socially learned pattern of behavior. In a workplace, motivation embraces all 
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factors in an employee’s development toward the achievement of organizational goals. Peretomode (2016) 
defined motivation as the process of influencing or stimulating a person to take action that will accomplish 
desire goals.   From the above definitions, it can be said that motivation is a process of stimulating, channeling 
and sustaining behavior. 
 Just like perception and attitude, motivational level of individual is different from one person to 
another. For example a person may be motivated by money, another by job environment; still another may be 
motivated by a sense of having a job, and the like. Teacher motivation encompasses forces both within and 
external to the individual. The internal teacher motivation comprises of the needs, wants and desires which 
exist within an individual; as such influence the teachers thought which in turn leads to a positive change 
behavior toward improving learning. 
 Teacher motivational level can rise when the teaching job enables teacher to satisfy the life supporting 
elements of his or her physical body like food, water, shelter etc. It can also rise, when the teacher feels useful 
in his or her job and when he or she feels satisfied with what she or he is doing. 
 
1.1. Background of the study 
 
 Education is particularly vulnerable to governance failures as it is replete with cooperation challenges 
(Kidjie Ian Saguin, 2019). In education, governance relates to how decisions are made. As schools and outside 
organizations work together, the way they are governed has a significant influence on the achievement of 
students and teachers alike. 
 Educational institutions who exhibit governance show support to their stakeholders, teachers, and other 
staff. Organizational fairness is another component of organizational performance and job satisfaction (Kim, 
S., & Park, S., 2017). Education governance are important in the school. It helps one another to elucidate good 
performance, fairness, respect for their colleagues, job contentment, appreciation, and the likes.  

The potential use of skills, knowledge and competencies of employees in the organization would help 
to improve organizational performance. Once an organization believes to determine its upcoming mission and 
willing to achieve them, it is then rely on the employees, as they will be the key to do the necessary work geared 
towards achievement of the organizational goal and success through their performance (Khan, Y. 2018). 

With the increasing responsibilities of the principal as a school leader, it has resulted in the need for 
higher accountability and expectation for the school toward providing quality education. As leaders, principals 
must thus charge their duties to assist school development and hence educational transformation. Schools are 
increasingly required to hold teachers responsible. The teacher motivation is considered as one of the important 
factors that contributes to the success or failure of school.  

There are many determinants of teacher motivation. These include teacher status, class size, workload, 
professional development and salary. Performance can be regarded as almost any behavior, which is directed 
towards task or goal accomplishment in the views practice and in evaluating teacher’s  performance at the work 
place (Pritchant, 2016). Good performance among teachers in an organizational has many implications such as 
high motivation. 

Motivating people to improve their working performance isn't easy and won't be done by approaches 
that aren't sensitive to context. The researcher is convinced that administrators' work allocation and 
interpersonal interactions greatly influence teachers' willingness to educate well. The researcher suggests that 
school administrators should share jobs evenly among their teacher-subordinates based on experience. Also, 
given the school's location, this allows administrators to better manage time and minimize miscommunications 
with teachers.  

With the said scenarios, the researcher is motivated to conduct a study on school administrators’ 
delegation of task and interpersonal communication as promising new line of research. 
 
1.2. Statement of the Research Problem 
 

This study aimed to look the possible effect of factors influencing the teachers’ motivation and job 
performance during pandemic in Cavinti District  School Year 2020 - 2021. 
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Specifically, it sought to answer the following questions: 
1. To what extent is the level of education governance in terms of:  

1.1.  Competent, Ethical and Supportive; 
1.2. Fairness; 
1.3. Good performance; 
1.4. Friendly and supportive staff; 
1.5. Professional school supervision; 
1.6. Job contentment; 
1.7. Respect for each other; 
1.8. Committed to organizational goals; 
1.9. Appreciation through recognition, and 
1.10. Appropriate compensation? 

2. To what extent is the level of teacher’s motivation in  terms of: 
2.1. Job satisfaction; 
2.2. Reward System; 
2.3. Training and Development, and 
2.4. Work Situational Factors? 

3. Is there a significant difference on the education governance to teachers’ motivation?  
4. Based from the findings, what educational governance towards creating Job satisfaction of 

teachers? 
 
Hypothesis 
 

There is no significant prediction on the education governance to teachers’ motivation in public 
elementary teachers in Cavinti Elementary School, Division of Laguna.   
 
Significance of the Study 
 

This study may give them awareness in planning and organizing seminars, trainings and 
conferences to improve teachers’ motivation. 

 
Superintendents. This study may yield vital information in identifying problems/conflicts that arises in 
the school system that decline the teachers’ motivation and job performance for the formulation of best 
practices.  

 
Principal. This study can help the school heads to have additional information on how to uplift the 
motivational level of teachers especially in this times of pandemic where  teachers’ cannot deliver 
instruction using the traditional face to face mode to improve instructional practices.   

 
Teachers. This study may contribute useful insights to enable them to adapt and adjust the school 
environment during this pandemic crisis. Through this, they may improve themselves and work motivated 
having a high standard of job performance.  

 
Parents. This study can provide benefits to them including their children as readiness to face that changes 
in school setting and they themselves encourage the teachers in delivering the education even in this times 
of pandemic.  

 
Community. This study may benefit the community for them to support all the teachers’ endeavor in 
teaching during this time of pandemic. 
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To The Researchers. To the future researchers, this study may offer literature and findings that they may 
find useful in the conduct of their studies.        
Scope and limitations of the Study 
 

The study was conducted in Cavinti Elementary School, Division of Laguna. The focus was on 
the education governance and the teachers’ motivation.. The respondents were 25  public school teachers, 
school year 2019-2020. It was conducted to identify the education governance on the teachers’ motivation. 
To find out what other means a school principal may use or how they would strengthen the further enhance 
their roles to ensure that the teachers’ were being motivated so that they would achieve its goals and 
objectives for the benefit of the school community as a whole. 

 
Definition of Terms 

Motivation. Motivation is defined as “some kind of internal drive which pushes someone to do things 
in order to achieve something. Work motivation refers to the psychological processes that influence 
individual behavior with respect to the attainment of workplace goals and tasks. 

Reward System. This is the compensation given to teachers for the  
services they render in terms of salary and incentives. 

Incentive. This is something that motivates or encourages an individual to  
perform  to do something or work harder. 

Job Satisfaction. It is a positive feeling about one’s job resulting from an evaluation of its 
characteristics. 

Teachers' job performance. It can be defined as the actions they perform in  
schools in order to achieve educational goals. 

Extrinsic motivation is reward-driven behavior. 
Intrinsic motivation, external factors drive this form of motivation. 

 
2. Review of Related Literature and Studies 
 

 This section presents literature and studies both from foreign and local sources which are 
relevant to this investigation. They are reviewed to support the problems being studied. 

This section presents literature and studies both from foreign and local sources which are relevant 
to this investigation. They are reviewed to support the problems being studied. 
 
Education Governance 

Education governance is experienced by some as a part of the dangerous and mischievous practices 
of the ‘hidden hand’ of the market or neoliberalism more generally, while those who fear the tyranny of 
hierarchies and are distrustful of top-down systems celebrate it as an empowering tool for democratic 
change, innovation, and improved effectiveness or transparency. 

Education governance can be reduced to something procedural and programmatic – a technique or 
technology of government for example. The introduction of new public management systems captures the 
intensity and encroachment of these techniques and technologies ‘on the ground’ where they appear deeply 
ingrained in the everyday practices inhabited and performed by frontline staff in schools. Public management 
systems work to reconfigure the internal dynamic within schools through redefining the roles of senior and 
middle school managers; embedding new forms of accountability that bolster choice and competition; setting 
priorities and directives that complement new provision models, key among them being charter schools, 
academies, and free schools; and rearticulating meanings and practices of professionalism, professional 
judgment or ‘success’, now intimately linked to performance pay indicators. 
 
Teachers’ Motivation 

Teachers’ motivation plays an important role in promoting a healthy teaching environment. Self-
determination theory (Ryan, 2015) can provide important insight into the understanding of teachers’ 
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motivation, including the reasons they do their work, continue to teach, experience success, and enjoy 
what they do. The purpose of this chapter is to review the research on teachers from a motivational 
perspective, while taking into consideration the role that teachers’ motivation has on their behaviors with 
their students. More specifically, we examine how contextual factors influence teachers and how their 
impressions of these factors, their need satisfaction or dissatisfaction, their motivation for teaching, their 
general motivation, and their psychological and behavioral outcomes are related. As such, this review 
could inform school administrations by demonstrating why they should take care to ensure that their 
teachers are supported and having a psychologically sound experience. Since this review focuses on some 
of the key environmental factors that are relevant to teachers, it provides school administrations some key 
areas they can work on to promote, within their own organizations, more motivated teaching and better 
outcomes for both the teachers and students.  

Employees in organizations and learning institutions like to feel that someone cares about their 
work and appreciates it which in turn motivates them to work more effectively. Owens (2016) described 
motivation as the forces that cause people to behave as they do. He further points out that behaviorists think 
of it as extrinsic while others believe it is intrinsic. Generally, in schools, the challenge for administrators is 
to develop highly motivated teachers who are actively engaged in teaching and learning, open to new ideas 
and approaches, and committed to students and change over the lifetime of their teaching careers. 
 
REWARD SYSTEM 

According to Luis, et.al. (2018) reward systems are central to the Human Resource Management 
function. Their purpose is to attract talented individuals, motivate them and retain those that have a better 
fit with the organization.  

Motivated employees are willing to go the extra mile when their job requires it. They tend to be 
more productive, energized and creative. Unmotivated employees are likely to exert little effort and avoid 
additional work assignments as much as possible. Work motivation is desired but it is not a constant 
phenomenon that every employee possesses. Individual characteristics and organizational factors influence 
motivation. Thus, organizations require mechanisms that encourage a consistent level of motivation to 
ensure their sustainability. Extrinsic rewards encourage an employee to be motivated to do the work being 
rewarded because of its instrumental value. The organization’s emphasis on intrinsic rewards will also 
enhance an employee’s motivation (e.g., due to the enjoyment of the work it-self). 

For some time, organizations mainly relied on extrinsic rewards as their main mechanism to 
influence motivation. Intrinsic rewards were not formally considered in reward policies and practices 
because they were seen as psychological phenomena that pertain to the individual. 

Extrinsic rewards can be categorized into seven groups: compensation, benefits, workplace 
environment, recognition, development and feedback, promotion and career opportunities, and leadership. 
Each group is described in turn.  
 
JOB SATISFACTION 

According to Muchinsky (2015), most of the earlier reviews of the literature suggested a weak 
and somewhat inconsistent relationship between job satisfaction and performance. A review of the literature 
in 1985 suggested that the statistical correlation between job satisfaction and performance was about. Thus, 
these authors concluded that  the  presumed  relationship  between  job  satisfaction  and  performance  was  a  
ʊmanagement fadۅ and ʊillusory.ۅ This study had an important impact on researchers,  and in some cases 
on organizations, with some managers and HR practitioners concluding that the relationship between job 
satisfaction and performance was trivial. 

According to Organ (2018) suggests that the failure to find a strong relationship between job 
satisfaction and performance is due to the narrow means often used to define job performance. Organ argued 
that when performance is defined to include important behaviors not generally reflected in performance 
appraisals, such as organizational citizenship behaviors, its relationship with job satisfaction improves. 
Research tends to support Organ‘s proposition in that job satisfaction correlates with organizational 
citizenship behaviors (Ryan, 2018). In addition, in a more recent and comprehensive review of 301 studies, 
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Patton (2016) found that when the correlations are appropriately corrected (for sampling and measurement 
errors), the average correlation between job satisfaction and job performance is a higher. In addition, 
the relationship between job satisfaction and performance was found to be even higher for complex (e.g., 
professional) jobs than for less complex jobs. Thus, contrary to earlier reviews, it does appear that job 
satisfaction is, in fact, predictive of performance, and the relationship is even stronger for professional jobs. 
Job satisfaction has been the most frequently investigated variable in organizational behavior (Spector, 
2017). Job satisfaction varies from one individual to another Peretomode (2015) and Whawo (2013), 
suggested that the higher the prestige of the job, the greater the job satisfaction. Many workers, however, 
are satisfied in even the least prestigious jobs. They simply like what they do. In any case, job satisfaction 
is as individual as one‘s feelings or state of mind. Job satisfaction can be influenced by a variety of factors, 
e.g. the quality of one‘s relationship with their supervisor, the quality of the physical environment in which 
they work, and the degree of fulfillment in their work. On the other hand, improved job satisfaction can 
sometimes decrease job performance. Warr (2018) suggested that jobs differ in the extent to which they 
involve five core dimensions: skill variety, task identity, task significance, autonomy, and task feedback. He 
further suggested that if jobs are designed in a way that increases the presence of these core characteristics, 
three critical psychological states can occur in employees: experienced meaningfulness of work, experienced 
responsibility for work outcomes and knowledge of the results of work activities. 

There are three models in relation to job satisfaction. These are situational, dispositional, and 
interactional models. These three main lines of models have been used extensively to predict the job 
satisfaction of employees in organizations. The interactional model of job satisfaction argues that the fit 
between the person and the environment influences job satisfaction. This approach is known as the Person-
Environment Fit. Spokane (2015) reviewed the model literature and concluded that the Person-Environment 
Fit is positively related to job satisfaction. It is reasonable to expect that personality traits influence personal 
values and attitudes, as most recent empirical research has demonstrated. 
 
TRAINING AND DEVELOPMENT 

Employee performance impacts the bottom line of an organization. For this reason, it is the 
responsibility of organizational leaders to be aware of the importance of training and development’s impact 
on the performance and evaluation of employees. Employee training and development assists the 
organization and employees in attaining diverse goals, such as improving morale, sense of security, 
employee engagement, and overall competencies necessary to perform a particular job. In addition, 
organizational leaders should use systematic approaches for assessing employee performance, which 
outcomes are usually determined on personal, organizational, environmental, motivation, skill level, 
aptitudes, or role perceptions factors. 

Employees are the backbone of the organization. Therefore, it is vital for organizational leaders to 
recognize the importance of training and development in employee performance and evaluation. Enhanced 
capabilities, knowledge, and skills are the foundation for the organization’s competitive advantage in today’s 
global market. 

Efforts on employee training and development demonstrate that organizations are capitalizing not 
only on high potential employees, but also on individuals who can commit to achieving higher levels of 
responsibilities.  

The needs for employee training and development may occur at any level of the organization, such 
strategic, tactical or operational. Leaders at all levels of management are responsible not only for identifying 
the needs for training and development, but also for selecting the best methods, approaches, strategies, 
programs, implementation, and assessment venues to achieve expected individual performance and 
organizational results. A vital element in the process of identifying employee training and development 
needs is that all needs should be relevant to organizational objectives. Employee training and development 
is one of the most significant motivators used to help both individuals and organizations in achieving their 
short-term and long-term goals and objectives. Training and development not only enhance knowledge, 
skills, and attitudes, but it also offers several other benefits.  

227

www.ijrp.org

MARIJANE M. CASTRO  / International Journal of Research Publications (IJRP.ORG)



Rouse (2018) found that general training and specific skills are many times embedded in one 
another. They found that employees that attended training, regardless of its specificity, became more 
invested employees. These employees were shown to seek more job upgrades, receive more performance 
awards, and have better job attendance than those that did not  attend  training.  The  ʊgeneral  skillsۅ  training  
program  which  was  paid  completely  by  the employer essentially led to less employee turnover. It can be 
argued that the expenditure of effort and time led these employees to become more committed to the 
organization. Many scholars agree that organizations that train their employees consistently have better 
outcomes than those that do not. When business environments change quickly and abruptly, it is typically 
the companies with the best trained employees that adapt and adjust most efficiently.  

Huberman (2017) determined these statements to be accurate in their study that looked at training 
and turnover from the perspective of evolving organizations. The researchers   affirmed   that   training   
encourages   ʊspontaneous   cooperationۅ   in   many   large companies. Even in fast moving and ever evolving 
industries, the cooperation that can be achieved through training could lessen the need for complicated 
company policies. Thisʊspontaneous cooperationۅ which results from training is due to the training 
participant‘s sense of debt to the company. These fast paced, ever-changing industries need to retain 
employees in order to achieve company goals and gain a competitive advantage. Organizational training can 
offer these employees an opportunity they may have not been able to achieve elsewhere. This translates to 
the employee feeli ng a sense of debt to the company and desiring to ʊspontaneously cooperateۅ as a means 
of repaying the reward that they received. 

Varga (2017) stated that some of the factors characterizing education in schools (class size, 
expenditure per pupil) do not have demonstrable effects on student performance while teacher quality (as 
measured by skills, knowledge and qualifications) plays a decisive role in students‘ progress. Based on an 
analysis of teacher training policies in 25 countries, the OECD (2005) report cogently entitled Teachers 
Matter comes to the conclusion that teacher quality is the most important factor in an education system, and 
the second most important factor (only preceded by family background) among the variety of influences 
affecting student achievement. McKinsey & Company report stated that certain education systems achieve 
substantially better outcomes than others because ʊthey have produced a system that is more effective in 
doing three things: getting more talented people to become teachers, developing these teachers into better 
instructors, and in ensuring that these instructors deliver consistently for every child in the system. 

 
WORK SITUATIONAL 

Rahdiyanta (2019) expalined that situational factors include school culture, corporate culture, and 
institutional performance. School culture is characteristics, personalities, and images of the institution in a 
wider community. Schools must set a mission to create a challenging, fun, fair, creative, integrative and 
dedicated culture to achieve its vision to produce highly qualified graduates. Highly qualified graduates have 
indicators of being cautious, honest, creative, model, hardworking, tolerant and competent in leading and 
answering challenges of human resource development needs. The organizational culture at schools also has 
a correlation with the teachers’ attitudes in working.  

In an environment with strong organizational ideology, shared participation, charismatic leadership 
and intimacy, teachers experienced higher job satisfaction and increased productivity. A qualified vocational 
education should collaborate with the business and industrial worlds. Therefore, school culture is closely 
related to corporate culture. The corporate culture acts as shared values and describes the pattern or the 
behaviors of a company. The corporate culture is shaped by the institutional history process, through a 
combination of policy management, traditions, and philosophical values that guide it. Regarding the 
integration of different aspects, which enhances corporate culture, the culture of each institution/ company 
differs from one to another. This means that corporate culture plays an important role in managing the 
changes that arise due to the demands of innovations.  

Institutional performance is expected to affect both learning processes and learning outcomes. The 
institutional performance is indicated by effective communication, good coordination, appropriate conflict 
resolution, appropriate problem solving, effective implementation of decisions, and effective and efficient 
management of programs. 
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The work environment has a significant impact upon employee performance and productivity.  

By work environment we mean those processes, systems, structures tools or conditions in the work place 
that impact favorable or unfavorable individual performance. The work environment also includes policies; 
rules, culture, resources, working relationships, work location and internal and external environmental 
factors, all of which influence the ways those employees perform their job functions. 

According to Clements-Croome (2016), environment in which people work affects both job 
performance and job satisfaction. The tasks workers perform in modern office buildings are increasingly 
complex and depend on sophisticated technology; and companies whose occupancy costs are increasing 
generally seek to reduce them without adversely affecting the workers. Such workspace decisions aspire to 
create an investment in employees‘ quality of life, the argument being made that measurable productivity 
increases will result. Dilani (2015) adds that, researchers are increasingly finding links between employee 
health and aspects of the physical environment at work such as indoor air quality and lighting. Contemporary 
literature on stress in the work environment typically focuses on psychosocial factors that affect job 
performance, strain and employee health. Some theoretical models of stress at work have included the 
physical environment as a factor. 

 
SYNTHESIS 

Peretomode (2016) opined that a teacher’s performance in contributing towards learning is strongly 
influenced by teacher motivation. Teachers' motivation is vital in fostering a positive learning environment. 

Chandrasekhar (2017) studied how the workplace affects employee morale and productivity. If an 
employee dislikes their workplace, they lose motivation, respect, and the freedom to make personal 
decisions. Self-determination theory (Ryan, 2015) may help us understand why teachers do what they do, 
continue to teach, succeed, and enjoy it. Owens (2016) defined motivation as the factors that drive human 
behavior. In a study done by Ofoegbu (2016) in Nigeria, he found that teacher motivation enhances 
classroom effectiveness and improves schools. 

Michaelowa (2017) showed no statistically significant influence of teacher-school management 
contact on work satisfaction. Dessler (2016) investigated how teachers' work performance and motivation 
varied. In Kenya, Sylvia (2016) found that FPE created increased class sizes, shortage of teachers, heavy 
teachers' working load, and lack of teacher motivation. Studies show that many primary school teachers, 
particularly in Sub-Saharan Africa, are dissatisfied with their jobs and lack motivation.  

The work atmosphere and teacher rewards are seen as determining elements of lack of motivation. 
Locke (2016) defines job satisfaction as a pleasurable or positive emotional state resulting from the appraisal 
of one‘s job or job experiences. Job satisfaction is influenced by several things. These include pay, 
promotion system perceived justice, working conditions, social ties, leadership, and the job itself. Warr 
(2018) suggested that jobs differ in the extent to which they involve five core dimensions: skill variety, task 
identity, task significance, autonomy, and task feedback.  

Three models exist for job satisfaction. Situational, dispositional, and interactional models have 
been used extensively to predict the job satisfaction of employees in organizations. According to the 
interactional model of job satisfaction, the person-environment fit impacts job satisfaction. This is called the 
Person-Environment Fit.  

Employee motivation is influenced by rewards. Management often prioritizes extrinsic rewards 
over intrinsic ones, yet both are vital to employee engagement. Liebman (2016) mentioned that rewards fall 
into three groups: material, social, and activity. Remuneration is typically utilized to energize, direct or 
control employee behavior.  

Employees who are properly trained to accept additional responsibility have reduced turnover rates. 
Companies that give more training have a high percentage of employee terminations. Companies with a high 
turnover rate start training programs to improve staff skills. Rouse (2018) discovered that general and 
specific skills are often intertwined. Employees that received training, regardless of its detail, were more 
engaged. According to Varga (2017), teacher quality is important for student success. Meanwhile, Mourshed 
(2017) states that an education system’s quality cannot surpass its teachers'. Job satisfaction is affected by 
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the workplace environment, says Clements-Croome (2016). Working environment has a big influence on 
employee performance and productivity. 
 
Theoretical Framework 

        The present study is anchored from Dessler (2016) examined job performance and motivation 
from a teacher’s perspective motivation and job performance may be difficult to distinguish and 
motivation is often inferred from the output produced, the possibility of high motivation and low output 
or low motivation and high output is often not considered. The implications of either neglecting 
motivation or considering it a part of job performance for the empirically observed relationship between 
job performance and motivation can be significant. If effort is costly for an employee, ignoring effort 
can bias  the estimated effect of  job performance, because effort should increase job performance. 
As satisfaction is another very important thing in terms of motivation so employees are when satisfied 
with their job, organization environment, salaries, rewards, then automatically get motivated and show 
their best efforts towards their job performance. 

Davidson (2016) focused on role of teachers in providing good quality education in primary schools 
through motivation where it suggested some initiatives to increase the teacher’s level of motivation that 
will improve the education system. The organizational culture affects the performance of the employees 
positively or negatively. As in organization different employees from different culture and background 
and with different languages so there thinking level is also different. 

This study is anchored on the Job Characteristic Model Theory of Hackman and Oldham, from 
which according to them on the idea that the task itself is the key to employee motivation. Job enrichment 
and job rotation are two ways of adding variety and challenge to a job and encourage workplace motivation. 
It states that there are five core job characteristics, skill variety, task identity, task significance, autonomy 
and feedback, which impact three critical psychological states experienced meaningfulness, experienced 
responsibility for outcomes, and knowledge of the actual results, in turn influencing work outcomes, job 
satisfaction, absenteeism, workplace motivation, etc. Hackman and Oldham’s job characteristics motivation 
theory propose that high workplace motivation is related to experiencing three psychological states while 
working: Meaningfulness of work, Responsibility, and Knowledge of Outcomes. 

Obviously that which is delegated cannot exceed the minister’s man dated set of responsibilities. 
Moreover, the extent of the delegation may be limited by the capabilities of the deputy and others to whom 
work would otherwise be delegated. In practice the delegation of work will be limited by "managerial style." 
More specifically, it will be limited by the manager’s views about the risks of losing control through 
delegation. Managers in government organizations traditionally have invested a lot of time ensuring quality 
by controlling the tasks and activities that go into producing the service. In this situation, their generic 
anxieties about more delegation may stem from fears that work may not get done on time, that the quality 
of work outputs may be unsatisfactory, or that mistakes will be made that will cost time and money to fix. 

Motivating refers to encouraging and is a process of entrusting authority and responsibility to other 
people. In its strictest form, the person to whom authority is delegated acts on behalf of the one from whom 
authority is delegated. More generally delegated authority gives the recipients fairly wide powers to act as 
they consider it appropriate (Farrant 2016). The main reason for delegation in schools emanates from the 
fact that the task of running a school is too broad a responsibility for one person to manage alone. Regardless 
of the number of hours one may invest in one’s work, one cannot succeed in completing the work alone. 
However, no matter how many hours one puts into one’s work. There are too many tasks and too many 
people to deal with, so the workload has to be shared (Musaazi 2017). Educational managers should strive 
to strike a balance between giving up total control to a group and holding too tightly to the reins. Delegation 
means initially setting the parameter, and then staying involved through co-ordination of resources, 
reviewing progress report, and being able to meet with teams at critical junctures (Jones et al. 2019). Dessler 
(2016) stated that while authority can be delegated, responsibility cannot. Though educational managers can 
assign certain responsibilities to their subordinates, they are expected to ensure that these responsibilities 
are carried out properly. This is because they are ultimately accountable. Delegation of authority always 
entails the creation of accountability. 
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Generally it is much more difficult to get work done through agents than it is for the principal to 
do the work himself or herself. This is manifested in several generic sub problems. First, principals tend to 
run out of time in dealing with all the agents to whom they have delegated work. Here there is a need to 
manage management time Oncken. Second, the transfer of work to agents with wider and deeper skill sets 
creates a situation where principals may not understand the skills of the agents and therefore cannot easily 
judge the agents’ effectiveness. It is then difficult for principals to control agents’ activities in order to get 
them to meet the principal’s expectations. Here there is a challenge to find a way to deal with the principal’s 
inability to judge the skills of his or her agents. Third, there is a potential communications problem. Although 
the principal knows what is needed, agents may not fully understand what the principal expects. Most 
humans find it far more difficult to articulate what they are actually doing and what they want than to ‘lust 
do it" or get it for themselves, Bunker, (2016). A central challenge for principals is to communicate their 
expectations to the agent clearly. In reality, communication is assisted by a process of principal-agent 
dialogue in which feedback helps the agent to understand the principal’s intent and also provides information 
that may help the principal to formulate his or her expectations more clearly. The fourth problem is that the 
agent is unlikely to be com mitted to the principal’s expectations as much as the principal is. Here the 
challenge is to find ways to build the agent’s commitment. 

According to Nadeem, et.al (2017) social and economic conditions of teachers have an effect on 
their performance i.e. low salary., lack of facilities, status of teachers in society, teachers mental health and 
morale, stress of work, relation with staff and head teachers, working environment are all those factors that 
have an strong impact on females teachers performance. The level of motivation of teachers reduced, when 
there is a poor social and economic condition in the place where the school is located. It was concluded that 
there is a significant relationship between these factors of motivation and the efficiency of female teachers. 

The main benefits of motivation are that the organization can use the human resources in an 
appropriate way, for this the employee are willing to work itself. It brings employees satisfaction and the 
goals can be achieved on time in organization. In this way, the efficiency increases and its cost become 
reduced. 

Bishay (2016) determined the feeling of teachers while doing different activities every day and 
which are those activities related to their work that will increase their level of motivation. Further, Bishay 
found that mostly teachers experienced that they were paid less salary according to their knowledge, skills 
and capabilities for doing their job. Thus, respect should be given to teachers, provide them training to 
exceed their performance level and salaries should be designed according to their capabilities, experience 
and skills regarding job. 
 
Conceptual Framework 

The conceptual framework provided consists of independent variables and dependent variables 
which were considered in the study. 

 
      Independent Variable          Dependent Variable   
          

 
 
 
  
 
 
 
 
 
 
 

Figure1.Research Paradigm of the Study 

Teachers’ Motivation 
 

Job satisfaction 
 

Reward System 
 

Training and Development 
 

Work Situational Factors  
 

Education Governance 

-Competent, Ethical and Supportive 
-Fairness 
-Good performance  
-Friendly and supportive staff 
_Professional school supervision 
-Job contentment 
-Respect for each other 
-Committed to oganizational goals   
-Appreciation through recognition 
-Appropriate compensation 
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Figure 1. Illustrates the paradigm of the study. The Independent Variables are the Education 
Governance in terms of Competent, Ethical and Supportive; Fairness; Good performance; Friendly and 
supportive staff; Professional school supervision; Job contentment; Respect for each other; Committed to 
oganizational goals; Appreciation through recognition; and Appropriate compensation. Meanwhile, the 
dependent variables are Teachers’ Motivation in terms of Job satisfaction, Reward System, Training and 
Development, and Work Situational Factors. The process are job performances of public elementary school 
teachers and the output is the proposed learning action cell for teachers. 
 

 
3. Methodology and Statistical Treatment 
 

The purpose of governing bodies and its officials is to give effective direction to the school and 
its students, paving the way for the achievement of the highest possible educational standards. It is the 
governance of education and training systems that is focused with the way in which the finance, 
administration, leadership, and administration of education and training systems are regulated. Students' 
and teachers' performance is greatly influenced by how educational institutions are governed. This is 
because governance defines and regulates connections both inside and between schools, even between 
schools and outside organizations. 

 
RESEARCH METHODOLOGY 

This chapter describes and discusses the research method and procedure of the study. This 
includes the research design, population and sampling, the respondents of the study, the instruments, the 
data gathering procedures, and the statistical treatment of data. 
 
Research Design  

This study used descriptive survey design. The main advantage of this type of design is that it 
enables the researcher to asses the situation within the study area at the time of the study. The researcher 
therefore used the design to assess the factors affecting teacher motivation in public elementary school 
teachers of Cavinti District,Division of Laguna. According to Cooper (1996), a descriptive study is 
concerned with finding out who, what, where and how of a phenomenon which is the concern of this study. 
Thus, the researcher deemed the design appropriate for the study as it allowed for investigation of how 
different factors affect teacher motivation in the area of study. 
 
Respondents of the Study 

  In this study, 100 % distribution of samples to teachers of CAvinti Elementary Schools 
in the Division of Laguna as respondents. The total respondents were twenty-five (25).  
 
 
Sampling Technique 
 

According to Kothari (2004) sampling is the selection of some parts of an aggregate or totality 
of what the population is made. Sampling is one of the best systematic techniques of choosing a group of 
individuals, which is small enough for convenient data collection and large enough to be true 
representative of the population from which it has been selected. It is concerned with the selection of the 
subset of individual from within a population to estimate characteristics of the whole population. 

The three main advantages of sampling are that the cost is lower, data collection is factor and 
since the data set is smaller it is possible to ensure homogeneity and to improve the accuracy and quality 
of the data (Creswell, 2008). The study involves probability and non-probability sampling to ensure that 
critical data obtained in the study. 

The researcher used purposive sampling technique since the research is all about 
determining the predictions between the school organizational culture on the collaborative 

1 , 
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governance. The respondents of the study were the twenty-five (25)  public elementary teachers 
of Santisimo Cavinti Elementary School in the Division of Laguna.  

 
Research Procedure 
 The researcher prepared his dissertation title proposal after it has been presented to his adviser for 
approval he began to make his chapter 1 to 3. The research proposal will be presented to his adviser for 
some technical assistance to further improvement of his research study. When it will be approved the 
researcher will be constructed some self-made questionnaires for the data he needs to be gathered for his 
study.  
 When the proposal is being checked and already approved, first, the researcher will be securing permit 
to the office of the school’s public district supervisor and the schools division superintendent before the 
data needed will be gathered. After the researcher received the endorsement from the office of the Schools 
Division Superintendent before the researcher will now be ready to conduct his study and personally 
distribute the questionnaires. The researchers will go   from one school to another to retrieve the 
accomplished questionnaires. 
 After the questionnaires have been accomplished, the results will be tallied and tabulated. These data 
become the bases of analysis and interpretation for final steps which is the summary of findings, 
conclusion and recommendation ready for the final defense of the research study. 
 
Statistical Instrument  of Data  

 The survey questionnaires is composed of sets of questions that gathered the extent 
level of education governance and teachers’ motivation in terms of reward sytem, job satisfaction, 
training and development and work situational factors.  

The instrument used the Likert scale system to find out and to asses teachers motivation 
and job performance.  

Range Numerical Verbal Interpretation 
4.01-5.00 5 Very highly motivated 
3.01-3.99 4 Highly motivated 
2.01-2.99 3 Moderately motivated 
1.01-2.99 2 Low level motivated 
0.01-0.99 1 Very low motivated 

Very highly motivated means that the respondents are having sufficient incentive, desire, or 
drive. Highly motivated means that the respondent is  very enthusiastic or determined because he really 
want to do something. Moderate motivation indicates that this person is moderately motivated to manage 
others on a social or organizational basis as a part of the overall vocational responsibilities and activities. 
For low level motivated responses means that there is a lower levels of engagement, poor 
communication, and diminished productivity are just a few of the issues that may proliferate and lead to 
his workplace become a toxic environment. Very low motivated responses means demotivation happens 
when employees have lost their inspiration or will to take action. This lack of interest and enthusiasm 
for work can have disastrous consequences for an organisation. Demotivation should be differentiated 
from momentary lack of drive, which is usually caused by personal issues 

Orodho (2004) defines a questionnaire as an instrument used to gather data, which allows a 
measurement for or against a particular viewpoint. He emphasizes that a questionnaire has the ability to 
collect a large amount of information in a reasonably quick space of time. Best and Khan (1993) observe 
that questionnaires enable the person administering them to explain the purpose of the study and to give 
meaning of the items that may not be clear. The researcher used questionnaires to collect data from 100 
teachers and from 10 school principls in the 10 public elementary schools in the Cavinti District.  

In able to answer the specific problem in this study, the following statistical treatment were used. 
Mean and standard deviation were used to determine the extent level of the education 

governance. 
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Mean and standard deviation were used to determine the extent level of the teachers’ motivation 
in terms of reward system, training development, job satisfaction, and work situational factors.  
          To find out the significant predictions between the education governance and the teachers’ 
motivation,  Regression analysis  was applied in the computation. 
 
 
 
 
 
 
 
 
 
 

 
 

4. Presentation, Analysis and Interpretation of Data 
 

 This portion of the study highlights the findings that result out of the investigation. Figures and tables 
were used to depict the data in an interesting manner, followed by interpretation and analysis. 

 
Table 1: Teachers’ Motivation in Terms of Reward System 

(Test Value : 3.5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Note: (S) Individual responses are significantly far from the mean and therefore, there is no conclusive 

agreement among respondents 
(NS) Individual responses are not significantly far to the mean hence the respondents are in agreement of 

what they are saying 
Crit. Value= 2.064 
Sig. = 0.05 

The table shows the extent level on perception on teachers’ motivation in terms of reward system. 
The t-values of each indicator presents whether the responses are near or far from the mean. Using the 
Critical Value for t-distribution for 24 respondents ( t=2.064) , if the value of t is more than the critical 
value then it is significantly far from the mean and there there is no conclusive agreement among the 
respondents. In this table, indicators 1,4 and 5, are significantly far from the mean. However, the indicators 
3 and 4 having the t-values both 1.00 are  less than the CV value 2.064 , therefore the responses to these 
indicators are not far from the mean hence the respondents are in agreement on what they are saying.   
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This result is also supported considering the Sig. value of 0.05, if the value of Sig. is less than 0.05  
then it is significantly far from the mean and there is no conclusive agreement among the respondents. In 
this table, indicators 1,4 and 5 are significantly far from the mean. However, the indicators 2 and 3 having 
the Sig. values both  .327 respectively are all greater than 0.05 , therefore the responses to these indicators 
are not far from the mean hence the respondents are in agreement of  what they are saying.   

Lastly, this result is confirmed considering the 95% Confidence Interval of Difference, if the 
interval includes 0 ( ranging from negative to positive number)   then it is not significantly far from the 
mean and therefore the respondents are in agreement of  what they are saying.  The table still shows , 
the indicators 2 and 3 having the intervals ranging from negative values of lower limit and positive 
values of upper limit.  

This shows that the respondents are in agreement that the school practices the following: 
Indicator 2: Hardworking teachers are encouraged by giving them presents and Indicator 3: Teachers are 
promoted on the basis of their qualifications and performance. 

According to Callahon (2016), efficient reward system can be a good motivator but an inefficient 
reward system can lead to demotivation of the employees. Both intrinsic and extrinsic rewards motivated 
the employee and resulted in higher productivity. Sometimes management pays more attention to extrinsic 
rewards but intrinsic rewards are equally important in employee motivation. 

Table 2.  Teachers’ Motivation in Terms of Training and Development 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Crit. Value= 2.064 
Sig. = 0.05 

  
The tables show the extent level on perception on teacher’s motivation  in terms of training 

development. The t-values of each indicator presents whether the responses are near or far from the mean. 
Using the Critical Value for t-distribution for 24 respondents ( t=2.064) , if the value of t is more than the 
critical value then it is significantly far from the mean and  there is no conclusive agreement among the 
respondents. In this table, all indicators  are significantly far from the mean.  This implies that in all of these 
indicators of training development,  there is no conclusive agreement among respondents.  

This result is also supported considering the Sig. value of 0.05, if the value of Sig. is less than 0.05  
then it is significantly far from the mean and there is no conclusive agreement among the respondents. In 
this table, all indicators  are significantly far from the mean thus supporting the interpretation there is no 
conclusive agreement among the respondents. 

Lastly, this result is confirmed considering the 95% Confidence Interval of Difference, if the 
interval includes 0 ( ranging from negative to positive number)   then it is not significantly far from the mean 
and therefore the respondents are in agreement of  what they are saying.  The table still shows , all indicators  

235

www.ijrp.org

MARIJANE M. CASTRO  / International Journal of Research Publications (IJRP.ORG)



having the intervals not ranging from negative values of lower limit and positive values of upper limit are 
significantly far from the mean 

This shows that there is no conclusive agreement among the respondents in all the indicators 
presented in Training Development.  
  According to Taylor (2017), several studies show that training activities are correlated with 
productivity and retention. The use of formal training programs is associated with significantly higher 
productivity growth. Extensive training are more likely to be captured by the firm if employees are motivated 
to stay and contribute to the firm‘s success fostered in part by selective hiring, competitive pay packages 
and team-orientated work environments. 
 

Table 3. Teachers’ Motivation in Terms of Job Satisfaction 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Crit. Value= 2.093       Sig. = 0.05 

 
The tables show the extent level on perception on teachers’ motivation in terms of job satisfaction 

. The t-values of each indicator presents whether the responses are near or far from the mean. Using the 
Critical Value for t-distribution for 24 respondents ( t=2.064) , if the value of t is more than the critical 
value then it is significantly far from the mean and there is no conclusive agreement among the respondents. 
In this table, most indicators are significantly far from the mean. However, only indicator 8  having the t-
value 1.435 is l less than the CV value 2.064 , therefore the responses to this indicator is not far from the 
mean hence the respondents are in agreement of  what they are saying about this indicator.   

This result is also supported considering the Sig. value of 0.05, if the value of Sig. is less than 0.05  
then it is significantly far from the mean and there is no conclusive agreement among the respondents. In 
this table, most indicators  are significantly far from the mean. However, only indicator 8 having the Sig. 
value 0.164 is greater than 0.05 , therefore the responses to this indicator are not significantly far from the 
mean hence the respondents are in agreement of  what they are saying.   

Lastly, this result is confirmed considering the 95% Confidence Interval of Difference, if the 
interval includes 0 ( ranging from negative to positive number)   then it is not significantly far from the 
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mean and therefore the respondents are in agreement of  what they are saying.  The table still shows  that 
only the indicators 8 having the intervals ranging from negative values of lower limit and positive values 
of upper limit is  not significantly far from the mean 

This shows that the respondents are in agreement that the school practices,  Indicator 8: . I am 
satisfied with my work and would want to stay on it for a long time. 

According to Macfie (2016), it is important for management‘s effort to create a working 
environment where everyone is highly motivated and feels valued. He adds that if staff look after their 
health, they will be better in their own lives and in the business. If people feel better about the way they 
manage, their lives they will be more creative and more productive in the way they contribute at work. 

 
Table 4. Teachers’ Motivation in Terms of Work Situational Factors 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
  

 
 
 
 
The tables show the extent level on perception on teachers’ motivation in terms of work situational 

factors . The t-values of each indicator presents whether the responses are near or far from the mean. Using 
the Critical Value for t-distribution for 19 respondents ( t=2.064) , if the value of t is more than the critical 
value then it is significantly far from the mean and there there is no conclusive agreement among the 
respondents. In this table, most indicators are significantly far from the mean. However, only indicator 3  
having the t-value 1.890 is l less than the CV value 2.064 , therefore the responses to this indicator is not 
far from the mean hence the respondents are in agreement of  what they are saying about this indicator.   

This result is also supported considering the Sig. value of 0.05, if the value of Sig. is less than 0.05  
then it is significantly far from the mean and there is no conclusive agreement among the respondents. In 
this table, most indicators  are significantly far from the mean. However, only indicator 3 having the Sig. 
value 0.071 is greater than 0.05 , therefore the responses to this indicator are not significantly far from the 
mean hence the respondents are in agreement of  what they are saying.   

Lastly, this result is confirmed considering the 95% Confidence Interval of Difference, if the 
interval includes 0 ( ranging from negative to positive number)   then it is not significantly far from the 
mean and therefore the respondents are in agreement of  what they are saying.  The table still shows  that 
only the indicators 3 having the intervals ranging from negative values of lower limit and positive values 
of upper limit is  not significantly far from the mean 

This shows that the respondents are in agreement that the school practices,  Indicator 3: . Education 
policies in schools are tight on teachers thus they get dissatisfied with their jobs. 

 According to Chandrasekhar (2017), the workplace environment impacts on employment morale 
productive. If the workplace environment is not liked by the employee so they get de-motivated and their 

237

www.ijrp.org

MARIJANE M. CASTRO  / International Journal of Research Publications (IJRP.ORG)



performance authorities or duties, lack of appreciation, and lack of personal decision-making opportunities. 
People working in such environments are not satisfied with their employee’s job performance hence leading 
to poor performance in the teaching and learning process. 

 
Table 5. Level of Education Governance 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
  

 
 
 
The table shows the extent level of educational governance. The t-values of each indicator presents 

whether the responses are near or far from the mean. Using the Critical Value for t-distribution for 24 
respondents ( t=2.064) , if the value of t is more than the critical value then it is significantly far from the 
mean and there there is no conclusive agreement among the respondents. In this table, indicators 1,9 and 10, 
are significantly far from the mean. However, the indicators 2,3,4,5,6,7, and 8 having the t-values less than 
the CV value 2.064, therefore the responses to these indicators are not far from the mean hence the 
respondents are in agreement on what they are saying.   

This result is also supported considering the Sig. value of 0.05, if the value of Sig. is less than 0.05  
then it is significantly far from the mean and there is no conclusive agreement among the respondents. In 
this table, indicators 1,9 and 10 are significantly far from the mean. However, the indicators 2,3,4,5,6,7, and 
8 having the Sig. values all greater than 0.05 , therefore the responses to these indicators are not far from the 
mean hence the respondents are in agreement of  what they are saying.   

Lastly, this result is confirmed considering the 95% Confidence Interval of Difference, if the 
interval includes 0 ( ranging from negative to positive number)   then it is not significantly far from the mean 
and therefore the respondents are in agreement of  what they are saying.  The table still shows , indicators 
2,3,4,5,6,7, and 8 having the intervals ranging from negative values of lower limit and positive values of 
upper limit.  

This shows that the respondents agree that the school practices the following: Fairness, Good 
performance, Friendly and supportive staff, Professional school supervision, Job contentment, Respect for 
each other and Committed to organizational goals. 

According to Callahon (2016), efficient reward system can be a good motivator but an inefficient 
reward system can lead to demotivation of the employees. Both intrinsic and extrinsic rewards motivated 
the employee and resulted in higher productivity. Sometimes management pays more attention to extrinsic 
rewards but intrinsic rewards are equally important in employee motivation. 
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According to Peretomode (2016), teacher’s performance in contributing towards learning is 
strongly influenced by teacher motivation which includes good working conditions, staff training, 
promotions and good salary and remuneration, participatory decision, job security, recognition of 
performances and the teaching profession, financial rewards, scholarships and provision of other facilities. 

  
REGRESSION ANALYSIS AND DERIVED EQUATIONS 

Table 6.  REWARD SYSTEM: REGRESSION ANALYSIS 
  
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Looking at the Model Summary for Reward System, 86.10% change in Reward System  

can be accounted to the predictors of Education Governance at <.001 p-value/ level of significance. 
However, looking at the predictors independently, only EG4 has a unique contribution to Reward 
System having the sig value of .013. However, the rest of the predictors, having the p values of all greater 
than 0.05, these values become not significant.  

If taken singly the remaining predictors did not affect significantly Reward System. 
However, when they were taken together, their effect on RS is significant. Thus, these ten predictors must 
be considered together to have significant effect on Reward System . 

 
Derived Regression Equation 

Reward System= 4.532  -.012 (EG1) + .136 (EG2) + .104 (EG3)  - .276 (EG4) +.205 (EG5) - .039 
(EG6) - .173 (EG7) + .026 (EG8) - .170 (EG9) - .009 
(EG10) 

 In the regression equation, EG4, EG6, EG7, EG9 and EG10 having negative coefficients, were 
inversely related to Reward System which were considered to be areas that needed immediate strong 
intervention to turn it into positive effect.   
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Table 7.  TRAINING AND DEVELOPMENT: REGRESSION ANALYSIS 
  
 
 
 
 
 
 
 
 
 
 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Looking at the Model Summary for Training and Development, 71.70% change in 

Training and Development can be accounted to the predictors of Education Governance at .016 p-value/ 
level of significance. However, looking at the predictors independently, only EG1 and  EG4 have unique 
contributions to Training and Development  having the sig values of .054 and .042 respectively. 
However, the rest of the predictors, having the p values of all greater than 0.05, these values become not 
significant.  

If taken singly the remaining predictors did not affect significantly Training and 
Development. However, when they were taken together, their effect on TD is significant. Thus, these ten 
predictors must be considered together to have significant effect on Training and Development . 

 
Derived Regression Equation 

Training and Development= 3.503  + .257 (EG1) + .035 (EG2) + .332 (EG3)  - .420 (EG4) +.480 
(EG5) - .214 (EG6) - .233 (EG7) - .029 (EG8) + .081 
(EG9) - .220 (EG10) 

 
 In the regression equation, EG4, EG6, EG7, EG9 and EG10 having negative coefficients, were 
inversely related to Training and Development which were considered to be areas that needed immediate 
strong intervention to turn it into positive effect.  
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Table 8.  JOB SATISFACTION: REGRESSION ANALYSIS 
  
 
 
 
 
 
 
 
 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 Looking at the Model Summary for Job Satisfaction, 77.60% change in Job Satisfaction can 
be accounted to the predictors of Education Governance at .004 p-value/ level of significance. However, 
looking at the predictors independently, only EG5, EG7, EG8 and EG9 have unique contributions to Job 
Satisfaction  having the sig values of .046, .009,.002 and .011respectively. However, the rest of the 
predictors, having the p values of all greater than 0.05, these values become not significant.  

If taken singly the remaining predictors did not affect significantly Job Satisfaction. 
However, when they were taken together, their effect on JS is significant. Thus, these ten predictors must 
be considered together to have significant effect on Job Satisfaction . 

 
Derived Regression Equation 

Job Satisfaction= 4.873  - .017 (EG1) - .041 (EG2) + .246 (EG3)  - .298 (EG4) +.530 (EG5) + .128 
(EG6) - .661 (EG7) + .697 (EG8) - .473 (EG9) - .353 
(EG10) 

 
 In the regression equation, EG1, EG2, EG4, EG7, EG9 and EG10 having negative coefficients, were 
inversely related to Job Satisfaction which were considered to be areas that needed immediate strong 
intervention to turn it into positive effect.   
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Table 9.  WORK SITUATIONAL FACTORS: REGRESSION ANALYSIS 
  
 
 
 
 
 
 
 
 
 
 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 Looking at the Model Summary for Work Situational Factors, 86.80% change in Work 
Situational Factors can be accounted to the predictors of Education Governance at  <.001 p-value/ level 
of significance. However, looking at the predictors independently, EG1, EG2, EG3, EG4, EG6, EG7, EG8 
and  EG10 have unique contributions to Work Situational Factors having the sig values of <.001, <.001, 
.017, .041, .001, .003, .035 and .002 respectively. However, the remaining predictors EG5 and EG9, 
having the p values both greater than 0.05, become not significant.  

If taken singly the remaining two predictors did not affect significantly Work Situational 
Factors. However, when they were taken together, their effect on WSF is significant. Thus, these ten 
predictors must be considered together to have significant effect on Job Satisfaction . 

Derived Regression Equation 
Working Situational Factors= 2.384  + .341(EG1) - .346 (EG2) + .224 (EG3)  - .220 (EG4) - .214 

(EG5) - .270 (EG6) + .493 (EG7) - .264 (EG8) + .142 
(EG9) + .492 (EG10) 

 
 In the regression equation, EG2, EG5, EG6 and EG8 having negative coefficients, were inversely 
related to Work Situational Factors which were considered to be areas that needed immediate strong 
intervention to turn it into positive effect.   
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 THE INITIAL CONCEPTUAL FRAMEWORK 

The conceptual framework provided consists of independent variables and dependent variables 
which were considered in the study. 

 
       Independent Variable          Dependent Variable 
 
 
 
 
 
 
 
 
 
 
 
              
 
 
 
  

Figure1.Research Paradigm of the Study 
 

Figure 1. Illustrates the paradigm of the study. The Independent Variables are the Education 
Governance in terms of Competent, Ethical and Supportive; Fairness; Good performance; Friendly and 
supportive staff; Professional school supervision; Job contentment; Respect for each other; Committed 
to oganizational goals; Appreciation through recognition; and Appropriate compensation. Meanwhile, 
the dependent variables are Teachers’ Motivation in terms of Job satisfaction, Reward System, Training 
and Development, and Work Situational Factors.  

 
THE DERIVED CONCEPTUAL FRAMEWORK: A NEW THEORETICAL FRAMEWORK 

The derived conceptual framework provided consists of independent variables and dependent 
variables which were the results in the study. 

 
       Independent Variable          Dependent Variable  
 
 
 
 
 
 
 
 
 
 
 

Figure2. Derived Research Paradigm of the Study 
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Education Governance 
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-Fairness (EG2) 
-Good performance (EG3) 
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-Job contentment (EG6) 
-Respect for each other (EG7) 
-Committed to oganizational goals (EG8) 
-Appreciation through recognition (EG9) 
-Appropriate compensation (EG10) 
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5. Summary, Findings, Conclusion and Recommendation 
 

 This part of the study showcases the summary, salient findings, conclusion based from the findings, 
and the recommendation to targeted person or group of people. 
 
Summary 

This study focused on the education governance on teachers’ motivation in terms of: reward 
system, training and development, job satisfaction, and work situational factors. There are 25 
respondents from Cavinti Elementary School in this study.  
The following were surveyed among the teacher respondents: 

1. Extent level of teachers’ motivation in terms of reward system, training and development, job 
satisfaction, and work situational factors. 

2. Extent level of the teachers’ teachers’ performance in terms of preparation of lesson notes, attending 
school functions; supervision of school activities; participation in extra curricular activities, adequate 
teaching preparation, regular pupil assessment. 

3. Significant prediction on education governance to teachers’ motivation. 
 

Findings 
Based from the data obtained, the following are the salient findings in this study: 

1. After the one sample t-test on Reward system perception,  the results show that the respondents are in 
agreement that the school practices the following: Indicator 2: Hardworking teachers are encouraged 
by giving them presents and Indicator 3: Teachers are promoted on the basis of their qualifications 
and performance. 

2. There is no conclusive agreement among the respondents in all the indicators presented in Training 
Development perception.  

3. On the perception on Job satisfaction, the respondents are in agreement that the school practices,  
Indicator 8: . I am satisfied with my work and would want to stay on it for a long time. 

4. On the perception on Work Situational Factors, the  respondents are in agreement that the school 
practices,  Indicator 3: . Education policies in schools are tight on teachers thus they get dissatisfied 
with their jobs. 

 
ON THE REGRESSION RESULTS 
 

1. After the multiple regression of the indicators in Education Governance  and Teacher Motivation 
components, the following are the results of the prediction of IV to DV.  

 Reward System 
Among the Education Governance indicators, only EG4 has a unique contribution to 

Reward System. However, when they were taken together, their effect on Reward System is significant. 
Thus, these ten indicators must be considered together to have significant effect on Reward System. 

EG4, EG6, EG7, EG9 and EG10 having negative coefficients, were inversely related to 
Reward System which were considered to be areas that needed immediate strong intervention to turn it 
into positive effect.   

 Training and Development 
Only EG1 and  EG4 have unique contributions to Training and Development .However, 

the rest of the predictors become not significant.  
If taken singly the remaining predictors did not affect significantly Training and 

Development. However, when they were taken together, their effect on TD is significant. Thus, these ten 
predictors must be considered together to have significant effect on Training and Development . 

EG4, EG6, EG7, EG9 and EG10 having negative coefficients, were inversely related to 
Training and Development which were considered to be areas that needed immediate strong 
intervention to turn it into positive effect.   
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 Job Satisfaction 
Only EG5, EG7, EG8 and EG9 have unique contributions to Job Satisfaction . However, 

the rest of the predictors become not significant  when they are taken together. 
If taken singly the remaining predictors did not affect significantly Job Satisfaction. 

However, when they were taken together, their effect on JS is significant. Thus, these ten predictors must 
be considered together to have significant effect on Job Satisfaction . 

EG1, EG2, EG4, EG7, EG9 and EG10 having negative coefficients, were inversely related 
to Job Satisfaction which were considered to be areas that needed immediate strong intervention to turn 
it into positive effect.   

 Work Situational Factors 
  Most of the predictors offer a unique contribution to Work Situational Factors. However, the 
remaining predictors EG5 and EG9, having the p values both greater than 0.05, become not significant.  

If taken singly the remaining two predictors did not affect significantly Work Situational 
Factors. However, when they were taken together, their effect on WSF is significant. Thus, these ten 
predictors must be considered together to have significant effect on Job Satisfaction. 

EG2, EG5, EG6 and EG8 having negative coefficients, were inversely related to Work Situational 
Factors which were considered to be areas that needed immediate strong intervention to turn it into 
positive effect.   

 
Conclusion 

Education governance significantly predict teachers’ motivation. Specifically,  
1. There is a significant prediction of Educational Governance on Reward System.  
2. There is a significant prediction of Educational Governance on Training and Development 
3. There is a significant prediction of Educational Governance on Job Satisfaction.  
4. There is a significant prediction of Educational Governance on Work Situational Factors 

 
Recommendation 

Based from the result of the regression analysis and derived regression equations, the following 
recommendations are made to make the weak points strong: 

 1. Strengthening the Reward System, Strengthening the reward system to guarantee that 
workers are productive and satisfied. Effective reward systems emphasize the positive aspects of 
workers' performance and signal to them that what they are doing is significant. Employees will be 
encouraged to develop and achieve objectives due to this. They will be more motivated if their rewards 
align with their performance. Reward System will help them remain on course and retain a good 
attitude. 

 
 2. Support teachers’ in providing training and development, Support and encourage educators 
in providing training and development. Professional development provides teachers with the resources 
and skills they need to keep updated with the needs and interests of students and the ability to anticipate 
and prepare for changing educational practices. In this way, they will maintain a state of constant 
evolution in their learning practices. In addition to providing them with competencies, it will also 
provide them with the required information or mindset to work more effectively. 

 
 3. Open opportunities for growth and self-fulfillment, Open opportunities for growth and self-
fulfillment. These may have a positive impact on one's feeling of well-being. These opportunities will 
enable them to gain the experience and discipline necessary to make everything happen and progress 
in their careers. They will feel empowered about themselves if they cause significant progress toward 
their objectives and increase their skills. Furthermore, possessing a more comprehensive range of skills 
permits them to do their duties more effectively. 
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 4. Provide good working environment, Provide and maintain a good working environment. 
This influences whether or not there is a pleasant and healthy environment. A good working 
environment brightens the ambiance, allows individuals to focus more effectively, and promotes a 
positive working environment for academic staff and stakeholders.  A positive working environment 
has a significant impact on how one feels about their job, so this must be considered. 
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