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Abstract

In order to improve teachers’ effectiveness, this study aimed to determine the teachers’ level of motivation

and performance and its significant relationship. The study utilized the deseptirelational technique of
research which used an adopted questionnaire of Gayomale-Sala (2020) to deteactiers’ motivation
levels and evaluate their performance based on the IPCRF rating for the scha203&2022. Stratified
random sampling using Slovinformula was utilized to determine the one hundred seventy three (173)
respondents who were teachers of South DistBejayan de Oro City Division. Frequency Distribution,
Percentage, Weighted Mean, Standard Deviation and Pearson Product Moment Correddficier@avere

the statistical techniques used to treat the data. Results revealed that teachers are Highly Madittivated
Existence Needs and Relatedness Needs. Further, most of the teachers h&agisfantory ratings in their
performance. Few have Outstanding rating, and none got below it. Morgbeee, is a Significant
Relationship between teachers’ motivation as to their Existence and Relatedness Needs and their performance.
Thus, teachers perform better if they are Highly Motivated. However, it is recahemhen this study that
teachers’ Growth Needs may also be prioritized like their personal growth and professional development such
as participating in trainings, seminars or attending post graduate studies. Growshakeedso important
motivation to improve performance not only for themselves but alsihvéarlearners as the purpose of their
role as teachers.

Keywords:job performance, motivational factors, teachers’ performance

1. Introduction

Philippines is in the middle of a major transition in education and is about tarfaeeen bigger
one. The education system nowadays is way different from yestergadri,will be more challenging as
teachers to stay focused on providing good education. The researcher rdwizederything in life is
impacted by education. In reality, having knowledgeable individuals who e&e judgments about the
issues of th@1st Century is essential for human existence and quality of life. The mosttanpaool for
solving 21st-century issues is the teaching profession itself. Teacheis gilagial role in the educational
process and need to be motivated in order to succeed in the classrobeipatiet system advance in this
dynamic environmenfThough, teachers’ motivation may be a personal matter. But it may affect how they
think about their work. Motivational factoof teachergancreate a great differenaethe level of education
and may helfin realizing its excellence (Tripatktal., 2018).

In relation to this, procedures should be devised for early detection dfetsawho lack
motivation in order to prevent the loss of skills. Moreouwesachers’ happinesds also influencedoy
motivational factors which havgen identified as a key determinant for students’ motivation and teaching
effectiveness. Through Individual Performance Commitment Reviews (IPCR), wWidcbepartment of
Education uses to monitor and evaluate teachers' work performance intdagiigrs' motivational factors
are evident. In order to pay more attention to these factors, it is crucial toetmmg@ what motivates
teachers to do their best work. In relation to this, the researcher, wlsmia teacher, is pushed to look
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more into the factors that will increase teachers' motivation in performénplis. The aim of this, which
the researcher undertook out of curiosity, is to ascertain why, despite numeuditisations, education in
the Philippines is still in crisis. To that end, the researcher will conduct a studyktmto the relationship
between teachers' motivational factors and performance. The researcher believeshtrat ughbe more
effective and perform well if they possess the motivational factors discugseltikalepo (2020) an8da
(2020) namely: Existence Needs, Relatedness Needs and Growth Needs.

The ERG Theory of Mativation, which was developed by Clayton P. Aldérfg9) and citetby
Shikalepo (2020) and Gayomale-Sala (2020) served as the study's founddti® ERG Theory of
Motivation is Existence, Relatedness, and Growth, which are built on Maslow's Hierdrilegds. Based
on this view of motives, a person can be driven by many levels of deroamcisrrently, and their priority
level can alter over time. Alderfer (1969) as cited by Shikalepo (2020) andnaky&ala (2020also
pointed out the significance of how people view their development in connéateach of the levels of
requirements. Even when their Relatedness demands have not yet beenraatjralperson may become
progressively driven by development if they believe that they are making trensemogress in
Relatedness. Similar to this, if someone is dissatisfied with the Growth-relatedgsrdigey are making,
they may give up on it and focus all of their drive on Relatedness instead.

Shikalepo (2020), added thdt is a forgone deduction that motivational theories can be
contextualized into the education setting. The theories offer motivational fraksethiat can be applied in
education to motivate teachers and increase their standard of performa@aeofivational theories, as
diverse as they are, cover a wide spectrum of issues and needs that mightdrest for employees such
as teachers and how such issues can be nurtured. It is important thateesnptdepartment of Education
administrators are well informed with various theories of motivation and appihebees in their work
setting to motivate their employees of teachers for improved quality outputa@hthat organization such
as schools experiea staff turnover periodically and attain performance levels that are not quite
impressive, can be attributed to inadequate conceptualization and application tberdwf, various
motivational theories in their work environment. Good comprehension of motightfwories and correct
application on the theory may be useful in ensuring motivated work forceganization such as school.

For Gayomale-Sala (2020), the higher the motivation, the better is their jfynpence. She
recommended in her study to increase the motivational factors of teablagrs, if teachers have units in
master’s programs, they should be provided with opportunities to finish their graduate studies, the Division
Office should require at least a Mass Degree for the Teacher 3 plantilla position to encourage
professional advancement, fringe benefits should be attractive enough &b teeaghers to perform more
and to be given only for deserving outstanding teachers, study leafidan stipulated under R.A. 4670
should be given to teachers who are finishing their graduate studies,unjitpestto attend seminars,
workshops and other form of training should be provided to all temah®r only to a selected few,
scholarships grants should be given to deserving and outstanding seashéncentive for good
performance. Extra-curricular activities such as sports, counting or odlsed activities should be
conducted in the afternoon in order not to deprive teachers from &attiebses, trainings and seminars
should be scheduled and planned in such manner that will not overlap thegspmnél growth activities.
School heads should maintain a harmonious relationship in school, trusbraficdence with one another
as to one’s ability to do assigned task and should build a happy workplace as these motivate teaghers ver
highly and performance evaluation should be objective and fair enowligtityuish the teachers who are
performers and non-performers.

2. Methodology
This study used a descriptive-correlational research design to determine the relationshim betwe

the teachersmotivation and performance in South Distri€€agayan de Oro City Division. This isnan
experimental study of the significance of the variables with the help of statisticalignalyguantitative
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research, two or more variables and their connections are desd&sgied descriptive correlation design, a
picture of the present situation can be created (lvyPanda,.Z0#2Yesearch design is the structure of the
study that puts the research together. These provide the logical basis fargdkeoid the data collection

will be carried outhow the analysis proceeds, anow the datas interpreted.

3. Results and Discussions

Problem 1. What is the extendf teachers’ motivation as to their:

1.1 Existence Needs;

1.2 Relatedness Needs, and

1.3 Growth Needs?
Tablel

Teachers’ motivation as to their Existence Needs

Indicator Mean SD Description I nter pretation

1. Salary/Pay 4.54 0.61 Very Highly Motivated Has a very strong influence on tt
performance.

2. Fringe Benefits 4.44 0.59 Highly Motivated Has a strong influence on the performan

3. Health Care Benefits 4.19 0.98 Highly Motivated Has a strong influence on the performan

4. Durable House with Amenities 4.73 0.82 Very Highly Motivated Has a very strong influence on tt
performance

5. Strong Family Relationship 4.71 0.40 Very Highly Motivated Has a very strong influence on tt
performance

6. Safe Working Environment 4.61 0.58 Very Highly Motivated Has a very strong influence on tt
performance

7. Happy and Contented Life 4.54 0.60 Very Highly Motivated Has a very strong influence on tt
performance

8. High Social Standing/Status ~ 4.11 0.71 Highly Motivated Has a strong influence on the performan

9. Convenient Lifestyle 4.28 0.65 Highly Motivated Has a strong influence on the performan

10. Job Security 4.60 0.60 Very Highly Motivated Has a very strong influence on tt
performance

Overall 450 0.66 Very Highly Motivated Has a very strong influence on the

performance

Note: 1.00-1.49=No importance to the respondent; 1.50=2.d® influence on the performance; 2.50-3.49=Miitlience on the
performance; 3.50-4.49=Strong influence on théoperance;
4.50-5.00=Very Strong influence on the performance

Table 1 shows the Extent oéachers’ Motivation as to their Existence Needs. It has an overall Mean
of 4.50 which is described as Very Highly Motivated and interpreted as haviny atkeng influenceon

their performance. Existence Needs refers to the physiological, safety wadh imeeds for survival and all
material existence requirements such as food, shelter, clothing and safsiglqufigal desires and aspects of
human beings. This implies that teachers are satisfied with their existence resdfitsafip their basic needs.
The current findings is similar with the study of Bawa (2017) that irerotd increase motivation, job
satisfaction, productivity, human resource management systems must inéydesaltary, promotion,
recognition, good workplace conditions, equity and other factors.

Moreover, the indicator, Durable house with amenities, has the highest med8 with SD=0.83
which is described as Very Highly Motivated which is interpreted as having a verg stftuenceon their
performance. Usually, durable houses are those which are concrete or méatellgnoblocks and it means
that teachers are having concrete houses already which made them feel motivaigd tbcould be like
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they have more plans for their homes to furnish and this might be genréeey love to work because they
have something to look forwatd. Result of the current investigation affirmed the statement of Misha (2019)
that it must be considered that decent housing contributes to good headithuaation, reflects social identity
and self-respect, and offers a quality living by providing the necessary foeedsstence.

On the other hand, the indicator, High Social Standing/Status, haswhst Ibean of 4.11 with
SD=0.71 which is described as Highly Motivated and interpreted as having a strongcefloe their
performance. Though it has the lowest Mean, but it is still highly motivated. means that teachers are
highly motivated with their Social Status. Teachers are highly regarded. Ehpyoad being a teacher which
motivated the teachers to work. Thus, it is confirmed by Adamu jaBa0teachers' perceived social status
rises the more and their dedication to their work also grows. This suggests that detbctm@ir work grows
when teachers achievéidgh status. The social standing of teachers’ level will be enhanced. The impact of
workload reduction, student cooperation, teachers as active reformers, ¢lang@unity role, teachers as
employees, and public appreciation factor are some of the key factors dnfly¢eachers' views of their
social standing. Regarding the idea of teachers as active reformers, it ne¢aabgbnt teacher involvement,
a lack of professional autonomy might severely impact the social standihg pfofession. Regarding the
issue of public recognition, it suggests that when teachers have societgd,sifgy experience a positive
perception of their standing. Hence, factors like workload reduction, stpdemnership, teachers as active
reformers, enlarged community role, teachers as employees, and pubtjoitienoshould be taken into
consideration in order to provide teachers with a high social standing.

Table?2

Teachers’ motivation as to their Relatedness Needs

Indicator Mean SD Description Inter pretation
1. Relationship with Superior 4.30 0.69 Highly Motivated Has a strong influence on the
performance
2. Working Condition (presence of 4.38 0.71  Highly Motivated Has a strong influence on the
camaraderie) performance
3. Policy and Administration of the 4.32 0.61 Highly Motivated Has a strong influence on the
School performance
4. Leadership Responsibilities 4.43 0.68 Highly Motivated Has a strong influence on the
performance
5. Public acknowledgement for better ~ 4.32 0.68 Highly Motivated Has a strong influence on the
accomplishment performance
6. Praise from other people 4.19 0.74  Highly Motivated Has a strong influence on the
performance
7. Respect from other people 4.62 0.57 Very Highly Has a very strong influence on the
Motivated performance
8. Organizational Support 4.48 0.60 Highly Motivated Has a strong influence on the
performance
9. Trust and confidence in the workplac 4.46 0.71  Highly Motivated Has a strong influence on the
performance
10. Sympathetic kind of supervision 443 0.66 Highly Motivated Has a strong influence on the
performance
Overall 4.39 0.66  Highly Motivated Has a strong influence on the
performance

Note: 1.00-1.49=No importance to the respondent; 1.50=2.d®& influence on the performance;

2.50-3.49=Mild

influence on the performance; 3.50-4.49=Strongiarfce on the performance;
4.50-5.00=Very Strong influence on the performance

Table 2shows the Extent of Teachers’ Motivation as to their Relatedness Needs. It has an overall
Mean of 4.39 which is described as Highly Motivated and interpreted as having stfloegce on the
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teachers’ performance. These Relatedness Needs refer to the importance of maintaining interpersonal
relationship, one’s affiliation to other people. The need to belong to a group or be accepted with other people.

This means tit teachers’ relationship to their colleagues, other people, it could be the stakeholders are good
enough who can motivate them to perform well in their jobs. An essential pigttedor teachers' wellness,
work happiness, and ultimately their ability to teach successfully is the fulfilmenbeir desire for
relatedness. According to observational data, obtaining social support is eseersiaisfying the need for
relatedness. This is also supported by Massoudi & Hamdi (2017) tiiaitnpence is more affected by the
behavioral components of the workplace than by its physical aspects alone, &edstesatisfaction with

their overall working conditions encourages efficiency.

Moreover, the indicator, Respect from other people, has the highest MeaB2 ofith SD=0.58
which is described as Very Highly Motivated and interpreted as having very strongna®lwith their
performance. It means that teagheespect and have good rapport with each other and camaraderie exist in
their schools. Ths these teachers grow up with respect from significant people in their lives which taugh
them also how to treat others with courteagcepteveryone’s differences and also enhances emotions of
safety,security, and wellbeing in every teacher’s relation. This is supported by Grover (2021) that for various
people, respect has varied effects on performance. By showing that respetst @éfformance and effort at
work and that individual differences in self-esteem are important for leowl@ react to being treated with
respect, it advances our understanding of respect.

On the other hand, the indicator, Praise from other people, has the Mwastof 4.19 with
SD=0.74 which is described as Highly Motivated and interpreted as having strong infllendeeir
performance. Though the result has the lowest mean but it still means tirdeae Highly Motivated.
This means that some teachers like being praised. This means that even arditdedtdgmentan motivate
teachers. Téy may not be gullible; they just want their efforts are recognized. The teaohers are
motivated to work once praised by their school heads maybe, or bysthkéholders. Roncesvalles et al.
(2021) also agreethat teachers’ organizational commitment and organizational citizenship behavior are
positively influenced by authentic leadership. The findings also showed that orgamizatonmitment of
teachers favorably affects organizational behavior.

Table 3shows the Extent of Teachers’ Motivation as to their Growth Needs. It has an overall Mean
of 3.49 with SD=1.48 which is described as Moderately Motivated and interpreteditag iméd influenced
on their performance. It means that teachers are moderately motivated ldfciduese Growth Needs. This
refers to the internal esteem and self-actualization needs which is a desire to gaswiralvidual
professionally and personally. These are the desires that motivate an individesthcdis full potential in
the present scenario. The reason why teachers’ growth needs have mild influenced on their performance could
be due to the fact that teachers prioritized meeting lower order needs higfoee order ones. The
respondents only focused their desires to existence needs and relatednes3hmetend to miss on the
growth needs because they do hate time nor interest to pursue Masters’ Degree or PhD’s or their salary is
not enough to sustain for their growth development. They should keepind that growth needs is also an
essential factor to motivate an individual to perform well which is supportedebsgttidy of Vlasova et al.
(2019), executing updated professional activities is necessary for teachersuocessfully motivated, like
undergoing training and retraining for implementing activities in a changiofegsional and learning
environment.

Moreover, the indicator, Incentive for Professional Growth, has the highest ded71 with
SD=1.36 which is described Highly Motivated and interpreted as having a strongna#lwon their
performanceThe result may mean that these teachers really aim for incentives professional §reythre
so motivated by their performance because they want to grow professiordlipglement new knowledyg
and abilities to advance their professional goals and position. Teachers are grépamselves to take
increased responsibility by developing their abilities and being proactive. Thentcstudy supports the
findings of Comighud and Arevalo (2021) that teachers should be atextito enroll in graduate programs
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leading to master's and doctorate degrees in order to advance their cateshing and earn higher salaries
in addition to increasing their knowledge of instructional planning, the tegddrning process, and
classroom management. They should also go to professional development trainises. Department of
Education may meet the development requirements of teachers by offefiggvice Trainings and Learning
Action Cell Sessions at the school levels in addition to graduate-level coursework @ingd sassions.

Table3
Teachers’ motivation as to their Growth Needs
Growth Needs Mean SD Description I nter pretation
1. Opportunity to Attend Seminars, 3.65 1.33 Highly Motivated Has a strong influence on th
Workshops and Other Form of performance
Trainings
2. Study Leave Benefits 3.40 1.29 Moderately Motivated Has a mild influence on the performanc
3. Graduate Degree Obtained 3.44 1.29 Moderately Motivated Has a mild influence on the performanc
4. Incentives for Professional 3.71 1.36 Highly Motivated Has a strong influence on th
Growth performance
5. Scholarship Grants 3.32 1.39 Moderately Motivated Has a mild influence on the performanc
6. Career-Path Promotion 3.58 1.98 Highly Motivated Has a strong influence on th

performance
7. Increase in Pay with Promotio 3.31 1.54 Moderately Motivated Has a mild influence on the performanc
in
Position
8. Fair Performance Rating 3.52 1.55 Highly Motivated Has a strong influence on th
performance
9. Challenging and Competitive 3.46 1.45 Moderately Motivated Has a mild influence on the performanc
Nature of Teaching

10. Teaching as a Goal in Life 3.49 1.60 Moderately Motivated Has a mild influence on the performanc
Overall 3.49 148 M oderately Has a mild influence on the
Motivated performance.
Note: 1.00-1.49=No importance to the respondent; 1.50=2.d®& influence on the performance; 2.50-3.49=Mild

influence on the performance; 3.50-4.49=Strongianfce on the performance;
4.50-5.00=Very Strong influence on the performance

On the other hand, Increase in Pay with Promotion in Positionthbaswest Mean of 3.31 with
SD=1.54 which is described as Moderately Motivated and interpreted as having a mild influ¢heie
performance. This result could be due to the fact that teachers arentetigrar given the full privileges and
chances to be promoted due to lack of Masters or Doctorate Degree, meagamegp unable to attend
seminars and trainings and limited access to scholarship grants which will helpotheiift their position.
This is supported by Comighud and Arevalo (2021) that graduateedegrhich are correlated with effective
teaching and result in promotions to higher positions in the teaching poofessl higher salaries, serve as a
motivator for teachers to perform better in their employment. The developeeds for finding meaningful
job are promoted for those who finished professional school and receglest Ipay rates. It means that
regardless of the situations indicated, all teachers fulfill their important prigoaty in order to better deliver
basic education services. The current study likewise concurs to the studytaf akal. 2017 that programs
for pre-service teachers have long been seen as an excellent tool tec@tnesy ideas and enhance teachers'
conduct and professionalism. To maximize teachers' output in the form dénstaccomplishment,
lawmakers and planners should take into account engaging qualified resouncki@tsl with understanding
in the field of motivation. This will be effective for boosting teachers' motivatiwough training. The
teachers are motivated to accomplish their tasks and perform their responsibditeassé they regard
teaching as a noble profession and consider it to be their passion and talihg. many teachers desire to
do well on their evaluations in order to help advance the fields of educationaligtdation and school
administration.
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Table4.
Overallteachers’ motivation

Motivational Factors Mean sD Description Interpretation

Existence Needs 4.50 0.66 Very Highly Motivated Has a very strong influence on tt

performance
Relatedness Needs 4.39 0.66 Highly Motivated Has a strong influence on the performance
Growth Needs 3.49 1.48 Moderately Motivated Has a mild influence on the performance.
Overall 4.13 0.69 Highly Motivated Has a strong influence on the performance
Note: 1.00-1.49=No importance to the respondent; 1.50=2.d4% influence on the performance; 2.50-3.49=Mild

influence on the performance; 3.50-4.49=Strongiarfce on the performance;
4.50-5.00=Very Strong influence on the performance

Table 4 presents the overall extent of teachers’ motivation. It reveals that it has an overall Mean of
4.13 with SD=0.69 which is described as Highly Motivated and interpreted as Having@isffoence on
their performanceThis means that teachers’ performance in school is influenced by their motivation in life.

In this study the respondents are Highly Motivated with the satisfaction ohtheiis. They are performing in
school because there are things that motivate them to perform. Thevefiess of the motivational work
has a substantial impact on teachers' performawbéh implies that as this area improves, so does
teachers' performance (Adriani et al., 2018).

Moreover, among the motivation of the teachers for work, Existence Nesdbe highest Mean of
4.50 with SD=0.66 which is described as Very Highly Motivated and interpreted as hawvarg strong
influence on their performance. There are six existence needs indicatoreawathsit teachers are very
highly motivated, these are the salary, a durable house with amenities, afaimilggrelationship, a safe
working environment, a happy and contented life, and job securitys nidans that teachers are motivated
with the existence needs, because they are provided with a sense of smudritell-being. They are
motivated and satisfied because they possess the following indicators, or it comgtalsthat they have the
goal of acquiring or improving those indicators in the Existence Nedulss, Teachers no longer feel stressed
about their jobs. In similar way, Adriani et al. (2018) notédt teachers’ performance in school is
influenced by their motivations in life. In this study the responderds Highly Motivated with the
satisfaction of their needs or because of the desire they have forehds. Mhey are performing in school
because there are things that motivate them to perform. Motivation &alsstantial impact on teachers’
performance, which implies that as this area impm\wso does teachers' performance. Furthermore, the
findings of the abovementioned research were similidh those of Hoque et al. (2018) in which
teachers’ performance is greatly enhanced by the compensation structure. In light of this, it stresses how much
an atractive salary plan may improve teachers’ welfare at work, which in turn will increase teachers’
engagement.

Furthermore,teachers’ motivation as to their Growth Needs has the lowest Mean of 3.49 with
SD=1.48 which is described as Moderately Motivated and interpreted as Having mild inflwenteeir
performance. Growth needs refer to the internal esteem and self-actualizatisnwhextdis a desire to grow
as an individual professionally and personally. These are the desires that motivali®iduainto reach his
full potential in the present scenario. However, based on the findings, it siraphysrthat teachers rely to the
Department of Education for support, pertarly in a number of teachers’ tasks relating to their
responsibilities in the classroom, professional development and their desire toQevprobable reason
might be due to the fact that teachers prioritized meeting the lower neefiscasdd only their desires to
existence and relatedness needs. Since they lack the time or motivation to pursigeamdsteoral degrees,
or because their salaries are insufficient to support their growth and deeekypiney frequently miss out on
the opportunities for growth. They should keep in mind that a perseat for progress is an important factor
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in motivating them to perform successfully. In support to this, Vlasova €2@il9) noted that executing
updated professional activities is necessary for teachers to be successfully mdikeatediergoing training
and retraining for implementing activities in a changing professional and lgamnuironment. Furthermore,
Okeke and Mtyuda (2019) also cited thiats important to take seriously teachers” motivational factors if
social transformation is to be achieved through the educational system. Regarding teachers’ motivational
factors, it is important to acknowledge the different contributions that teaphevide to individuals and
society at large so that the teachers can achieve higher performance sinpeastict leads to a sense of
fulfilment and self-actualization. Also, citation of Comighud and Arevalo (R®24t teachers need to take
part in professional development training. The Department of Education magsadtie development
requirements of teachers by providing In Service Trainings and Leafwiimn Cell Sessions at the school
levels in addition to requiring them to take graduate-level coursework and trainiinsess

However, Konopko et al. (2019) noted that professional developmeneceonbidered successful
and effective only when it aims the teacher at creative reconsideration of cdrtentotivity and when the
gained knowledge and the abilities can become the good basis for furtkesfuloe teacher.

Problem 2. To what levelis the performance of teachers when categorized as:
2.1 Outstanding;
2.2 Very Satisfactory;
2.3 Satisfactory;
2.4 Unsatisfactory and

2.5 Poor?
Table5
Teachers’ Performance
f % Description
Outstanding 61 35.20% Role Model
Very Satisfactory 112 64.70% Consistently demonstrates
Satisfactory 0 0 Most of the time demonstrates
Unsatisfactory 0 0 Sometimes demonstrates
Poor 0 0 Rarely demonstrates
Total 173 100%

Table 5 above shows the frequency and percentage distribution of the teachers’ level of performance.
Most of the teachers iaa Very Satisfactory rating, with 112 of them, or 64.70%, and 61, 035 have
Outstanding rating. This means that the teacherswdne therespondents in this studyere all performing
well with their jobs because these teachers are motivated based on the result ih Waitieaed teachers
influence their work performanc&hus, the Department of Education can maintain consistent performance
when they keep their teachers motivated. As a result, the Department achieves workflow bdiatce,
strongly influences teachers’ productivity. According to Hero (2019) a very satisfactory performance
demonstrates the teachers' positivity and confidé@mtheir ability to teach. Additionally, it demonstrates that
they were adopting the common 21st century educational standards. On theaatheMifion (2017) cited
that the teachers' outstanding performance demonstrates how they contrilagieie\ting theschool’s goals
and objectives. They typically exhibit organizational dependability, and achievencesedbtraits, and they
encourage learning among students both inside and outside of the classroom.
Problem 3. Is there a significant relationship between téehers’ motivations and their performance?
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Table 6
Pearson’s Correlation test between teachers’ motivations and their performance.

Teachers’ Performance

Independent Variables r value p value I nterpretation
Existence Needs 0.50 0.001 Significant
Relatedness Needs 0.51 0.004 Significant
Growth Needs 0.08 0.089 Not Significant

Table 6 shows the Pearson’s Correlation Test between the Independent Variables such as Existence
Needs, Relatedness Needs, and Growth Needs and Dependent Variable whiabkaéhdtse performance.
The table presents the analysis at the Independent é&grilgp looking at the correlation test while holding
the Dependent Variable constant. It can be gleaned that Independent Variables iicansigih 0.05. It
means that Motivation for teachers have significant effect on their performamhee.Existence and
Relatedness Needs are associatethdaeachers’ performance with a p value far less than 0.05. Thus, the
correlation analysis yielded that the null hypothesis test for Existence and Relatéeedss rejected. With
the findings that a positive linear relationship exists between the variables.

Furthermore, the test revealed a moderate positive correlation betwadrry Performance and
Existencearnd Relatedness Needs with 0.51 and 0.50 r values, respectively, and a wie& pogelation in
Growth Needs with 0.08 r values. Moreover, when one variable changes, theastable changes in the
same direction. This means that Existence Needs and Relatedness Needsnpect to teachet
performance in the South District, Division of Cagayan de Oro. This implies that teachers are conasht
with their basic needs like food, shelter, clothes, safety, salary, physiological desttesther aspects of
human existence. It also suggests that teachers are satisfied with all of their mateiadsdéor existence.
Same with relatedness needs wherein teachers are also motivated with the factors umideméais that
teachers are able to meet their desire in the Relatedness Needs. They are ablevithwhagpiness, their
well-being and their ability to teach successfully and obtaining social sugmbntespect from other people
which are essential for ffilling the need for relatedness. Tripathi et al. (2019) also put emphasis on these
motivational factors influence the performance of teachers significahdgvelops creativitpf the teachers.
Furthermore teachers' performance is significaitfluenced by the motivational work's effectiveness
implying that as this domain develops, teacherdopmance will also developed (Adriani et al., 2018

On the other hand, Growth Needs hasweak positive correlation in relation to teachers’
performance which means that teachers have taken for granted this ndeelsémse that they are solely
focusing and contented on the two needs which are Existence and Relateddes$heiedesire to grow as
an individual professionally and personally has been neglected which maybe do@ntiaf matter and
limited time. It may also be counted as reasons that teachers are given lessndggortattend seminars,
workshops, and scholarship grantsifasster’s and doctoral degrees. This implies that teachers depend on the
Department of Education for assistance, especially with a variety of activities related tesheirsibilities
in the classroom, professional development, and their desire to grow.irdmla snanner, Vlasova et al.
(2019) noted that , executing updated professional activities is necessaeadbers to be successfully
motivated, like undergoing training and retraining for implementing activitiescimaaging professional and
learning environment. This is further supported by Comighud andbkr€2021) as they noted that teachers
place significant importance on the opportunity to learn new things througmasemtrainings, and
professional education since career improvements support both persbpadtmssional development.
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